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Introduction
The purpose of this task is to identify and critically appraise human resource management roles within employee recruitment, development, and engagement in a competitive and international context. This report will be covering the evolution of HRM with a critical discussion of the future of HRM also. The main factors will involve the impact of technology on the evolution of HRM and the current and future trends thin technology. Other trends will also be discussed which can shape the sustainability of HRM which includes the post Covid-19 pandemic where flexible working will be investigated as well as employee engagement and its impact on employment contracts. Next a critical evaluation of HRM strategies will be discussed within a global workforce and how this can achieve to gain a global competitive advantage. The HRM is a strategy to approach and support employees to promote a working environment that’s positive. 
The HRM varies across businesses and industries and has common responsibilities which relate to development and training, hiring, recruitment, benefits, and compensation which help a business/organisation with the functions of management which can control departments within the workplace and require maintenance, planning, development, control, direction, and procurement. This report will then continue to outline the post-pandemic challenges faced within Human Resources Management as well as the future trends and other trends which also impact technology. Lastly, recommendations and improvements backed up by relevant theories/models such as the three-legged stool model, the professions map and a pestle analysis will be used to identify and justify decisions impacting technology within HRM within this report.
[bookmark: _Hlk140591914]A review of evolution within HRM
According to a recent study the evolution within HRM in the 1950’ and 1960’s has evolved to be focused on the behavioural aspects of managing employees (Abdul, 2023). This approach has emphasized not only employee motivation but communication and leadership development also. This see’s the emergence of the performance management systems, development programs, employee training and team building initiatives. From the year 1920-1930 the development statues were at the beginning stage which was emphasized on statuary welfare. From the year 1940-1960 the development status was struggling for recognition which was emphasized on the introduction of techniques. Within the year 1970-1980 the development status of the evolution of Human Resource Management was more towards achieving superiority which emphasizes on the regulatory conforming imposition of std on other functions and from the years 1990s onwards the development status has become promising which emphasizes more on the Human values which in the modern-day era is a highly valued stage of evolution within HRM according to (Noman, 2015).
Generally, there are a few phases of Human Resource Management which are phase of the employee, training and development phase and the post-hiring phase. According to a study it has been conducted that historical perspectives of Human Resource Management can be divided into four stages which include the welfare stage, the industrial relations stage, the human relations stage, and the strategic stage and each of these stages has a characterized focus as well as practices which have contributed to development of contemporary evolution of Human Resource Management according to (Dhawan, 2023).
The industrial revolution has brought significant changes towards the workplaces and has a hard profound impact especially towards the evolution of HRM. This is because of the introduction of newer technologies in relation to steam power and mechanized equipment, mostly in factories which changes how work is done as well as how its created with a need for a more structured approach towards Human Resource Management so within the industrial revolution the focus is more on maximising productivity and efficiency. The HRM practices are designed to achieve these goals and the job specialization has emerged as a key feature of Human Resource Management where the employees are being trained to perform tasks in a more efficient manner and the assembly line that has been introduced within this period has also contributed to the emphasis on the job specialization.
Post pandemic challenges (covid-19)
The way that HR has changed the post pandemic it is now come to light that the post-pandemic trends have shaped the future of HR. The recent trends within HRM points towards the ushering of a new working environment where the hybrid remote working model has a virtual recruitment, virtual hiring, engaging, retaining employees, and virtual training which is very crucial within a working environment according to (Bhaila, 2022). There are also many challenges which HR has faced within a Post Covid world which are not being able to fall back into the old ways, staying flexible, the evolution of skills, re-imaging recruitment process, remaining focused on wellness and getting real on DEI which all affect HRM during the Covid 19 period according to (Rice, 2021). 
When employees come back into the working environment it is tempting to try and put in place events of the previous year behind an individual to try and make the culture and atmosphere for the working environment a better place. When it comes to flexibility businesses would have to stay flexible and be encouraged to engage with the employees especially around issues for workplace policies as well as culture which ensures that they remain appealing, and the flexibility is no longer a fancy soft benefit which would benefit the employers to use to lure millennial workers under the guise of a work-life balance. 
Many other challenges faced by management during the Covid-19 pandemic were to be able to establish a crisis team, ensuring the safety of employees, contingency planning for critical roles, split team arrangements, flexible work arrangements, and to be able to communicate effectively according to (Steve, 2021). 
