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Introduction
The purpose of this report will be an explanation regarding the HRM involvement over several decades from development as being known the personal department to Human Resources  and now updated to Human Resources Management. Furthermore will be review in regard to the evolution of HRM and a critical discussion of the future for HRM, including post pandemic challenges in the transition. 
‘COVID-19 has generated a situation where in a short period 50 percent or more of the workforce might not be able to work. Trying to recover from this economic shock, companies have started reopening. In the mid of this ongoing pandemic, under extraordinary rules and a new functioning’. Hamouche, (2021)
 Through the report there will be a discussion regarding the changes of the pandemic that the whole world had to encounter through 2020- 2022 there was a lot of businesses in all genres from retail, catering, administration, NHS, and many other sources of HRM. One method to address was data protection. It is highlighted  from that ‘COVID-19 demonstrates that we face an uncertain future, the core problematic of development studies and practice. Where mainstream approaches to development have been top down, economic goals, post-COVID-19 development must have a radically transformative, egalitarian and inclusive knowledge and politics at its core’. Leach et al., (2020)
Key issues will be highlighted that relate to data protection and application of people’s privacy which was taken into account with any type of business that was required to collecting personal data. 
Another impact that will be discussed in this report is the impact of technology on the evolution of HRM, and current trends within technology. Another trend to discuss will be the sustainability in HRM post pandemic, for instance the idea of “Flexible working”, Employee Engagement and the impact on Employee Contracts. 
One more topic that will be discussed is to fully give an evaluation of global HRM strategies in managing a global workforce and gaining global competitive advantage. There is initial impact of pandemic that eased companies to gradually return to the workplace. There was an increase and importance of Diversity, Equity as well as job satisfaction.
By taking the time to collaborate with employees and other stakeholders, HR departments will be able to better identify any concerns and areas for improvement pertaining to the use of workforce analytics software. This should help to overcome any existing hurdles and contribute to its long-term use in the world of work.
[bookmark: _Hlk141398756]



















Discussion Of the Changes Due To COVID-19 Through 2020-2022
Through COVID-19 pandemic there was extreme changes that were already starting in the world of work, and this created more complex and diverse landscape. This resulted to the services being delivered by HR and workforce software companies that have become high and enabling businesses to adapt to evolve trends and to succeed within the working environment. There has been a significant investment in most companies have received in recent years.
Working from home was a high trend within COVID-19 due to the high demand of people needing to continue their business and through people working from home there was an advantage for companies to save money and resources on fuel, building rent, travel and able to spend more time with family in their family environment, this increased job satisfaction. This is supported by Statista (n.d), ‘Working from home prior to the coronavirus (COVID-19) outbreak in 2020 had been a luxury. However, the advancement of digitalization and the shift to a more knowledge-based economy have made the option of remote work and hybrid work possible for employers and employees. 
There is comparison of popularity between hybrid working and remote working within the working environment. According to research supported by Shepherd (2021), ‘ 84 per cent of UK businesses plan on having a hybrid, flexible or remote workforce after the pandemic, according to new research. 500 business leaders found that only 16 per cent of companies expect workers to return to the office full-time’. According to other sources the proportion of employees in hybrid working has risen from 13% from February 2022 to 24% in May 2022, Office for National Statistics, (2022). 
Statistics also show in the U.S 74% of companies were adapting Hybrid work to implement a permanent hybrid work model, research also shown that 44% of employees prefer hybrid work model compared to the 51% that miss being in the office working environment, Mckain (2023). Employees recognised that there were benefits of remote work and the unplanned methods of hybrid work and remote work, companies wanted to move forward to permanent hybrid work model. Globally Africa and Australia also adapted hybrid work from 60%.
As stated by the case study there was huge impact within the workplace, ‘new challenges are emerging. It is predicted that demand for HR and workforce analytics software will remain on an upward trajectory in a post-pandemic world of work as employers contend with new trends such as hybrid working’. This is supported by Whiting, (2020) ‘Working from home or teleworking during the pandemic has ushered in a new era of productivity, inclusiveness and connectedness’.

Hybrid working offered more flexibility to workers this is beneficial because employees can work from the comforts of their own homes, and there are no stressful activities of travelling times and gave positive preparation.
