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[bookmark: _Toc150549235]Chapter 1: Introduction
Ever since companies with operations across borders have existed, balancing human resources and overall strategy in an overseas setting has always been a difficult task for any enterprise. With the world becoming increasingly more connected through technology and trade, these complex dynamics are all vital to organizations seeking a global presence. This dissertation will study the way in which human resource management practices are related to strategic management processes within multinational companies.
By means of a literature review and case studies, the researcher wants to examine how leading international firms integrate HRM into their strategic planning and decision-making. As the members of workforces begin to be distributed throughout offices around the world, how can one maintain a united company culture and motivate employees with so much diversity? Meanwhile, devising strategies that accommodate the variations in regional labor markets, laws and cultural norms is also challenging. The goal of this research is to discover the ways that organizational alignment can be achieved on an international level.
The researcher has gained intimate knowledge of both the challenges and opportunities that arise at the intersection of people and strategic management on a multi-country scale. This “insider" perspective—combined with an in-depth literature review—will allow me to offer novel managerial insights. My goal is to distill academic research with real-world examples, crafting a dissertation with strong relevance for business leaders navigating today’s ever-changing global business environment.
The remaining chapters will be structured as follows. In Chapter 2, I will outline the current state of knowledge around key related concepts like global strategic management, comparative HRM, culture and its influence, and integrating local responsiveness with global integration. In Chapter 3, the research methodology employed for this study will be described in detail.



[bookmark: _Toc150549236]Significance of the topic:
The significance of the research topic is as follows:
The relationship between HRM practices and strategic management processes in multinational companies holds tremendous scholarly and practical significance. On an academic level, research in this area can help advance organizational theory by illuminating how leading firms balance global integration with local responsiveness. Understanding the dynamic interplay between standardized vs tailored approaches also contributes to discussions around organizational design and structure in a worldwide context.
Managerially, this research stands to offer invaluable guidance for multinational companies seeking to leverage their workforce as a competitive differentiator globally. With mobility of talent rising and the war for international skills intensifying, firms must strategically manage their human capital on a coordinated multi-country level. At the same time, localization pressures and cultural differences necessitate nuanced local HRM adaptation.
[bookmark: _Toc150549237]Purpose of the research:
The purpose of the research is as follows:
The overarching purpose of this research is to explore how leading multinational companies integrate strategic HRM practices to develop and execute organizational strategies on a global scale. Specifically, this dissertation aims to:
1. Review existing academic literature at the intersection of strategic management, comparative HRM, and multinational business to understand what is already known in these domains and contribute new perspectives.
2. Conduct in-depth case studies of two large multinational organizations to observe real-world approaches to structuring and coordinating HRM worldwide in support of overall corporate strategies.
3. Compare and contrast the case study insights to identify similarities, differences, best practices in managing human capital on an international level, and derive policy implications.
4. Synthesize these empirical findings with the literature to determine how strategic HRM can enable sustainable competitive advantage when operating in multiple countries and regions simultaneously, and help multinational organizations navigate global strategic talent management.
Ultimately, by meeting these objectives, the purpose of this study is three-fold: to offer novel theoretical and managerial insights, highlight pathways for companies seeking business success on a global playing field, and demonstrate how HR can proactively support strategic goals when catering to worldwide operations and workforces.
[bookmark: _Toc150549238]Proposed aims, objectives and research questions:
The proposed aims, objectives and research questions for this dissertation, are as follows:
[bookmark: _Toc150549239]Research Aims:
· Explore the relationship between strategic HRM and strategic management practices in multinational companies.
· Understand how leading firms integrate HRM into their global business strategies and decision-making processes.
[bookmark: _Toc150549240]Research Objectives:
1. Review relevant academic literature at the intersection of strategic management, HRM, and multinational business.
2. Conduct in-depth case studies of two large multinationals with differing HRM approaches.
3. Compare case study findings to identify HRM best practices for supporting corporate strategy worldwide.
[bookmark: _Toc150549241]Research Questions:
1.  How do multinationals balance global integration vs local responsiveness in their HRM practices, and what organizational structures and processes do companies use to coordinate HRM on an international scale?