The impact of technology on the evolution of HRM
The impact of technology involves HR software’s and other technological tools where many of the tasks and responsibilities carried out by the HR professionals now could be automated. This specifically includes the tasks such as payroll and the benefits management where performance evaluations are also considered as well as hiring and recruitment according to (Charlene, 2023). The technology challenges which are faced by HRM are remote work support, lack of technical training, multiple vendors, integrations, upgrades to manage, insecure data storage/transfer, compliance issues, and lack of scalability. A survey had concluded vital information stating that ICT improves the efficiency and innovation which reduces the time helping easier functioning of the organisation and this is because it improves the performance of the employees as it helps to reduce the work time according to (Vohra et al, 2015).
Due to the dependency on the technological advancements the human resource department within an organisation such as Microsoft for instance may end up losing essential workers information which can be their details for instance for data protection which the business is by law to keep on file for a period of six years minimum. Due to the reliance of technology this may also make employees less productive in their duties which can cause a huge impact on the business negatively. As a result, this can cause issues with workflow, poor decision-making and even scope creeping which all can cause low morale within the entire team within the business. Employees don’t want to be feeling like as if they are wasting their time because if a project is moving at a very slow-paced employees often tend to disengage according to (Abigail, 2023).
Technology can lead to a negative impact of personal interaction which can create a sense of disconnection between the employees and employers. Additionally relying too heavily on technology can also lead to a breakdown in communication and as a result important interaction and messages are being missed both by employers and employees according to (Holland, Dowling, and Brewster, 2021). Furthermore, the invention of machines have been made now to serve humans and no longer the other way around even though the strategies do have the ability to replace some employees within an organisation human resource managers will remain in the working environment as long as their employees manage, talk and supervise the AI technologies can never be replaced with a human professionals touch according to (Davis, 2020).
Interpretation of Dave Ulrich’s HR model
Dave Ulrich’s 3-legged stool model is a new approach which is used in management and is an effective tool which can be used within HRM. The purpose of the model is to differentiate HR services with three specified roles; shared service centres which can manage operations within a business as well as business partner roles which can deliver strategic HR services towards a business, and this can centre expertise to provide technical skills and capabilities. It has also become apparent that Ulrich didn’t invent the 3-legged model, but his name has become synonymous especially with HR services which are organised in this way and now it has been almost 18 years later, and it’s become a standard method for many large organisations within Europe including complex HR organisations which can organise human resource service delivery according to (Simon, 2023).
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The purpose of using this model within the world of work and why it helps HR is because it creates a high-performing organisational architecture which is employees are able to use to delegate accurate decision making techniques and strategies as well as measure performance which HR can take a huge advantage of and this will help the organisation with incentivized people within the organisation who feel motivated and are committed to do the best of their required job role which leads to job satisfaction and this then leads to higher productivity and profitability for the business. Having one or two legs of this stool within n organisation isn’t sufficient for this model to work as all three must be present and working for the business to be balanced and achieve the best performance.
There are four different types of practices which are related to the 3-legged stool model which are proactive approach, cost effectiveness, solution-focused, and relationship based. The proactive approach is focused on how HR professionals should always work using the concept of a business strategy as well as looking into setting company objectives and responding to challenges with consistency which adds a huge value to businesses. When it comes to cost-effectiveness, this is a strategic approach which allows the demonstration of cost effectiveness through solutions as well as contributions which can improve the credibility of Human Resource Management as a result. Furthermore, looking into the solution focused practice instead of fulfilling the daily HR functions and business partnerships a business should be working more holistically which creates room and implement strategies at its full potential into an action which really puts the practices of the business into perspective where true results can then be seen and monitored to figure out the strengths and weaknesses of the business. Lastly, there is the relationship-based practice where a successful HR business such as Carphone Warehouse for example can partner relies with Curry’s PC World whom they have merged with to create a productive relationship and collaboration which as a result ultimately will drive a well-networked organisation in the end according to (Morris, 2021).
Current trends affecting HRM.
