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The purpose of this study is to critically evaluate the feasible and suitable staffing method for a UK-based pharmaceutical company, GlaxoSmithKline (GSK). As per the view of Al-Ma’aitah, Al-Haraisa and Al-Tarawneh (2020), staffing strategies include three consecutive phases that are recruitment, selection and placement that make a positive impact on organisational excellence. The Covid-19 has turned out both an opportunity and threat for pharmaceutical companies like GSK. Hence, for the companies it has become extremely crucial to recruit highly-talented staff to embrace the opportunities and eliminate the threats. Concerning these facts, from theoretical viewpoints, the study critically discusses the skills HR professors in GSK will require to tackle such operations. 
[bookmark: _Toc159361556]Current staffing strategy in the chosen organisation 
Currently, GSK follows an on-premise staffing method. The dedicated and experienced HR team in GSK evaluate the candidate’s talents and experiences as well as verify their background in the physical location of the company (Gsksolutions.com 2024). This rule is applicable in almost 160 countries that GSK currently operates in including the USA, Italy, France, Germany and Japan. Ghanem et al. (2020) argued that when it comes to conduct an interview, compared to on-premise areas, off-premise areas are more feasible. In off-premise areas, managers can facilitate the knowledge transactions briefly whereas they can discourage loitering of the candidates. In contrast to these facts, de Souza Santos and Ralph (2022) argued that within an in-office arrangement, coordination seems higher. The HR professionals in GSK mainly appeal to the candidates to visit the office premises for the interview and staffing procedure. 
By doing so, GSK aims to overcome the shortage of skills in the market and prevent certain factors from affecting their business. The company knows that assessing a candidate face-to-face would bring more clarity to their understanding regarding the candidates’ abilities so that the HR team can allocate them in the right groups. Although GSK has built a range of collaboration and partnership with external recruiting agencies, their main motive has always been to work tirelessly to recruit the best talent in the house. Thus, they have chosen the on-premise staff method where the HR team prioritises physical interactions over virtual communication to know the candidates more closely.   
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In order to take the crucial business operations, three staffing methods are mainly followed by the global companies and they are host country national, parent country national and third country national. Kim, Chung and Brewster (2019) believed that nationality-based staffing mainly implies the trade-offs between a company’s headquarter and the local parties. For instance, host-country nationals refer to those employees who are recruited in a foreign company but in their own country. The employees usually are staffed in the branches or subsidiaries of the foreign company. Conversely, parent-country nationals are the employees who are the citizens and are hired by an MNC from the same country where the company has its origin and has the headquarter. Besides that, third-country nationals are the employees who work outside of their home country in a company that is neither from the employees’ nor from its own home country. Hence, the third-country nations are often called migrant workers. In the case of GSK, they follow each of the staffing methods, although all the candidates have to end their selection process in the house. However, in the future, there are a few factors that might force the HR team in GSK to change their staffing decisions. 
Covid-19 pandemic 
During the phase of the Covid-19 pandemic, GSK had to face a decline in its revenues up to £7.41bn, an 18% year-on-year fall in 2021. Nevertheless, the company did not lay off its employees; rather the potential HR team empathised with the employees’ concerns and allowed them remote working options. However, concerning the spread of the virus, Anaf et al. (2022) found that migrant workers were the most vulnerable group. Due to their migrating nature for the job purposes, they carried the infection from one country to other which mostly was one of the sources of the virus. In that case, if GSK would hire people from different countries to their different locations worldwide, the probability of the vulnerable may rise again. It proves that third-country national staffing may not be appropriate for GSK to apply further as in case of any further crisis, it may hamper their employees’ well-being as well as corporate image. On the contrary, Barmeyer, Stein and Eberhardt (2020) argued that third-party national staff members are more productive in terms of understanding the cultural complexity between headquarters and subsidiaries. In fact, they mostly seem willing to balance power asymmetries in the foreign workplaces and create trust with colleagues by using their neutrality. For a global firm like GSK, having certain types of employees would help in creating the best workplace values where through experiencing collaboration between employees, the HR team can facilitate the organisational learning. At that point, third-country national staffing seems the most suitable method for GSK. 