2. How do firm-specific factors like industry, size, ownership structure influence strategic HRM approaches, and what are the best practices for supporting corporate strategy worldwide?
[bookmark: _Toc150549242]Chapter 2: Literature Review:
Definitions of strategic HRM continue to center around aligning HR strategies and practices with business goals on an international scale. The balance between global integration and localization persists as a core tension, with scholars advocating for hybrid multinational models that flexibly blend standardized and adapted practices (Ansho 2021).
Geographic and psychic distance between home and host countries shape the degree of coordination and autonomy versus flexibility across borders. Cultural intelligence and cross-cultural competencies are increasingly vital skills for multinational talent management. Emerging technologies are transforming strategic HRM through virtual work arrangements, global talent platforms, and data-driven decisions (Donnelly and Hughes 2023). 
The resource-based view still holds relevance, arguing a coordinated global talent pool provides competitive edge when leveraged strategically. International assignments are one means of knowledge dissemination and capability building. Global talent management systems aim to optimize skills deployment internationally (Belte, Ridder and Baluch 2023).
However, constraints remain regarding responsiveness to local contexts and institutions. Sustainability practices also affect international strategy, particularly regarding localization of supply chains. The resource-based view argues coordinated management of dispersed human capital provides competitive differentiation when leveraged strategically. International work experiences continue to build global mindsets and capabilities, though mobility challenges persist (Cooke, Xiao and Chen 2021).
An emerging theme centers around "future skills" and cultivating agility for volatility through strategic skills management on a multinational scale. However, balancing standardized systems with flexibility requires nuanced context-sensitive approaches. Definitions of strategic HRM have continued to emphasize integrating HR strategies with business goals. In the multinational context, strategic HRM involves aligning diverse country-level HR policies and practices with a unified corporate strategy on an international scale (Kaufman et al. 2021).
The balance between global integration and local responsiveness remains crucial, with scholars advocating for strategic flexibility rather than orthodox standardization. Mobile and virtual work arrangements are also transforming HRM across borders. Managing talent globally requires coordinated employer branding, talent acquisition, and performance management (Ren et al. 2023).
Institutional theorists emphasize that contextual factors like cultural distance between home and host countries shape strategic HRM approaches. Stability and uncertainty also influence the degree of standardization versus adaptation. Cross-cultural management skills are vital both for expatriates and local managers worldwide (Holbeche 2022).
However, constraints remain regarding balancing local norms with corporate needs. Sustainability and diversity concern also affect strategy in areas like supply chain management. Further research could explore emerging market contexts and digital HR disruptions (Al-Qudah, Obeidat and Shrouf 2020).
[bookmark: _Toc150549243]Chapter 3: Research Methods and Methodology:
[bookmark: _Toc150549244]Research philosophy:
Interpretivist philosophy: The interpretivist paradigm sees reality as socially constructed, complex, and ever-changing based on individual and collective interpretations. It aims to understand phenomena through accessing the meanings participants assign to them and interpret situations from subjective viewpoints.
[bookmark: _Toc150549245]Research approach:
Inductive approach: Qualitative data will be gathered and integrated to develop a holistic, contextual understanding of the research problem from an interpretivist standpoint.
[bookmark: _Toc150549246]Research methodology:
Mono Method will be used in this research methodology because the research will gather data with respect to secondary sources.
[bookmark: _Toc150549247]Research strategy:
Case study strategy: An in-depth explanatory multiple case study design will be used, involving qualitative data collection techniques like interviews, observations and document analysis at two multinational organizations.
[bookmark: _Toc150549248]Data collection methods:
Data will be collected through Secondary sources like academic papers online, research papers.
