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Corporate governance has traditionally focused on financial oversight, regulatory compliance, and
the monitoring of executive management to ensure accountability and protect shareholder interests.
However, the increasing recognition of human capital as a critical strategic asset has expanded the
scope of governance to include workforce oversight. This article examines the position of human
resources governance within the broader corporate governance framework. The study is based on a
review of the corporate governance and emerging perspectives on HR governance with mechanisms
that operate across multiple levels of governance, including board-level oversight of human capital
issues and specialized committees. The findings suggest that HR governance functions as an
integrative governance layer linking corporate governance structures with the operational
management of human resources. HR governance remains a relatively underdeveloped field of study
with fragmented definitions and limited conceptual integration within corporate governance. This
article contributes to the literature by clarifying the role and positioning of HR governance within
organizational governance systems and by emphasizing its strategic relevance in aligning workforce
management with organizational objectives.
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Kurumsal Yonetim Cercevesinde Insan Kaynaklar1 Yonetimi: Kurumsal yonetim, geleneksel olarak
finansal denetim, diizenleyici uyum ve hesap verebilirligi saglamak ve hissedar ¢ikarlarini korumak
igin tist yonetimin izlenmesine odaklanmustir. Ancak, insan sermayesinin kritik bir stratejik varlik
olarak artan sekilde taminmasi, yonetimin kapsamini is giici denetimini de igerecek sekilde
genisletmistir.  Bu makale, insan kaynaklari yonetiminin daha genis kurumsal yonetim
cercevesindeki konumunu incelemektedir. Caligma, kurumsal yonetim ve insan kaynaklar
yonetimine dair ortaya cikan bakis acilari ile ¢oklu yonetim seviyelerinde, insan sermayesi
konularinin yénetim kurulu diizeyinde denetimi ve uzmanlasmis komiteleri de i¢eren mekanizmalar
iizerine bir incelemeye dayanmaktadir. Bulgular, K ynetiminin kurumsal yonetim yapilari ile insan
kaynaklarinin operasyonel yonetimi arasinda bag kuran biittinlestirici bir yonetim katmani olarak
islev gordiigiinii onermektedir. IK yonetimi, kurumsal yonetim icinde pargal tanimlara ve smirlt
kavramsal entegrasyona sahip, nispeten az gelismis bir caligma alani olmaya devam etmektedir. Bu
makale, insan kaynaklar1 yonetiminin roliinti ve konumunu kurumsal yonetim sistemleri icinde
netlestirerek ve is giicli yonetimini kurumsal hedeflerle uyumlu hale getirmenin stratejik 6nemini
vurgulayarak literatiire katkida bulunmaktadir.
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1. Introduction

Corporate governance refers to the system of rules, practices, and
processes through which organizations are directed and controlled.
Historically, governance frameworks have focused primarily on
financial accountability, risk management, and the protection of
shareholder interests. Boards of directors, audit committees, and
regulatory mechanisms have traditionally concentrated on financial
reporting and executive oversight. In the last decades, however, the
role of human capital in organizational success has received increasing
attention. Organizations are increasingly recognizing that workforce
capabilities, leadership quality, and organizational culture have a

significant impact on long-term performance. This article addresses
the following question: Where does Human Resources governance
stand within the broader corporate governance framework? This
investigates how HR governance is positioned in relation to core
governance structures and processes, exploring how it interfaces with
other key governance functions—such as risk management,
compliance, and ethics—given its role in supporting sustainable
organizational performance.

2. What is Governance? What is Corporate Governance?

Effective governance ensures and gradually builds trust among
current and prospective stakeholders—employees, investors,
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shareholders, customers, and other interested parties—regarding the
organization’s long-term sustainability and performance. Several
international institutions have defined governance and corporate
governance over time. According to ISO 30408:2016 - Human resource
management — Guidelines on human governance (2016:1),
governance constitutes the framework through which organizations
are ,directed, controlled, and held accountable”. It comprises the
establishment of rules, systems, processes, and behavioral standards.
For governance to be effective, it must adopt a holistic perspective that
integrates all organizational dimensions. Effective governance
contributes to strategic decision-making by creating responsible,
accountable, well-managed, and value-focused organizations.