Production cost
Modern companies like GSK have started cost-cutting measures to cope with the recession across the world which was fuelled by the Covid-19 outbreak. For instance, in 2022, GSK has lowered the pay rise opportunities for the employee who performed less to offer exceptional rewards to high-performing employees (Gsk.com 2024). In such circumstances, if GSK invests a higher amount on recruiting staff from foreign locations, the cost of visa and migration will create a pressure sore on the production capacity. In both staffing scenarios, parent-country and third-country nationals, GSK must bear all the cost of the foreign workers to get them on board for completing the on-premise process. At this point, only the host-country national staffing seems prevalent for GSK as in such cases, the employees will be recruited in their own countries where GSK has subsidiaries. However, Patel et al. (2019) argued that host-country national staffing methods make managers in subsidiaries to stay responsive to local individuals’ job needs. Although the method brings flexibility in the human resource management process, the authors also argued that host-country national staffing is incompatible with onsite-offshore business models. It might create a dilemma in GSK to continue their on-the premise staffing methods but in foreign subsidiaries, the operational transparency will be acute. By doing so, GSK can strongly control its foreign operations. For instance, by recruiting local people at a lower wage rate, GSK can emulate cost-effective production facilities in foreign countries which in return, help them in making higher profitability. 
Regulation volatility 
GSK claims to be accountable in terms of meeting their stakeholders’ needs and the company prioritises their employees by considering them as a resourceful asset. Although GSK operates in almost 160 countries, it is one of their duties to follow the employment regulations in each country to run the subsidiaries smoothly. On the contrary, Jayachandran (2021) argued that both in developed and developing countries, gender norms still resist female employment. In such circumstances, concerted policies have played an important role in boosting female employment. For GSK, it will be a bit time-consuming as well as difficult to assess the policies in each country while applying host-country and third-country national staffing. It will happen because in both cases, the HR executives in GSK will be completely unaware of the social and demographic characteristics unless they incorporate a strategic lens to view the policies. On the contrary, if GSK can apply for the parent-country nationals, they can send people from their home country to the foreign countries to run the overseas subsidiaries. The HR executives in GSK can train the UK-based recruited staff to understand socio-cultural characteristics in foreign countries where they will be sent. Their wage rate as well as other employment perks will be offered as per the UK standard. 
For instance, if an employee gets a higher wage rate as per the UK standard but is sent to run the Indian subsidiary, the employee will enjoy a cost advantage. It will happen because of the lower cost-of-living in India compared to the UK where by getting a UK-based salary, the employee can save money in India. As a result, GSK can fully satisfy the employees who in return strengthen their overall business productivity. On the other hand, Yao et al. (2023) argued that MNCs apply parent-country national staffing strategies when they face symbolic threats related to ethics and morals in the host countries. For instance, in case GSK ever faces an issue in running a foreign subsidiary, they can recruit staff in their headquarter and send them to deal with the issue in the foreign country. At that point, it could be considered as a back-up plan to drive the foreign business instead of a regular method of recruiting people and sending them only to handle complexities. By leading newly recruited staff to tackle the legal volatilities in the foreign countries, GSK may not satisfy its staff members ever. Thus, the parent-country national strategy cannot be claimed to be suitable for GSK as of now. 
However, concerning the overall critical arguments irrespective of each staffing method, the host-country national staffing seems the most suitable one for GSK to drive successful foreign operations. In that case, the recruited staff in the host country will know the social demographics better to tackle the foreign subsidiaries of GSK. At the same time, GSK can satisfy the staff members in the host countries by complying with the national regulations to set the employment amenities as per the country standards. 
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Communication skills
Communication is the first skill that HR managers in MNCs like GSK will require the most to support the organisational strategies such as parent-country nationals for driving successful foreign subsidiaries. Armstrong and Taylor (2020) viewed that through the aid of communication skills, HR managers can build a strong relationship with the employees. In the case of GSK, while applying the parent-country national strategy, the HR professionals must keep in touch with the staff in the host countries. Although in each subsidiary, GSK has an HRM department, the executives or directors are only from the UK who must keep communicating with the staff to exchange ideas and share feedback. Yolanda, Nurismilida and Wulansary (2021) argued that a lack of communication can hamper organisational sustainability. While running the foreign subsidies and controlling the staff recruitment in the host countries, if the HR executives in GSK’s home country fail to interact properly, it might collapse their mutual understanding. As a result, they may not be able to build collaboration and out of that, their foreign operations will be hampered. 