[bookmark: _Toc150549249]Ways of interpreting data:
Data analysis: Thematic analysis to code, categorize and identify patterns within and across cases. Comparative methods will be used to surface commonalities and tensions.
[bookmark: _Toc150549250]Time Horizon:
Cross sectional will be utilized because the research data will be gathered through secondary sources.
[bookmark: _Toc150549251]Ethical Consideration of the research:
· Informed consent: All interview and case study participants will be provided a plain language statement clearly explaining the research purpose and their role prior to participation. Their consent will be obtained in writing.
· Confidentiality: Participant and company identities/details will remain strictly anonymous in any publications or presentations. Pseudonyms will be used for individuals and organizations. Data will be stored securely.
· Data protection: Information gathered will only be used for the intended research purpose and securely deleted afterward per data protection policies.
· Protection from harm: Questions will be designed sensitively to avoid potential psychological or reputational risks to participants. They can opt not to answer or withdraw at any time.
· Accuracy of analysis: A reflexive approach will ensure interpretations are properly grounded in the data rather than any preconceptions. Rigorous methods like triangulation will strengthen analytical robustness/validity.
· Feedback to participants: Summary findings will be provided to case study organizations. They can choose to use any strategic or operational insights.
[bookmark: _Toc150549252]Conclusion:
The purpose of this research is to provide new theoretical views and practical directions on how today's biggest multinational firms use strategic HRM to implement international business strategy. By applying an interpretive lens to real-world case studies, it strives to address the broad gaps of contextual contingencies, emergent problems and opportunities for improvement.
Through literary review and analysis of the recent literature, as well as by experimenting with empirical data through a mixed methodology, this dissertation hopes to create a conceptual model of strategic HRM in cross-border operations based both on theory and reality.
The results are bound to provide useful strategic recommendations for multiple organizations dealing with talent management and strategic planning worldwide.
Intellectually, the insights seek to further the understanding of where HRM meets strategic management and multinational business. In terms of methodology, the mono-method approach attempts to provide thick description valued by organizational scholars.
In particular, the researcher hopes that as a seasoned practitioner in this area he can provide new “on the coal face” perspectives to stimulate discussion. If HR personnel follow recommended guidelines and keep improving their problem-solving capabilities, then they possess great power to drive organizations through this period of global change.
So long as globalization continues to transform talent dynamics, this hot topic is all set become a gold mine for researchers and policy makers in the years ahead. The researcher expects to execute this study vigorously, so as to help promote sustainable competitive differentiation through unified global control of the most precious blood in every enterprise--human capital.
Globalization historically has supported a privileged position in which one size fits all. This research is based on the recognition that realities in different circumstances are unique and need to be appropriately modeling solutions. Confusing things rather than simplifying them sometimes produce useful approaches. The goal of the researcher is enlightenment, not blame - to encourage all interest groups toward greater fairness and harmony through polite give-and-take.
Moving knowledge forward means accepting others 'experiences and combining in harmony. It fans the researcher's hope that bridging the divergences can be done in a rational and cooperative way, to everybody's benefit. Cross-cultural clashes provide opportunity, provided they are negotiated ingeniously through discussion giving precedence to dialogue over positioning. If our common aim is sustainable prosperity and dignity for all, differences are no longer a source of division.
Following the common ground of humanity, and a conception of humanity based on dynamics unique to each community, these principles are needed in order for fairer international policies and practices to emerge. Difference-embracing approach versus difference-denouncing approach leads to the best result. This research may help stoke the seed of possibility hidden inside complexity, and create a constructive dialogue that addresses cultural nuances, while considering our common interests. Open-hearted learning together produces progress.
Finally, analytical rigor has its place; but human problems are human problems and demand human solutions that respect the dignity of all people. The researcher is attempting to do so by systematically examining an important but delicate subject, and then constructively offering conclusions for the benefit of others in order to contribute informed and insightful development on an issue that will affect our common global future.
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