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Introduction
My two-part report will focus on the HR management challenges that technology companies face after the pandemic. With the business environment being complex, HR will play a vital role in addressing these challenges. Some key issues include adopting modern technologies, finding skilled employees, managing flexible work arrangements, dealing with higher energy costs, and ensuring profitability and stakeholder benefits. I will also consider corporate social responsibility and sustainability based on the Market Line case study. My goal is to understand how organizations can enhance profitability and create wealth for stakeholders by researching, evaluating gaps, providing expertise, recommending strategies, and implementing effective solutions for sustainable success. The first part will discuss the evolution of HRM, the future of HRM, and post-pandemic challenges. It will also explore sustainability trends in HR, such as flexible working and employee engagement's impact on employment contracts. Additionally, I will evaluate global HRN strategies for managing a global workforce to achieve a competitive advantage. Part two will focus on recommendations and improvements for post-pandemic strategies and theories. The end report will conclude with a summary and references.
According to Mohiuddin et al. (2022), sustainable human resource management (HRM) plays a crucial role in various aspects of an organization. It is instrumental in cultivating a thriving organizational culture, ensuring job security, promoting employee health, enabling flexibility, fostering participatory leadership, establishing a sustainable competitive advantage, contributing to a value-added economy, encouraging self-responsibility, and facilitating work-life balance.
















Part one
1. MarketLine case study on the future of human resources
According to MarketLine, (2022) the current pandemic lead to new policies and innovations in Human Resource (HR) management, particularly in Information Technology (IT) implementation. This led to a shift towards a more human-focused approach to HR management after COVID-19. Businesses and employees had to adapt quickly during the pandemic. MarketLine case study explored the impact of COVID-19 on various HR roles and how technology is supporting HRM, predictions for organizational coping strategies, and the way forward in the post-pandemic era. One significant consequence of the pandemic was the widespread adoption of remote work, which brought both challenges and benefits to employers and employees. Furthermore, the COVID-19 pandemic accelerated significant changes in the world of work, such as technology transformation, flexible working patterns, and emphasis on diversity, inclusion, and sustainability. This has made the HR function more strategic, focusing on business development and employee engagement. To cope with the complexities, HR departments are turning to HR and workforce analytics software companies to gather and analyse data for productivity and operational improvements.
Despite strong demand and growth research has found that there are barriers to the full utilization of analytics software in HR, including data analysis and privacy concerns. So, addressing these issues is crucial for a true revolution in the world of work. Also, digital innovation and the COVID-19 pandemic had hastened changes in the world of work, creating a more intricate and diverse landscape. Consequently, HR and workforce analytics software companies are in high demand, helping businesses adapt to evolving trends and thrive in the new working environment. Major tech giants like Google, Microsoft, and IBM have dominated the trend, but smaller providers and start-ups are also disrupting the market. As companies navigate a gradual return to the workplace, new challenges arise, and the demand for analytics software is predicted to grow in a post-pandemic world. However, some concerns exist, such as data application and privacy issues. By collaborating with employees and stakeholders, HR departments can address these concerns and ensure the long-term use of workforce analytics software in the world of work (MarketLine, 2023).
1.1. Evolution of HRM

[bookmark: _Int_hq2iIqXu]Human resources management is the management function that involves individuals in managerial positions in an organization that handles various aspects related to employees. This includes tasks like overseeing employment policies, practices, and the organization's interactions with its employees. Hiring fresh staff, managing payroll, handling leaves of absence, creating employment policies, determining compensation, and addressing employee issues. HRM is the management function that involves individuals in managerial positions, overseeing employment policies, practices, and the organization's interactions with its employees, HR has been primarily relegated to the realm of administrative activities concerned with personnel management, but today the responsibilities of an HR officer are considered to be far more nuanced. This shift has been driven by broader social, cultural, and economic changes in the world of work. Over the last decade, the role of HR in organizations has changed a lot, and different companies have responded to this shift in diverse ways. In the past, HR was mostly focused on administrative tasks related to managing employees. However, nowadays, HR professionals have a more complex and diverse set of responsibilities. This change has been influenced by broader changes in society, culture, and the economy, affecting how work is conducted and managed. In simpler terms, HR has evolved from a simple administrative function to a more intricate and crucial role that adapts to the changing needs of the modern workplace ( Opatha, 2009).