The Governance Institute of Australia defines the topic by
identifying ethics, risk management, compliance, and administrative
processes as integral components of governance. Within this
framework, governance is defined as the system through which an
organization operates and is controlled, alongside the mechanisms
that ensure accountability at both the organizational and individual
levels.

The Committee on the Financial Aspects of Corporate Governance
and Gee and Co. Ltd. (1992:14), in the Cadbury Report, provided a
seminal definition of corporate governance, emphasizing the
structures and processes that guide and regulate corporate direction
and control. It assigns central responsibility to boards of directors, who
are accountable for establishing strategic objectives, providing
leadership to achieve these goals, overseeing management, and
ensuring proper stewardship on behalf of stakeholders. Shareholders,
in turn, exercise their governance accountabilities through the
appointment of directors and auditors and by evaluating the adequacy
of governance structures. The report highlights that robust
governance frameworks are fundamental for ensuring trust,
transparency, and organizational success, particularly through the
clear allocation of responsibilities among boards, management, and
auditors, all operating within the boundaries of legal and regulatory
oversight.

Iskander and Chamlou (2000) emphasize the importance of
balancing the interests of different stakeholders, including
shareholders, managers, employees, creditors, and regulators.
Effective corporate governance must ensure that managers act
responsibly while also allowing companies to operate efficiently and
competitively. Corporate governance is a system of rules, institutions,
and practices that ensures companies are directed and controlled
responsibly, benefiting investors, stakeholders, and the broader
economy.

Grundei and Kaehler (2018: 589) state that corporate governance
is the internal and external behavior framework for multiple actors’
direction (= management, leadership) and control (= supervision,
surveillance, monitoring) of a corporation and its units that consists of
formalized norms and is itself the result of multiple stakeholders’
constitutive influence.

The OECD Corporate Governance Factbook 2025 (2025:12) states
that a key component of a sound corporate governance framework is
that it should protect and facilitate the exercise of shareholder rights
and ensure equitable treatment of all shareholders. Corporate
governance frameworks should also ensure the strategic guidance of
the company by the board and its accountability to the company and
the shareholders. Corporate governance frameworks can also
incentivise companies to make decisions that will contribute to their
sustainability and resilience. When supported by appropriate
structures and systems, good corporate governance allows
organizations to cultivate trust, transparency, and accountability. This
environment encourages the provision of “long-term, patient capital”
and contributes to sustained economic growth as well as overall

financial stability. This trust is fundamental in cultivating a positive
corporate reputation, which in turn influences market perception,
customer loyalty, and long-term investment attraction. Corporate
governance supports a long-term strategic perspective: it helps
organizations move beyond the pressures of short-term financial
performance and focus instead on sustainable growth, resilience, and
ethical decision-making. Effective governance mechanisms guide
companies to prioritize sustainable, long-term objectives over short-
term profits. This strategic orientation fosters resilience, continuity,
and value creation for all stakeholders.

Governance structures that prioritize transparency, ethical
conduct, and stakeholder engagement build the foundation for
reputational capital. The value of the organization structure is that it
defines the tasks, lines of authority, and groupings that the
organization uses to perform effectively. Organization structuring is
the mechanism used to integrate organizational strategy, size,
technology, culture, environment, and its life stage together, creating
goal congruence vertically and horizontally. A well-designed structure
supports effective corporate governance, enabling clear lines of
authority, accountability, transparency, and ethical behavior.
Conversely, a poorly aligned structure can lead to governance
challenges, including conflicts of interest, inadequate oversight, and a
lack of stakeholder engagement (Jerab, 2023:1).