The current trends affecting HRM is the growing emphasis which is on employee well-being as well as the work-life balance. Another trend which is affecting HRM is technology due to the rise of AI-driven tools and automation streamlining recruitment. More current trends affecting HRM are onboarding and performance management processes. When it comes to employee well-being within a working environment well-being is very important not just to individual employees in terms of maintaining their health conditions but also managers and organisations as well as there is evidence which states that having poor well-being within the world of work can have adverse effects towards one’s performance and their overall productivity according to (Kowalski and Loretto, 2017).
Moving forward on to work-life balance it is known that employees who have a good work-life balance between their work and home lives are efficient, motivated, and productive. This is said because teams become more healthier which reduces absences and sickness levels within the world of work so, taking time off from work can be very helpful especially for reducing stress levels therefore making improvements on teams can also reduce mental health issues according to (Thomson, 2023). An example of a common work-life balance is programs which include flexible leaving policies such as providing care for a dependent which can be a family member, employee-friendly absence or even a vacation policy which can include imparting education and training as well as promoting fitness, healthy living, and creating a friendly committee. 
Furthermore, there are technology trends affecting HRM where you have the digital HR paradigm which accompanies organisations to optimize HR resources more efficiently and consistently too through platforms such as social, mobile, analytical, and cloud technologies and more of these HR technology priorities include the virtual technology, the updated learning platforms, and analytics according to (Lavri, 2023).
Lastly, there are the performance management trends which affect the people analytics according to some experts it is said that the Human Resource leaders are diving deeper into the people analytics in the year 2023 which can turn their own employee data as they are  searching for different and newer ways to grow and motivate their employees which would significantly help towards employee retention and even potentially attract new employees also. This is how businesses align their goals and their business objectives and consider the overhauling of how feedback is communicated within the business.
Future trends affecting HRM.
The future trends which are affecting Human Resource Management are remote people operations which are known to be one of the biggest Human Resource trends nowadays which almost all companies are facing and experiencing these shifts within the working environment. There are also the virtual and remote hiring trends as well as onboarding which were not just faced during the Covid-19 pandemic, but HR has made these an essential within the hiring process giving employees the opportunity to work from the comfort of their home to potentially increase motivated employees, profits, productivity, and sustainability which together is a huge positive impact towards employee retention. 
The remote working trend has had a significant impact on HR practises because companies feel they have been pushed to evolve to meet a more distributed working environment where the are many new challenges faced by an organisation as well as many new challenges which some smaller micro companies struggle to keep up with and that being technology in most cases for some businesses however remote working has also brought a lot more opportunities for people in HR to improve flexibility as well as access to talent and the employee satisfaction. 
Next, there is the digital HR which also has an impact on transforming HR because digital Human Resources enables Human Resources to use data as well as analytics and the futureproof recruitment which can improve the employees within an organisation to improve and adapt whilst they are given self-service tools by the organisation to create a room for improvement for the business as well as be competitive and have a large candidate-driven job market available when it is needed the most as certain problems can occur anytime where this can become an essential for a business to recover immediately for instance if they urgently needed to recruit staff because they are short staffed then having such processes in place can immediately draw attention to potential individuals with correct level of skills which even saves the consumption of time and training.
Furthermore, the onboarding process plays a significant part for a HR role because this lays down a foundation especially for the long-term success for a business where it can find room for improvement for productivity and build loyalty which creates a better workforce and helps towards the retention of employees. The onboarding process also helps HR become successful early in their careers especially when it is a new organisation and this is what can make an organisation different from its competitors giving the business a huge competitive advantage as there would be more objectives being completed daily as well as company goals being met, which plays a huge part in sustaining businesses and increasing profitability with a strong workforce creating more productivity in and out of the business according to (Apostolopoulos, 2018).


Other trends affecting HRM.
Other trends which are affecting Human Resource Management are diversity for instance because employee diversity can be used a competitive advantage which helps to create a diverse working environment for many businesses. There is also productivity and efficiency which are trends that also affect HRM which are done through outsourcing, technology, and the involvement of engineering as well as continuous improvement programs. This is why it is always recommended that businesses should be hiring employees who have the right level of knowledge of their role and what is required of them and fit the organisational culture which helps to provide them a positive employee experience when undertaking their specified job role. 