‘According to GlobalData research, 48% of employees stated that they want a hybrid working model upon returning to work, compared to 30% who want to return to the office full-time and 22% who want to work from home permanently’. This is explained through the case study which suggests flexible working patterns are being desired within the working industry. There is a category from the majority of people who wish to remain hybrid full time, furthermore there is 30% who wish to work from home permanently, therefore the large majority supports hybrid work adding couple of days within the office in their working week. This suggests companies need to restructure their working contracts to accommodate the needs of the workforce. 
To achieve a positive work life balance companies should consider keeping hybrid work in order to give their employees the options to feel involved in their own post- pandemic decisions. 
Employees were given new method to find a quiet space in their home environment, follow safeguarding procedures to make sure data is protected online, such as electronic files, clocking in, signing in, screens are not open or exposed to family members or people who lived in the home. There were still structured hours, as this process continued there was a process of companies to follow when monitoring attendance online. 
This is known as remote monitoring software; this is verified as proof of work and an electronic tool for home racking there are various monitored software which has been used as wall as tracking apps which employees can sign on from their phones. There has been some concerns regarding the analysists of software and barriers to future growth in the market. 






Review The Evolution Of HRM, Critically Discuss The Future Of HRM, Post Pandemic Challenges In The Transition
In regard to the evolution of Human Resources within the last thirty years the HR function evolved from the department having a manager of personnel and employee information, this was basic information for the manager of personnel. 
Human resource management had four types of procedures administrative HRM, Behavioural HRM, Strategic HRM, International HRM and Digital HR. Through the 1950s, 1960s the HRM evolved to focus on the behavioural aspects of managing employees, this approach showed communication, leadership, development, Sustainability. Bring todays processes right to where all large companies relay on their HRM departments to run the company. Processes and policy  are in place to ensure companies were treating staff fairly.
‘In the 1960s and 1970s employment started to develop significantly. At the same time personnel techniques developed using theories from the social sciences about motivation and organisational behaviour. Selection testing became more widely used and management training expanded’, Pinto-Chilcott, (2022 ).This is an example of how the personnel department have evolved from a personnel department to developing into human resources, this is because human resources encouraged strategies to deal with employees better in terms of training and recognising what needs should be addressed from the managers with their expectations from the employees, furthermore this also applied from employees wanting recognition and support from their managers alongside their work responsibilities. This would evolve more about recognising head of departments and employing people with the specific terms, this is where strategic HRM has developed through departments within a workplace. 
Human Resource Management now overlook the workplace by monitoring all services within there department and managing staff, managers offer training distributing  UpToDate policies. All corporations regularly follow these methods through human resources.
Within the HRM approaches there are hard skills and soft skills. Hard skills is when things have been done strategically within the workplace where as soft skills are about providing a better working environment with the employees and demonstrating better communication within the management department and HRM. These skills must be operated during COVID-19 and after. ‘Hard skills refer to the job-related knowledge and abilities that employees need to perform their job duties effectively. Soft skills, on the other hand, are the personal qualities that help employees really thrive in the workplace’, Workable, (2019).
The CIPD is a membership for human resources department there the training qualifications enables a person to be hired for this type of job role within head departments of HRM. In the last two decades CIPD developed from 2010.
CIPD means the Chartered Institute of Personnel and Development, this is a membership that gives recognition of qualifications to HR and L&d professionals that have been considered in the workplace industry. As explained from CIPD, (2023). The process to be a member includes gaining more qualifications, then as a member the company will access their previous work experience and apply academic membership. CIPD membership would be a part of the HR and developed as Modern HRM. This is beneficial for anyone who wants to improve their HR career. CIPD is beneficial because should a employee in HR have a status membership of the CIPD in HR, this guarantees better salary within the HR department as well as benefits from the company. 
‘HR function has evolved from being a manager of personnel and employee information, to a department which has responsibility for everything from standard and essential procedures such as payroll, to complex, key strategic elements such as top management development’. Personnel Today, (2002).
In regard to challenges during COVID-19  there has been challenges for the managers and the various departments, the impact of challenges are shown through specific terms such as health and safety management, training and development, relations, performance management, staffing. 