There are several challenges for organizational designers that
must be overcome when they attempt to identify and implement the
most effective structure for a particular organization.
What is the appropriate degree of differentiation, both vertical and
horizontal, within the organizational structure? To answer this
question, decisions must be made as to how organizational tasks will
be divided and allocated (i.e., the “division of labor”) and then grouped
or departmentalized. Furthermore, it is necessary to define clear rules
governing the allocation and delegation of authority, control, and
accountability throughout the organizational hierarchy, both up and
down, including considerations such as the appropriate “span of
control”. A central design question concerns achieving an appropriate
balance between differentiation and integration. In terms of
differentiation, the objective is to determine an optimal degree of
specialization when structuring the division of labor. While
specialization enhances efficiency and supports the development of
core competencies, it also introduces the challenge of maintaining
effective coordination across roles and units. Consequently,
organizational design must ensure that differentiated functions
remain well integrated through consistent communication and
cooperation. Another critical consideration is the appropriate degree
of decentralization. This involves determining how decision-making
authority is distributed throughout the organization. The central issue
is the extent to which authority should be delegated to lower levels
versus retained at higher levels, typically formalized through
established policies and guidelines (that clarify decision rights).
Finally, organizations must balance standardization with mutual
adjustment. This requires selecting suitable mechanisms to guide and
monitor employee behavior during task execution. (Gutterman,
2023:1). Standardization relies on predefined rules, procedures, and
norms to ensure consistency, whereas mutual adjustment emphasizes
flexibility, allowing individuals and teams to coordinate informally in
response to evolving circumstances.

Conmy (2025) highlights that governance structures contribute to
fostering a culture that embraces innovation and adaptability. By
encouraging transparent decision-making, ethical risk-taking, and
clear accountability, corporate governance enables firms to evolve
with market demands while preserving strategic alignment and
stakeholder trust.
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Hierarchies are a fundamental and pervasive form of human social
organization. They are often preferred over egalitarian arrangements
due to the structure and predictability they offer. In workplace
settings, hierarchies can enhance feelings of self-efficacy, especially
among individuals experiencing low control or high uncertainty.
People who have a high personal need for structure are more likely to
prefer hierarchical systems, and even those with low need for
structure tend to favor hierarchy when experiencing a control threat.
Interestingly, even low-status, low-power roles within hierarchical
systems become more attractive under conditions of control loss. This
hypothesis is rooted in compensatory control theory, which posits that
(a) individuals have a basic need to perceive the world as orderly and
structured, and (b) personal and external sources of control are
capable of satisfying this need because both serve the comforting belief
that the world operates in an orderly fashion (Friesen et al., 2014:1).

Organizational structure affects the behavior of firms through at
least two channels. First, structure can have an effect on companywide
measures of performance, such as profitability or speed in adopting
productivity-enhancing innovations. These performance
characteristics, in turn influence behavior either because they enter
the plans and calculations of management, or because competitive
selection pressures act differently on organizations according to their
performance. Secondly, an organization’s structural configuration can
significantly influence the individuals and operational units that
constitute it. The effect of exogenous changes in the environment
(market prices, costs, or regulations) on organizations can be
partitioned into the immediate direct effect of the change and the full
effect after organizational structure has had time to adjust (DeCanio et
al,, 2000:1).

Organizational structure exerts a substantial influence on
decision-making processes by establishing a formal framework that
shapes how responsibilities are assigned, how communication flows,
and how decisions are executed across the organization (Jerab,
2023:3).

Jerab (2023:3) defines a series of advantages of the structures
existing in the organizations. Firstly, structure enhances “clarity and
accountability” by explicitly defining roles, responsibilities, and
reporting relationships. This delineation ensures that individuals
understand their areas of authority and responsibility, thereby
improving the precision and effectiveness of decision-making. When
accountability is clear, decision-making becomes more effective and
efficient.

Secondly, it contributes to operational efficiency by organizing
tasks into distinct functional units or departments. This structuring
enables decisions to be made by appropriately qualified individuals or
teams, reducing unnecessary consultation and accelerating the
decision-making process.

Thirdly, organizational promotes  specialization,
allowing departments or units to develop concentrated expertise in
specific domains. As a result, decisions benefit from higher levels of
technical knowledge and professional competence within those
specialized areas.

Fourthly, it facilitates the delegation of authority through
hierarchical arrangements, whereby decision-making responsibilities
are distributed across different managerial levels. This
decentralization enables faster and more context-sensitive decision-
making.