According to Kumareswaran (2018), the origins of managing people can be traced back to the late 18th century during the industrial revolution, but the documented evolution and development of people management can be found in the 1900s (Itika, 2011). Figure 1 illustrates the transformation of human resource management (HRM) over time, influenced by industrial revolutions, world wars, globalization, and technological advancements according to Noel et al., (2016). The significant shift occurred in the 1970s to 1980s when personnel management transitioned to the concept of human resource management, marking a revolutionary change. The traditional approach of personnel management, which focused on allocating and controlling people as a central function, was redefined due to its limited impact on other departments and business strategies (Itika, 2011).Furthermore, the changing economic, political, technological, and academic landscape resulting from globalization and liberalization led to the adoption of the term "human resource management" in the mid-1980s, originating from the United States (Ahammad, 2017). The progressive evolution of HRM has paved the way for strategic human resource management (SHRM) to address the reactive nature and fragmented approach of HRM. Appleby and Mavin (2000) define SHRM as an approach that aims to achieve competitive advantage through the strategic development of a highly committed and capable workforce. In simple terms, SHRM involves integrating traditional HRM functions with strategic planning and implementation to achieve organizational goals. Below is an image of a timeline of the evolution of Human resource management.

Fig: 1 The Eveloution of Human resource management[image: ]
Source: (Itika, 2011). 

1.2. Post Pandemic challenges

According to Hamouche (2021), COVID-19 was an unprecedented health crisis that had a profound impact on the global scale, causing widespread anxiety and distress. This crisis has affected communities, economies, workers, and organizations in significant ways. As a result, managers and HRM specialists have faced considerable challenges in providing innovative solutions to ensure the survival of firms and support employees in dealing with this exceptional situation. 

The COVID-19 pandemic in the workplace exposed employees to various risks, including isolation, blurred work-life boundaries, mental strain, safety concerns, increased workload, and job insecurity. Remote work and social distancing led to loneliness and potential burnout. The pandemic's uncertainties caused anxiety, affecting employees' well-being. Some faced safety risks at home while juggling work responsibilities. Organizations prioritized employee health, implementing remote work, social distancing, enhanced hygiene, health screenings, and flexible hours. They provided support for mental health and updated policies to adapt to the challenges. The COVID-19 pandemic led to significant changes in the workplace, including travel restrictions to reduce exposure risk. These measures protected employees while ensuring business continuity. However, these changes also exposed employees to various risks impacting their well-being. Remote work and social distancing led to isolation and potential burnout. Uncertainties and stresses caused anxiety and emotional strain. Safety concerns at home and increased workloads further affected employees. Job insecurity and reduced social interactions negatively impacted morale and support systems. Organizations recognized these risks and prioritized measures to support their workforce's health and resilience during the pandemic. (Ahmed, Shabbir & Sulaiman, 2020).

1.3 The future of HRM

According to KPMG, (2023) Future of HR 2020 survey, where over 1,300 HR executives from around the world participated, 3 out of 5 of them think that the HR department might become irrelevant if it fails to modernize its approaches in understanding and meeting the future workforce's needs. The pandemic has significantly increased the complexity of HR expectations and demands, making it crucial for HR departments to adapt their operations accordingly. This indicates the necessity for a fundamental shift in how HR functions to meet the evolving challenges posed by the pandemic.

The future of Human Resource Management (HRM) is expected to be shaped by several key trends. Technology will continue to play a significant role in HRM, with advancements in artificial intelligence (AI) and data analytics transforming HR processes. AI will streamline recruitment, performance management, and learning and development, enabling more personalized and data-driven approaches to employee management. Moreover, employee experience will take centre stage, with organizations focusing on creating a positive and inclusive work environment. HRM will prioritize employee well-being, work-life balance, and opportunities for growth and development to attract and retain top talent. The future of HRM will also be characterized by remote and flexible work arrangements becoming the norm. The COVID-19 pandemic accelerated this trend, and organizations are likely to continue embracing hybrid work models that combine remote and in-office work options. To address evolving workforce demographics and diversity, emphasizing inclusive practices and equal opportunities for all employees. The future of HRM will be dynamic, leveraging technology, prioritizing employee experience, and adapting to the changing demands of the modern workforce (MarketLine, 2022).
1.4 HR Managing people by implementing David Ulrichs model of HR Roles and Ulrichs three-legged stool model

HRM managers' strategies are shaped by the organization's context and the external factors it operates within. HRM involves managers responsible for employment policies, practices, and cultivating a positive relationship with employees. The approaches utilized by HRM managers are tailored to address the distinct challenges and circumstances that the organization encounters The Ulrich model of HR, developed by David Ulrich in 1995, aims to organize and streamline roles and responsibilities within HR departments. It provides clarity to team members regarding their individual roles, responsibilities, and areas of accountability (Keegan et al, 2018).

HR supports the managing of people through Ulrichs four roles such as Administrative Agent – Employee Champion – Change Agent – Strategic Partner. The Strategic Partner focuses on workforce development and growth, aligning with customer needs and improving processes for efficient delivery. The Administrative Agent handles internal management, including costs and day-to-day operations. The Change Agent works on enhancing the company's culture and driving positive changes. The Employee Champion ensures employees' well-being, supports safeguarding processes, and fosters a respectful and happy work environment, benefiting the organization (Caldwell, 2003).