“most organizations were not able to provide their employees enough information about their management plan or their intended reactions toward the pandemic (Elsafty & Ragheb, Reference Elsafty and Ragheb2020), whereas having clear workplace guidelines during hard times helps to reduce employees’ stress and to increase their motivation and confidence (Wong, Ho, Wong, Cheung, & Yeoh, Reference Wong, Ho, Wong, Cheung and Yeoh2020)”, Hamouche, (2021). This highlighted that management struggled with transition of working in the office to working from home and the recruitment of jobs and dealing with new guidelines and rules and regulations of safeguarding and reducing stress of financial difficulties. There was other challenges such as rules and regulations, hiring, training became an issue due to transition, resources for teams and online work and monitoring and data.


Discuss the impact of Technology on the evolution of HRM. Discuss current and future trends in Technology
The impact of technology with HRM is for technology needs to continuously be updated and improved for the HRM modern resources to be sustainable in order for the new strategies in the workplace to process. The growing trend in the workplace has been growing popular rapidly through the years. 
‘Technology has transformed the way HR processes are currently managed, mainly in terms of how organizations collect, store, use, and disseminate information about applicants and employees. In addition, it has altered the nature of jobs, job relationships, and supervision’, Stone et al., (2015).
It is believed with UpToDate technology it can be used to improve the business by how it collects the data for the company, in particular large amounts of data that needs to be generated smoothly and swiftly. There is also an opportunity of reducing the cost of software supply. Companies will invest in updated technology because they want to find ways to save time and money for the company as whole, regarding less input but with more storage for large data. ‘Some  of the latest developments in sourcing technology include using more automation and machine learning to match job descriptions to candidates' skills and blending recruitment marketing with sourcing’, Maurer, (2021).
Through the impact that technology had in HRM, it has been addressed that technology was an advantage due to the positive outcomes that benefited companies and businesses. For instance it was highlighted transitions used in the digital systems were developed to enhance processed, of collated information such as personal data, large data and this enabled employees to work quicker as they felt comfortable to login their own space. This made work easier for employees adapt when using software. 
There was a trend in companies buying new technology as companies wanted to buy the latest technology in the market that would be sustainable, software equipment to help enhance their business and to have a competitor’s advantage. ‘Companies that needed to restructure quickly found that strong internal mobility programs’. Maurer, (2021).
Another trend was software such as Microsoft team and Zoom that companies used for conferences online, training and meetings that would incorporate strategies and this was cost saving for journeys due to companies not needing to spend money for office space of conferences, people were able to meet in the comfort of their own home. This implied employees to remain professional and safeguard their work for instance finding a quiet area in their home, making sure no access to private files or conversations from their family members during working hours. This enabled employees to safeguard with clients and to stay confidential. 
Competitors like skype who were one of the first online video softwares became discontinued during 2020-2021 through the pandemic, ‘75% of respondents said they had used Teams, with more than 80% saying they had video-called with Zoom’, Techradar (2021).
Overall all companies had to rely on technology to continue their business, some companies like hospitality, entertainment were not able to apply technology due to the nature of the business, with hospitality only fast-food places were able to use delivery service app to keep some customers, online sales became large trend for people to buy products, groceries and essentials. 
Ecommerce became popular as all corporations to continue the process of purchase and sales, due to ordering main products. Retail fashion industry had to rely greatly on online sales to keep their business afloat with the standard of merchandise and clothes being sold.  This is an example of various genres of companies relying on online marketing, in order for their businesses to stay updated. 
Technology also had an outcome for companies to learn training online, HR department relied on recruitment , generating data, software companies that can give different recommendation of strategies for different HR departments to use. Technology trending enabled future businesses to make greater decisions to enhance job recruitment, productivity, and management. 
Globally technology was an enhancement to all businesses, companies had a development of software to their brand websites, online customer service, HR had to enhance salaries for employees that worked overtime pass office hours, as the login monitoring could still show the hours employees gave. This is supported by the case study which states ‘These findings are even more significant given the wider contraction of the global economy during the COVID-19 pandemic’, Market Line (2022).




Discuss other trends that are shaping sustainability in HRM post pandemic such as “Flexible Working”, Employee Engagement, and its impact on Employment Contracts
Flexible Working increased and became essential for businesses to work, because if employees never agreed to adapting flexible working towards their staff, business would lose employees and lose opportunity as people would go to unions about job satisfaction, should they feel unfairly treated to be able to work from home compared to other companies. 