Also adapting to globalisation as well as the implications that come with it is another trend for cross cultural communication as well as competition and collaboration for many businesses and organisations to consider. This is said because nowadays changing skill requirements is a must for a lot of businesses and the learning management systems need to cope with the rapid changes within the market and the environment as well which is a must for most businesses. 
There are many other trends which businesses should be aware of in order to improve the efficiency of their business and some of these trends relate to the hiring technology and this is said because through the adoption of latest technologies faced within HR especially the hiring and recruitment trends the managers can streamline their entire hiring process from start to finish and this can be done from making changes from advertising job positions and sourcing the correct candidates to establishing virtual interviews instead and so much more which can create a real time advantage for the business to improve and possibly even take lead of the current market and penetrate the market to its full potential and this can create huge potential for micro and macro businesses to expand within the market of where their expertise lay in. 
The professions map. 
The purpose of using the professions map within HR is because it gives an identification of four different types of levels which impact and detail as well as detail the knowledge and behaviours required to achieve them within a business. This gives a business the advantage of seeing exactly what it requires internally to make a positive contribution, and this is whether it’s an employee, manager, team leader or HR taking this approach. The way that the professions map should be used within HR is all about having a practical set of knowledge, experience, and behaviour which makes the business look more professional and that can be used within the day-to-day working environment which could potentially help businesses to progress and help individuals progress also especially with their careers and learning capabilities. The professions map is used by many organisations with the purpose of defining what good HR looks like to ensure that they can shape up their job roles as well as embed effective knowledge, experience, and behaviour. 
The reason why the professions map is important is because it is the international standard for the individuals who belong within that profession. This hugely helps individuals with their decision-making techniques and skills which plays a huge part especially within the role of HR within an organisation these types of techniques and skills are a must and form part of a strong work ethic which help to maintain and sustain a business to perform to its full potential. Using the professions map is also very important when it comes to acting with confidence and making an impact within an organisation which also drives positive changes within the workplace as well as helps people to progress in their careers. 
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When it comes to the specialist knowledge areas it doesn’t matter which level a person is at or the role they must fulfil because the specialist knowledge areas would show the individual how they would apply their expertise to make the positive impact within the working environment. This helps a lot with supporting the development of talents which can be used as tool known as the talent management specialist knowledge standards which are essential with HR jobs and can become a real advantage strategy for many businesses within their HR departments according to (Ahmed, 2023).
HR is driven by core behaviours which are important and essential for individuals to learn especially if they want to succeed in a transition from a lower role and move up the hierarchy into HR. These core behaviours are being curious, being a decisive thinker, being a skilled influencer, being a role model within the business, leading as an example, personally credible, courage to challenge, driven to deliver, and being collaborative, which all create a strong team within the business where ideas and skills are shared amongst each other to achieve, meet targets, and stay motivated. 
Global HRM strategies in managing a global workforce.
It is known that the functionality of HRM varies especially globally integrating HR strategies which appeal to various places, nations and countries needs to be strongly employee focused. This involves effectively managing employee compensation as well as benefits and to improve employee relations where you may feel that changes with communication need to be made to increase the effectiveness of relations as it is a well-known fact poor communication and relationships with staff can cause disbanding groups within businesses which can ruin business structures and cause many negative implications within business. This is where it is important to consider optimizing employee development and provide all necessary training that’s needed for employees to get the most out of them and can multi-task in different areas of the business which again can be used as a competitive advantage in a global workforce.
Many factors to consider when it comes to managing a global workforce are cultural differences, language barriers, time zones, collaboration challenges, community gaps, employment regulations. When it comes to cultural differences the global workforce compromises employees which are from geographic locales who subscribe to cultural norms especially within workplace conduct, productivity, expectations, and management styles. As for the language barriers some team members within a working environment in certain countries around the world speak English depending on their professional background and education but some individuals may speak in other languages which then creates a language barrier which impacts communication efficacy. Furthermore, when it comes to time zones the employees in global locations work according to the time in their country as different countries have different time zones which can significantly impact an organisation’s ability to communicate within a timely manner and even make projections which can have an impact on productivity which have a cohesive workflow according to (Rebecca, 2022).