Fifthly, structure ensures consistency by standardizing how
similar decisions are addressed across various units. Such uniformity
supports fairness, predictability, and organizational coherence.

Sixthly, a well-defined structure improves the flow of information
both vertically and horizontally, enabling decision-makers to access
relevant data and insights necessary for informed judgment.

structure

Seventhly, it enhances coordination by promoting -effective
communication and collaboration among different organizational
units. This alignment is essential for ensuring that decisions across
departments contribute to aligning with overarching organizational
objectives.

Eighthly, organizational structure influences the allocation of
resources, including financial, human, and temporal assets. Its design
ensures that resources are distributed in a manner that supports
efficiency and strategic priorities.

Ninthly, although structure provides formalization, it can also
incorporate elements of flexibility, particularly in contemporary
organizations that emphasize decentralization and employee
empowerment. This allows for adaptive and timely decision-making in
dynamic environments.

Tenthly, a robust structure supports scalability by accommodating
organizational growth and increasing complexity. It enables the
addition of new units or functions while preserving clarity in decision-
making authority.

Finally, alignment between structure and organizational strategy
ensures that decisions are consistent with long-term objectives. In this
way, structural design directly contributes to the achievement of
strategic goals and overall organizational effectiveness.

At the top of these structures are the shareholders—the legal
owners of the organization. Shareholders elect board members to
represent their interests, vote on strategic matters such as mergers or
capital restructurings, and demand transparency—particularly around
environmental, social, and governance (ESG) performance. Through
tools like proxy voting, shareholders’ resolutions, shareholders shape
governance priorities; in practice, their expectations influence the
board’s long-term thinking and commitment to a responsible
enterprise (German Corporate Governance Code, 2022:6).
immediately beneath
shareholders, boards of directors assume primary responsibility for
corporate governance. Shareholders contribute to governance by
appointing both directors and auditors and by ensuring that an
appropriate governance structure is established and maintained. The
board’s duties refer to defining the organization’s strategic objectives,
providing leadership to implement these objectives, overseeing
executive management, and reporting to shareholders on the
performance of their stewardship (The Institute of Chartered
Accountants in England and Wales, 2025).

The Board of Directors has a central position regarding the
organization’s  strategic  direction, overseeing  managerial
performance, and ensuring adherence to regulatory requirements and
ethical standards. It also appoints the Chief Executive Officer and other
executives; it also determines their remuneration. During its

Within the organizational hierarchy,

governance role, the board ensures that resources are effectively
aligned with the company’s strategic objectives. Additionally, it
provides guidance and advisory support to management across a
broad range of areas, such as human resource management,
organizational culture, corporate policies, and long-term planning.
The Chief Executive Officer plays a critical role in both the formulation
and execution of organizational strategy. One of the responsibilities is
to define the organization’s overall direction and to ensure that
resources are aligned with these strategic priorities (Corporate
Governance Institute, 2025:3). To execute the strategy, the processes
of developing, implementing, and monitoring the strategy necessitate
close and continuous collaboration between the board of directors and
the subordinate levels of management. While the board is expected to
offer high-level direction and establish strategic priorities,
management is responsible for translating these into detailed
operational plans and reporting regularly on progress. This interaction
on a continuous basis ensures alignment between governance
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oversight and managerial execution (The Corporate Governance
Institute, 2023:5).

“Corporate governance is at the heart of the successful running of
an organisation. It not only improves the overall performance, but also
promotes trust among the shareholders and other stakeholders. It is
important that companies/organisations strive to follow good
corporate governance practices. There are several key components
believed to be good corporate governance practices: governance
frameworks, governance documentation, policies in line with law and
applicable regulations, documenting processes and procedures,
effective board reporting, agenda & minutes, director training and
board evaluations, and subsidiary governance policies” (PwC, 2023).