Also in support of flexible working was expressed through online social medie Market Line (2022), ‘Many companies are responding to this demand, with Twitter announcing that staff will be allowed to work from home if they choose and Facebook suggesting that around half of its workforce will have the option to work remotely in the next five to ten years’. 
For instance anyone working with the Public Sectors were encouraged to work from home as offices spaces did not have to be open, it was cost effective and beneficial for large companies to save money regarding travelling and parking, electric. Whereas small companies were not able to buy technology or software’s to enhance the work would have to rely on staff doing the work and giving evidence and collecting data. 
In employee contracts, companies re-write employees to have an option of working from home applied to their norm working hours and routine, this was established due to the positive result of employees having a greater work-life balance. There was improvement in the flexible working hours. As stated from case study, Market Line (2022) ,’ 48% of employees stated that they want a hybrid working model upon returning to work, compared to 30% who want to return to the office full-time and 22% who want to work from home permanently’. 
In terms of Employee Contracts, according to CIPD, it was highlighted that companies had to make staff redundant in order to rehire them with new terms of pay levels, and other conditions, there was benefits of employees having change of location, hours of work and pay offers. 
‘Forty-four per cent of employers polled by the CIPD reduced working hours, while 24% increased them. 43,000 employees dismissed staff and rehired them on the new terms – the practice of fire and rehire. Just under a fifth changed terms through consultation and voluntary agreement’, Faragher, J. (2021). 
Regarding employee engagement after COVID-19, 55% of employees began to feel dissatisfied with work and began to seek new employment within the next twelve months and became discontent with their form of employers because of company changes, and moved to where they felt they could have better work ethics, such as employee wellbeing offering a better work life balance. Management had to actively change their attitude towards their employees, offering them more incentives to remain within the workforce, self-development, and progression in their job. This included rewards for employees whether financial boost of bonuses or a reward such as gift card, reduce the work for less stress and boost employee’s motivation to show they cared about their staff. 
Employees had to offer more motivation to feel apart of the company on a positive level through factors such as creating plans that can be realistic such as annual bonuses, extra applying days off and bonuses. Management would also have to introduce intrinsic methods and adopted theories, workplaces adapted this in employee terms through their work responsibility, this enabled employees to feel important and job satisfactory. As highlighted by , ‘Knowing how to motivate yourself and others is imperative to getting things done and reaching goals. Identifying your internal and external motivators can help you be more efficient, feel more satisfied and achieve growth in your career’, Herrity, J. (2019).
Other methods of keeping employees engaged is giving support to employees, such as training, training through HR or technology software, support in applying changes for better work life. As stated by case study Market Line (2022), ‘HROs to track data across four key features (employee engagement and experience, benchmarks and goals, technology usage, and personal skill development) to identify any areas for improvement as employees spend more time out of the office’.











[bookmark: _Hlk141401990]Critically evaluate global HRM strategies in managing a global workforce and gaining a global competitive advantage.
“Companies must appreciate that specific skills and experience are required for international expansion. Executives who have built their careers managing domestic operations may not be best equipped to lead global HR, administering HR across different countries, employers must strike a balance between global, regional and in-country provisions. The optimum model of delivery ultimately depends on the maturity and scalability of the employer’s global HR processes”, ADP (2020). 
The global workforce improved strategies such as compensation and benefits for the employees, this had to be applied into employee contracts to reduce jobs being lost and motivate employees to stay in their job. This improves employee relations.
Managers have to apply and maintain employee development and training, managers within HR would continue to train employees how to apply new software and processing data on new collaborations tools through technology to have effective targets met within the workplace.
This was effective in global human resources and secured an advantage over company competition. Good HR management requires an integrated approach to HR systems and data processing. 
Another Global human resources strategy is to access throughout the company employees’ strengths and skills within their job roles. Managers would have to compare employees’ skills and characteristics in order to apply the correct training to improve an employees current position. This can help the management apply an employee’s skills to identify what further training can be developed, possibly using external training to apply back into investment of the company.