Collaboration challenges can be challenging for workers especially workers who work in different time zones as well as have cultural differences and language barriers to be able to collaborate with others and this is why managers from global work forces often need to be purposeful when it comes to designing opportunities for streamlined collaboration. There are also community gaps within a global workforce which is common for employees to work from the comfort of their own home known as remote working or to relocate in different offices and this can also create gaps within an organisation’s community, and this is important for the managers to offer engaging opportunities to create a sociable connection as well as team building opportunities regularly. When it comes to employment regulations Countries around the globe have different employment regulations regarding factors like hiring processes, benefits, time off and holidays.
Competitive advantage for HRM 
Competitive advantage for sustainable HRM refers to the quality of employees within a workforce who cannot be copied unlike many company systems and processes this comes down to the fact that businesses with employees who have huge potential have the competitive advantage. An example of this is when an organisation can attract and retain qualified employees if it pays a high and lucrative pay package as it is a well-known fact that employees with a higher salary attract more outstanding applicants which as a result permit the organisation to be more selective when it comes to finding employees with potential and be more committed to the organisation. This is where the selection process takes place for many organisations and this is a very important stage for businesses to find new employees with the right skills set, knowledge, determination, focus, attitude, and behavioural aspects for them to bring more into the business which is a key element when sustaining a business.
The effectiveness of competitive advantage within Human Resource Management relate to high employee engagement and this is because it can lead to high employee retention which can then increase productivity and this would then move forward automatically progressing to increase profitability so at the end of the day people within an organisation internally are creating a competitive edge and they are the ones who are interfacing with the customers of that business and producing the products and services of that business too. Furthermore, this creates six benefits for a business within HRM which are greater focus on company goals, increased employee engagement, more productive employees, enhanced customer loyalty, better prepared to manage issues, and exceptional corporate culture according to (Baravik, 2023).

Recommendations and improvements 
There are many strategic ways which HRM can make room for improvement for one of which relate to improving employee recruitment and selection processes and this is said because it helps to analyse the current and future requirements of an organisation’s recruitment process and this then helps to assess the current and future staffing needs also as well as preventing disruption of the business activities and this can increase the success rating of the hiring process within the business. 
Another recommendation for improving HRM is to improve effective communication within the workplace as this helps to build and maintain relationships with teams within the business as well as colleagues from different departments of the business which include team leaders, managers, HR, and supervisors. Effective communication brings together all members of a team within the organisation to achieve the desired outcomes and this helps to build trust amongst each other to create an effective team.
In addition to this the offering of training and development opportunities can help to also improve HR and this is said because in Human Resource Management the training and development refers to systems which can educate employees within the business and this includes a variety of tools as well as instructions, and activities which are designed to adapt and improve the employee performance and this is an opportunity for the employees to really increase their knowledge and even upgrade their skills and make room for improvements.
Lastly, the recommendation of investing in employee health and wellbeing is very important and can potentially help to sustain businesses more as well as have a positive impact on HR because employees feel that they are being supported with their health especially when individuals suffer with mental, physical, emotional and economic aspects of employees health which can be influenced by the environment of the workplace as well as relationships, resources and stress so providing medical care and attention as well as the holistic approach helps to ensure employee satisfaction, engagement, productivity and retention.
Conclusion 
The implementation of the correct strategies and techniques can help HRM to function at its full potential. Having such strategies in place within a working environment can improve employee, manager and supervisor relationships, increase the speed of Human Resource policy implementation, adapting to an environment which is conducive to the company’s culture, there is also encouragement of strong workplace ethics, inspiration of fair treatment and cooperation between team members regardless of their age, sex, gender etc… and this can dampen a higher turnover rate with improvement made with employee loyalty. It is has also come to light that during the industrial revolution there has been labourers who have been viewed and used as like machines meaning to work very hard.
Numerous organisations have started looking at how they can replace humans within obstacles which can be less cost effective and can-do multiple jobs just like a human would prevent people from working so hard and to do a speedy job which can increase productivity and profitability for businesses. The impact of the Covid 19 pandemic has increased challenges for HRM which as a result have affected flexible working conditions, increase of energy costs, staff shortages, benefits for stakeholders, and an increase in sustainability for businesses. These can be ruled out when Human Resource practices are more developed and can be adapted to within the environment of a business which not only will help with gaining a competitive advantage but will also increase profitability, sustainability, efficiency, and innovation within an organisation.
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