Trust is often viewed as an essential element for establishing and
developing commitment. Also, it is an important determinant of
organisational citizenship behaviour and employee commitment.
Accordingly, companies, particularly its board and top management,
should adopt and practice good governance as it found to have
significant positive impact on the organisational trust that employees
will have on their companies and thus would devote a greater
commitment to the organisation. Employee engagement is affected by
the trust generated through good corporate governance, this one
contributing to higher levels of employee commitment. The mediating
effect of both corporate reputation and organisational trust had
strengthened the relationship between the two constructs. upending
the wave of employee commitment in human resource research, these
findings implied that governance concepts such as fairness,
accountability, responsibility, and transparency had a positive impact
on employee commitment as well (Chu et al., 2023:1). Sanni et al.
(2024) argue that effective corporate governance enhances trust
among shareholders, investors, customers, and the broader public.
This trust is fundamental in cultivating a positive corporate
reputation, which in turn influences market perception, customer
loyalty, and long-term investment attraction. Governance structures
that prioritize transparency, ethical conduct, and stakeholder
engagement build the foundation for such reputational capital.
According to the authors, a robust corporate governance system
ensures that organizations stay compliant with industry laws,
regulations, and ethical norms. This prevents exposure to regulatory
penalties and reputational harm. The authors underline that beyond
compliance, governance promotes a corporate culture aligned with
legal integrity and public trust. Accountable employees contribute to
knowledge sharing and transfer within the organization. Specifically,
accountability discourages employees from acting solely in pursuit of
personal interests; instead, it requires them to assume responsibility
for their actions, transparently communicate their contributions and
outcomes, and justify their decisions to others to support collective
objectives and mutual benefit. On the individual level, good
governance is also related to the empowerment of staff or employees,
who take responsibility for their own development and performance
by practicing the principles of good governance within a system
provided by the organization. Transformational leadership plays an
important role in predicting various positive outcomes in an
organization. The leadership style has received significant attention as
an important variable in influencing employees’ good governance. One
of the main objectives of leadership style is to motivate the employees
and foster them with the practice of good governance (Mohammad et
al., 2014:330).

The Swiss Code of Best Practice for Corporate Governance
(2023:15) provides a set of principles and recommendations intended
to guide organizations in establishing effective governance structures.
Within this framework, governance responsibilities are primarily
exercised through the board of directors and the executive board. To
support the board in carrying out its duties efficiently, it is

recommended that the board establish specialized committees
responsible for specific areas of oversight. Among these committees,
the audit committee plays a key role in overseeing financial integrity
and control mechanisms.

The compensation committee supports the board of directors in
matters related to remuneration policies and practices. Its role is to
assist the board in fulfilling its responsibilities regarding the design,
implementation, and oversight of compensation systems. Finally, the
Swiss Code recommends the establishment of a nomination
committee, which assists the board of directors in matters related to
board composition, appointments, and succession planning. This
committee helps ensure that the organization maintains appropriate
leadership and governance capabilities.

Specialized committees allow the board to delegate specific
functions to smaller groups of directors, ensuring more detailed and
efficient governance. From a governance perspective, stakeholder
theory, originally articulated by R. Edward Freeman in the 1980s,
reinforces the idea that ethical conduct, transparency, and
accountability must permeate all levels of the organization—not just
the executive suite.

The Deloitte Governance Framework (2024) provides an
integrated model for understanding how corporate governance
operates within organizations and how boards and management can
improve governance effectiveness. The framework offers a
comprehensive, end-to-end view of governance by clarifying the roles,
responsibilities, and interactions between the board of directors,
executive management, and governance infrastructure. Its primary
objective is to help organizations identify opportunities to strengthen
governance efficiency, oversight, and decision-making. At the core of
the framework is the distinction between board responsibilities and
management responsibilities. The board is primarily responsible for
strategic oversight, risk monitoring, and ensuring accountability to
stakeholders, while executive management manages the
organization’s day-to-day operations. By clearly separating these roles,
the framework aims to prevent overlaps or governance gaps that could
weaken organizational oversight. The framework also emphasizes the
importance of governance infrastructure, which includes the
organizational structures, processes, people, and technologies that
support governance activities. This infrastructure ensures that
relevant information flows effectively between management and the
board and that governance processes are implemented consistently
throughout the organization. Another key element is the integration of
risk management, compliance, and performance oversight into the
governance system. Boards must monitor strategic risks and ensure
that management has appropriate internal controls and reporting
mechanisms in place. Effective governance therefore, requires strong
communication channels, transparent reporting, and clear
accountability mechanisms. The framework highlights that corporate
governance should be viewed as a dynamic and holistic system rather
than a set of isolated compliance activities.