Advertising globally in HR and business in order to attract new employees and talent, the use of technology and HR system enabled companies to interview and attract employees internationally as they can work online from anywhere in the world. This allows competitors in job market to broaden their horizon with employment within the company. As stated by ‘advertising internally helps attract those that may be in the process of finding an alternative job, and thus reduces employee retention and creates a positive work environment’, Santa Fe Relocation, (2018).
Global hiring became a trend within itself in order for HR and Technology to be applied for companies to developed as a management. 
‘Hiring across borders without demographic and language barriers creates opportunities for the best talents worldwide. Global hiring strategy must also include plans to evade challenges posed in hiring talents across the world. The subsequent steps include such challenges and workarounds’, www.usemultiplier.com. (2023).























Task 2- 
Provide recommendations and improvements on the theories and strategies identified in the case study for the post pandemic era.
Overall after looking over strategies that have been applied through technology and development of HR and post pandemic transitions, I believe intrinsic and extrinsic theories can work within major corporations’ companies and small companies because due to working to flexible working, global strategies and methods through intrinsic and extrinsic methods.
These strategies of intrinsic application to HR and employee engagement can be beneficial because companies can  increase job satisfaction and motivate their employees in helping them to feel a part of decisions that can be made, when incorporating these methods, it encourages employees to wanting to stay in the company and develop, getting the best work and targets achieved from them. 
Companies incorporating new software and HR digital system to gather customers data and collect information should continue to be used and companies should consider on upgrading their technology every five years, this is beneficial because companies can manage on focusing on sustainability and companies can be ahead of their competitors. 
When recruiting another recommendation is for companies to keep applying jobs in recruitment nationally or internationally giving the management option to get the best employee for the job role this can be beneficial due to added hybrid working conditions, therefore employees can be hired from anywhere in the world. For instance hiring a employee who lives in continent that is twelve hours behind , the employee can be given different job targets which can be achieved on their job scale and on their time in terms of job delivery. However within the same company should an employee who lives locally have different work hours, they can be given different targets that can still be achieved within their remote working, both employees can be monitored online through the company’s login system. 
Continuing flexible working can enable the management to meet the needs of employees working needs in order to support employees to work flexible from their home, this can encourage the employee to increase their workload and give better work ethic as they are able to apply a suitable rota within their personal routine. For example people with families that work in the public sector are given a fourteen-hour window , to help them incorporate their work lifestyle to their personal. This can be an advantage in order to reach the companies targets. 
Alongside it is recommended for companies to continue to increase employee engagement by applying training development for employees where they can improve their experience and skills, this is also an advantage for current employees to boost their current job position. This can encourage employees to increase their experience in their work and job capacity to move to a hire position within the workplace.
‘HR processes, consider the existing literature on the topic, and discuss the advantages and potential limitations of using these systems. In addition, we offer directions for future research and practice on using technology to facilitate HR processes’, Market Line (2022).
 Furthermore skills of the employees can be accessed from management to help the employee move to a different department within the company. HR department would be connected to support this transition, ‘As demand for analytics software in the workplace has grown rapidly, the market has seen an influx of companies offering services in this field. This has inevitably led to an increasingly overcrowded market, making it more difficult for less well-known names to stand out and attract clients’, Market Line (2022).
Looking over the skills required when becoming a CIPD member, it should be suggested for companies to develop their HR experience and employment that job specific to HR should apply to become a CIPD member to enhance their ability to achieve a well-paid job in HR experience. This is beneficial due to the qualities training and experience and qualifications gained when working and developing in HR and with HR resources. 
‘Member benefits. Join a thriving community. Grow your network, learn from leading people professionals and share your knowledge with our community. Support your growth. Save money. Develop your career. Join as a new member to access’, CIPD (2023)
It is beneficial for companies’ HR department to give them opportunities to become members of CIPD because as members move up to different workshops and training that is applied the latest technology and software, with a series of training to better their job position. For instance with HR an employee can become experienced in HR I.T or HR finances or HR digital system. 
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Your recommendation should be based on the strategies and implications identified in Task 1. Recommendations NOT based on Task 1 will be considered inappropriate. You should give due attention to the feasibility of the recommendations you make: i.e. They are realistic within the budget and resource-limitations of the organisation. 
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