Leadership skills 
Without leadership skills, HR managers cannot develop a sense of accountability towards the recruited staff members, especially in motivating them and championing a positive workplace culture. As opined by Paais and Pattiruhu (2020), effective motivation, leadership and flexible work culture motivate employees. As GSK has always been dedicated towards satisfying the needs of their staff members irrespective of their origin, cast, culture and religion, in the host country, they must reflect the same traits. In such circumstances, the HR managers in the headquarter of GSK must put their best efforts to listen to the problems of the staff in the host countries. They can develop vision and communicate the vision with the employees through virtual and face-to-face meetings. In fact, while recruiting the staff to run the foreign subsidiaries, by being an efficient leader, the HR managers will not be biassed or partial towards their favourite one. 
Research and development skills 
Before choosing the right candidate in the foreign locations of GSK, the HR executives will require strong research and development skills to assess the current market scenarios. By doing so, it will be easier for them to fully comply with the national standards and regulations in the foreign countries to design the employment perks accordingly. However, Chytiri (2019) argued that HR managers must need research skills to investigate the extent to which their roles are affected by the organisational characteristics. For instance, in the GSK, if the HR executives do not have research skills, they may fail to verify or inspect a candidate’s background before the recruitment. At the same time, without research and development, the HR executives in GSK may not be able to gain meaningful insights about the probable threats or opportunities in the host country’s market. Also, without a research skill, the HR executives will not understand the needs or demands of the staff members in the host country. As a result, it might be difficult for GSK to keep satisfying them by being a responsible business entity which in turn can damage their business productivity worldwide. 
Emotional intelligence 
It is inevitable that without being emotionally strong, the HR executives may not be able to make reliable and viable decisions in favour of all. By having a high emotional intelligence, HR managers cannot empathise with the pain of their staff members whereas they might lose confidence in dealing with real-time problems. Papoutsi, Drigas and Skianis (2019) also supported this fact and pointed out that managers’ emotional intelligence has a positive correlation with employees’ job satisfaction. It means that if the HR executives in GSK’s headquarters can strengthen their emotional quotient, they can create a healthy relationship with the staff in the host countries. In fact, they can manage conflict with the respective staff and develop socialisation skills among them to keep working through collective actions with the staff in GSK’s home country. As a result of improving these identified skills, the HR executives in GSK can support each operational strategy by building a strong and highly-satisfied workforce where talent will speak the most. 
Theoretical viewpoints: Elton Mayo’s Human Relation Theory 
Elton Mayo’s Human Relation theory says that managers are required to prioritise the best interests of their employees such as appreciation, rewards, higher wages and values. It encapsulates a better working environment where mutual understanding and respect mainly drive the employees’ job productivity. In simple words, the HR managers must build a strong and cooperative relationship with the employees to encourage their participation and job engagement (Goswami and Goswami 2018). In the case of GSK, the application of the envisioned staffing strategy, parent-country nation, would not be easier in the future due to a range of factors. In such circumstances, the communication, leadership, emotional intelligence and research skills will increase the potential of the HR executives to become more responsive to the employees in the host countries. Therefore, the respective employees will not differentiate them from the staff members in the home country of GSK and in that way, the company can build a culture of inclusion. As a result, these skills will influence the HR decisions from staffing to training through which GSK can execute their global operational strategies smoothly. 
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Based on the overall arguments and discussion, the study concludes that GSK’s decision to choose a staffing strategy will be influenced by three major factors. The first one is the aftermath of the Covid-19 pandemic which will make the HR team in GSK more sceptical towards hiring people for the safety of the existing people. The second one is the production cost which will make the HR team focus on hiring people in the most cost-effective way to let the company hold a profitable status quo. The third one is the regulation volatility which will encourage the HR team to recruit people in the most ethical way without compromising their adherence to the national standards. Concerning these factors, the study concludes the parent-country national strategy as the most appropriate staffing method in GSK in the future. 
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