3. Literature review on Human Resources Governance

While traditional literature often treats human resource
management as a technical or administrative function, a governance-
oriented perspective should emphasize the inclusion of HR systems
within broader and higher levels of institutional structures.

It was mentioned above that, alongside the Board of Directors,
there are recommendations to include other governance structures,
such as remuneration committees, nomination committees, etc. The
Board of Directors oversees organizational strategy and long-term
value creation. At this level, HR governance appears in areas such as
executive compensation, leadership succession planning, and
oversight of organizational culture.
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This represents a specific approach that involves establishing
specialized governance structures, such as HR governance boards, HR
councils, or HR committees, to which responsibility for specific areas
of HR governance can be assigned. These bodies oversee particular
aspects of human resource governance and support coordination and
accountability within the organization. Committees such as
remuneration committees, nomination committees, and ethics
committees oversee human capital issues. These bodies ensure
alignment between management incentives, workforce policies, and
organizational objectives. Regarding the role of the Nomination
Committee, one of the board’s most crucial functions is to decide on
new appointments to the board and to other senior positions in the
company. Again, in some cases, this can be ensured within a
committee composed of executive and non-executive directors, whose
task it is to ensure that appointments are made according to agreed
specifications. Where implemented, the appraisal of directors is often
tied directly to the selection and nomination process. Levels of
remuneration should be sufficient to attract and retain the executive
directors needed to run the company, but companies should avoid
paying more than necessary. As a matter of good practice, executive
directors should not be responsible for determining their own
remuneration (Institute of Directors, 2019).

At the management level, HR departments design and implement
policies related to recruitment, performance management, training,
and employee relations. HR governance ensures that these practices
comply with governance standards and support strategic objectives.

The organizations must manage their “inputs to achieve their
outputs,” and one of the critical inputs for the organization is human
resources. Good management of human resources will make it
possible to achieve organizational objectives. The inputs of human
resources management include the management of knowledge, skills,
behaviors, and competencies. Human resources are the key to keeping
the organization in the market so competitive. These human resources
need to be managed effectively to achieve the required performance of
the organization. It is necessary to manage the human resources
strategically and to adapt its strategy to the organizational strategy
(Cania, 2014:1).

In 1995, Ulrich et al. proposed a transformative framework for
human resources that repositioned HR from a primarily
administrative role to that of a strategic partner within the
organization. His model outlined four fundamental roles for HR
professionals: Strategic Partner, Change Agent, Administrative Expert,
and Employee Champion. Together, these roles are intended to ensure
that HR activities support organizational strategy, facilitate
organizational change, improve operational effectiveness, and
promote the well-being and engagement of employees.

Mercer’s conceptualization of HR governance from 2003 outlines
both the responsibilities it entails and the value it generates. Mercer
defines HR governance as the process of directing the human
resources function and managing associated investments to optimize
the performance of human capital assets, meet fiduciary and financial
obligations, mitigate enterprise-level HR risks, align HR priorities with
broader business objectives, and support informed decision-making at
the executive level (Mercer, 2003:2).

Ulrich’s HR Value Proposition Model mentions that "The HR value
proposition framework has five elements that form an integrated HR
blueprint: Knowing external business realities (technology, economics,
globalization, demographics); Serving external and internal
stakeholders (customers, investors, managers and employees, Crafting
HR practices (people, performance, information and work), Building
HR resources (HR strategy and organization), Ensuring HR
profesionalism (HR roles, competencies, and development). " The
authors emphasize that HR must go beyond internal efficiency and

contribute visible value to investors, customers, line managers, and
employees (Ulric and Brockbank, 2005).