By implementing Ulrich's HR Roles model will enable HR to become a strategic partner that drives business success, maintains efficient HR operations, supports employee well-being, and navigates organizational changes effectively. Below is an image of David Ulrichs model of HR Roles.


Fig: 1 David Ulrich Model of HR Roles
[image: ]

Source:  Donoghue O, Lauren, (2021)

Fig: 2 Ulrichs three-legged stool model

[image: ]
Source: University of Wales Trinity Saint David, (2023).
Dave Ulrich is a strong advocate for a new HR operating model that transforms the HR function into a true business partner. He addresses the question of how HR can add value and produce outcomes that benefit the organization. Ulrich emphasizes that HR practices are essential in gaining a competitive edge by creating vital organizational capabilities that set the company apart from competitors. To achieve this, HR professionals must shift their focus from simply performing tasks and roles to delivering tangible results that align with the organization's objectives ( Theotokas & Kapantais, 2017).

The purpose of the multi-tiered HR service delivery model, also known as Ulrich's three-legged stool model, is to deliver HR services efficiently and effectively to the organization. It involves dividing HR functions into three tiers:
· Strategic Business Partners: HR professionals at this level align HR strategies with the overall business goals, contributing to organizational success.
· Centers of Expertise: This tier focuses on specialized HR functions, such as recruitment, training, and compensation, ensuring expertise and consistency in HR practices.
· Shared Services: The shared services tier handles routine and administrative HR tasks, streamlining processes and freeing up strategic HR resources.

The benefit of this model is that it allows HR to be more strategic, responsive, and customer-focused while also ensuring operational efficiency and expertise in HR functions. It promotes a well-rounded and effective HR department that supports the organization's objectives.

2. Impact of technology on the evolution of HRM
Technology has impacted HRM by automating and streamlining various HR processes. HR software and tools have made tasks like payroll, benefits management, and recruitment more efficient and less time-consuming. Globalization has also influenced HRM, leading to a more diverse workforce with employees from diverse cultures and backgrounds. HR professionals need to understand cultural differences and adapt HR practices accordingly. As companies expand globally, HR practices are being standardized to ensure consistency across different countries, such as uniform compensation and performance management systems. The advantages of these technological and global developments include access to a larger talent pool and the ability to recruit candidates from around the world. This allows organizations to find the best candidates regardless of their location. Moreover, globalization brings diversity to the workforce, which can lead to a more creative and innovative workplace.
Technology has significantly impacted HRM, offering advantages such as access to a diverse talent pool and improved efficiency. With HR software and tools, tasks like recruitment and data management become more streamlined, allowing HR professionals to focus on strategic initiatives. However, technology and globalization also pose challenges, including potential cultural misunderstandings and job displacement. HR professionals must effectively manage these complexities to succeed in the ever-changing business environment. Furthermore, technology has transformed HR processes, and globalization has increased workforce diversity, presenting both benefits and challenges for HR professionals. Adapting to these changes and gaining new skills will empower HR professionals to take on more strategic roles within their organizations and harness the opportunities brought by technology and globalization (DZConnex,2023).