Grobler et al. (2z014:12) position HR governance as an integrated
layer within the broader corporate governance system, rather than as
an isolated HR management function. The model demonstrates how
HR governance connects corporate governance principles, HR
processes, risk management, and stakeholder engagement in order to
contribute to organizational performance and sustainability. The
model introduces HR leadership as a central coordinating mechanism.
HR leadership acts as the driving force that ensures alignment between
governance principles and HR practices. Through this leadership role,
HR governance influences strategic alignment, risk management,
process management, transformation initiatives, and quality
assurance in HR functions. This emphasis on leadership illustrates that
HR governance requires both strategic oversight and operational
execution.

Trust is again at the center of the moral framework of the
leadership model and it influences the governance model, which is
based on principles such as sharing, transparency, and a relational
approach. The decision-making based on collaboration and
participation provides organizational strength and reinforcse the
organizational culture being based on the following pillars:
stakeholder consideration and ethical climate (which translate into
inclusion of stakeholders in decision making processes); integrity
(which translates into more than a mere compliance with the rules,
aimed at generating a shared perception of organizational justice:
distributive - remuneration, transparence, fairness and interactive -
between collaborators); role modeling and empowerment (which
enhance the growth of the employees, their autonomy and creativity);
sustainability and long-term orientation. Findings underline how
ethical leadership models based on authenticity and integrity act in
promoting a cultural reorientation inside and outside the company,
valorizing relationships with stakeholders and favoring trust and
fairness, enabling cooperation, encouraging the sharing of
information, and therefore concretizing good models of
entrepreneurial leadership and governance. Moral and ethical-based
leadership can drive a cultural reorientation, valorize humanity and
relationships with stakeholders, reinforce social cohesion and
reputation and enhance success, in coherence with a governance
model based on transparency, democracy and participation (Baldo,
2016:188).

Establishing an effective HR governance structure enables
organizations to align human resource management practices with
their broader strategic objectives, as well as with their vision, mission,
and core values. It supports the fair and consistent treatment of
employees while ensuring compliance with applicable laws and
regulations. In addition, such a structure facilitates the identification
and implementation of best practices in people management and
contributes to the effective management of costs and organizational
risks. A well-defined HR governance framework also provides
direction by establishing clear rules, policies, norms, and standard
operating procedures related to workforce management. By creating
this structured environment, organizations ensure that human
resource practices are guided by transparent and accountable
processes. Consequently, a robust HR governance system can
influence how organizations operate and make strategic decisions,
extending its impact to the highest levels of leadership and executive
management (Borggraefe, 2015:1). Policies and practices of
organizations motivate employees and they give impact on
organizational performance. Some of these are: human resource
planning, recruitment, selection, training and development,
compensation, performance management, and employee relations
(Cania, 2014).
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In 2016, ISO guideline ISO 30408 - Human resource management
— Guidelines on human governance (2016:1) mentions that “Human
governance refers specifically to the system or systems by which
people within an organization are directed and held accountable. The
governance of people is as important as the governance of physical
assets or financial capital, and how this is done is instrumental in
promoting appropriate behaviour within an organization. By
considering human and social factors in the decision-making process,
the human governance system will lead to positive outcomes for all
stakeholders”.

HR governance is the practice of making effective decisions
regarding the human resources of the organization and their efficient
control. It is interrelated with establishing HR policies, continuous
monitoring of their proper implementation, and governing the body of
an organization (Zuma, 2018:1). Grundei and Kaehler (2019:44)
propose the introduction of a new and integrative definition: “As a part
of (corporate) governance, HR governance is the internal and external
behavior framework for multiple actors” human resource management
(= HRM, people management, leadership) and its control (= HRM
supervision, HRM surveillance) in a corporation and its units that
consists of formalized norms and is itself the result of multiple
stakeholder’s constitutive influence”.

Despite these definitions and elements, Human Resources
Governance is not an established field of study and practice. As the
existing literature does not provide a unified or explicit model, the
author suggests a visual representation that is presented in Figure 1,
which synthesizes the key relationships identified throughout the
review. Specifically, it conceptualizes HR governance as an
intermediary governance layer that connects board-level oversight
with the operational domain of human resource management.

Figure 1
Positioning of HR Governance within Corporate Governance

CORPORATE GOVERNANCE
(Board of Directors)

Risk ‘

[

Financial ‘

Governance Governance

HR Governance
(Human Capital Oversight)

HR Management

Source: Author’s conceptualization

Figure 1 serves as a visual representation of the study’s central
argument, providing a basis for further theoretical refinement and
empirical investigation. Situating HR governance between strategic
governance structures and HR practices, the model highlights its role
in aligning human capital decisions with broad organizational
objectives, stakeholder expectations, and long-term value creation.

4. Methodology

This study adopts a qualitative, conceptual research design
centered on a structured review of the existing literature and reputed
international institutions. The methodological approach is shaped by a
key constraint: Human Resources (HR) governance remains a niche
and underdeveloped area of research, with limited academic
contributions. As such, the study does not rely on an extensive body of
literature. The analytical approach is primarily thematic. It starts with
foundational concepts of corporate governance that are examined to
establish a reference; corporate governance is the overarching concept
that stands at the top of the organization. Second, the available

literature on HR governance—though limited—is analyzed to identify
themes, definitions, or governance mechanisms related to human
capital. Concepts like structures and hierarchy are also mentioned to
position HR governance within the larger spectrum of roles and
responsibilities within the larger organizational structure and
decision-making. The methodology is inherently exploratory: rather
than testing predefined hypotheses, it seeks to understand and to
contribute to where the concept of Human Resources Governance
could stand within the broader landscape of corporate governance.
This study is subject to certain methodological limitations inherent to
its qualitative, literature, and institution-based approach: the research
does not incorporate empirical data. As a result, the findings are not
empirically validated. These limitations indicate that the findings
should be understood as a theoretical contribution that provides a
foundation for further empirical and comparative research on HR
governance.

5. Conclusion

Human resources governance is still developing as both a research
domain and a field of professional practice. The current literature
addressing this topic remains relatively scarce, and the concept itself
has yet to achieve a clear and widely accepted definition.

The findings of the review suggest that HR governance is best
understood as a governance layer that connects corporate governance
structures with the practices of human resource management. At the
highest level, boards of directors and their specialized committees—
such as remuneration, nomination committees—exercise oversight
over critical human capital issues, including executive compensation,
leadership succession, organizational culture, and strategic workforce
capabilities. These governance bodies ensure that decisions concerning
people management align with organizational strategy, stakeholder
expectations, and ethical standards. In this respect, HR governance
operates as a strategic governance function, ensuring that human
capital policies support long-term value creation and organizational
sustainability.

At the institutional level, HR governance functions as a framework
of formalized norms, rules, and control mechanisms that regulate the
behavior of various actors involved in human resource management.
The integrative definition proposed by Grundei and Kaehler
emphasizes that HR governance is not limited to internal managerial
processes but also reflects the influence of multiple stakeholders,
including shareholders, employees, regulators, and society at large.
Similarly, the ISO concept of human governance highlights that
governance systems for people should be treated with the same level
of importance as governance systems for financial and physical assets.
This perspective reinforces the notion that human capital governance
constitutes a core element of responsible and sustainable
organizational management. This article contributes to the
development of the HR governance field by analyzing its position
within the broader corporate governance framework. The analysis
highlights that HR governance should be viewed as a governance
domain that bridges corporate oversight and people management.

The review also reveals that HR governance remains an emerging
field of study: compared with other governance domains, such as
financial governance or risk governance, the conceptual and
theoretical foundations of HR governance remain relatively
underdeveloped. Existing definitions emphasize various aspects of
governance, including the establishment of rules and policies, the
monitoring and control of HR practices, and the strategic steering of
human capital. However, the literature lacks a unified framework that
clearly positions HR governance within the overall governance
architecture of organizations. This fragmentation suggests the need
for further theoretical clarification and empirical research.
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In conclusion, HR governance contributes to organizational
accountability, transparency, and long-term value creation. The article
advances the understanding of HR governance by positioning it as an
essential governance function that supports both strategic leadership
and responsible workforce management within contemporary
organizations. HR governance should function as a link between
corporate strategy, board oversight, and workforce management.
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