2,1 Current and future trends in technology

Technology today is all about making our lives easier and more efficient. One big trend is Artificial Intelligence (AI), which you can find in things like virtual assistants and self-driving cars. AI helps us make better decisions and get things done faster. Another trend is the Internet of Things (IoT). This means that many devices and objects are connected to the internet, like smartwatches and smart home devices. They can talk to each other and share information to make our lives more convenient. Also, the 5G technology which is a super-fast internet that makes our phones work faster and allows us to do cool things like using virtual reality. With all this technology, keeping our information safe is important. That is why data privacy and security are also big trends. We want to make sure our personal data is protected from hackers and other threats.
The future of technology is exciting! One thing to look forward to is Extended Reality (XR). This includes virtual reality and augmented reality. XR will change how we play games, learn new things, and work together with others. Another amazing technology on the horizon is Quantum Computing. It is like a super-powered computer that can solve incredibly complex problems. This could lead to big breakthroughs in things like medicine and cryptography. In the future, technology will also have a significant impact on our health. Biotechnology and genomics are all about studying our genes and finding personalized treatments for illnesses. We will also see more autonomous systems, like self-driving cars and robots. They will change the way we move around and how things are made. And finally, as we become more aware of our impact on the environment, there is a growing focus on Green Technology. This means finding eco-friendly solutions for things like energy and transportation to help protect our planet. Technology is always changing, so there is always something new to look forward to.
2,2. Trends that are shaping sustainability in HRM post pandemic
(MarketLine, 2022) HR and workforce analytics have emerged as a key trend in the evolving HR landscape. These concepts, previously used in marketing, finance, and production, have gained resonance in the HR domain as companies seek to strengthen their operations in a challenging business climate. Analytics involves collecting and analysing people-related data to gain insights and improve decision-making, focusing on areas such as compensation, recruitment, selection, and employee engagement. HR analytics targets the HR team, while workforce analytics looks at the entire company. Overall, analytics provides valuable insights for identifying areas of improvement in a company's operations. Research shows the increasing significance of analytics in companies. According to the Insight 222 People Analytics Trends survey, six out of ten companies expanded their analytics teams in the twelve months leading to June 2021. The ratio of analytics professionals to employees improved from 1 per 4,000 employees to 1 per 2,900. Additionally, the HR Institute's Future of HR Function 2021 report found that 82% of respondents considered HR analytics crucial or vital for their business. These findings highlight the growing importance of analytics in supporting strategic company growth and its potential for the future.
Amidst the easing economic uncertainty and job insecurity caused by the pandemic, there has been a notable surge in job changes, referred to as the 'great resignation' or 'turnover tsunami.' A recruitment company in UK (United Kingdom) was researched upon and then evaluated for a survey that found that 69% of respondents felt confident about switching to new job roles in the coming months, with 24% planning a change within three to six months, well above the typical annual average of 11%. Additionally, the US Department of Labor reported a record four million resignations in the US in April 2021 alone. Analytics software companies played a crucial role in swiftly reviewing job applications and attracting and retaining talented candidates in this highly competitive job market. (Randstad, 2021). 
2.3 Trends that will influence the future world of work:
The utilization of technology, including automation, artificial intelligence, and digital platforms, will bring transformative changes to work processes and organizational operations. Workforce diversity, encompassing gender, age, ethnicity, and background, will be crucial for fostering inclusivity, innovation, and effective decision-making. Globalization will continue to influence the world of work, with organizations operating across borders and managing diverse cultural and regulatory contexts. The diversity of employment relationships is evolving, with gig work, flexible contracts, and remote work becoming more prevalent, necessitating adaptability in HR practices. Industrial changes driven by technological advancements and market disruptions demand HR's support in upskilling and reskilling employees. Meeting individual employees' needs for meaningful work, personal development, and work-life balance is becoming increasingly vital. HR should embed corporate social responsibility into organizational values and practices, focusing on ethical behaviour, environmental sustainability, and social impact. Collaboration with educational institutions and investment in training and development programs will be essential to address skill gaps and ensure a skilled workforce (CIPD, 2020).
These trends highlight the dynamic nature of work and the need for HR professionals to adapt and proactively respond to emerging challenges and opportunities in the evolving world of work. HR and workforce analytics software companies play a crucial role in collecting and organizing vast amounts of data, allowing industry professionals to track trends and patterns in employee and business operations. However, there appears to be a disconnect between data accumulation and its effective application to drive productive improvements. A 2021 study by the HR Research Institute revealed that only 29% of surveyed HR executives felt confident in implementing positive changes based on analytics, and just 36% reported receiving actionable insights from their current analytics platforms. This indicates a need for better alignment between data analysis and practical application to make informed and effective business decisions (HR,2021).
3. Trends shaping sustainability in HRM post-pandemic such as flexible working, employee engagement, and its impact on employee contracts
COVID-19 pandemic has led to a widespread shift towards remote work, with many employees now preferring a hybrid working model that combines working from home and the office. Companies like Twitter and Facebook have already responded to this demand, offering their employees more flexibility in their work arrangements. However, this new flexible working landscape poses challenges for HR in monitoring employee well-being, job satisfaction, and productivity. Workforce analytics software, such as Scalable Software's Acumen platform and ActivTrak, can help bridge this gap by tracking employee usage of systems and technology to identify areas for improvement and support employees as they spend more time outside the office. As working patterns become more individualized, HR's role becomes increasingly complex, making workforce analytics an essential tool for understanding and managing the workforce effectively (MarketLine, 2022)
In the post-pandemic era, two key factors that influenced HR management sustainability are flexible working and employee engagement. These trends have significant implications for both employees and employers and are also impacting employment contracts. Flexible working, including remote work and flexible arrangements, is becoming more popular as companies recognize its benefits. Organizations can downsize office spaces due to remote working, saving costs. Additionally, flexible working improves employees' work-life balance, reduces stress, and positively affects their well-being and job satisfaction.
3.1 Impact of Covid –19 pandemic on flexible working arrangements survey conducted on Saudi women's university

According to a study conducted by Al-Sulami, Mabrouk & Bousrih (2022), a survey was conducted on female faculty members working in a Saudi women's university to understand the impact of the COVID-19 pandemic on their future job preferences. The research focused on those who experienced Flexible Work Arrangements (FWAs) during the pandemic. The findings showed that the flexibility of location played a significant role in the decisions made by the female faculty members regarding their flexibility preferences. On the other hand, flexibility in terms of working hours did not have a considerable influence on their decisions. The study also revealed that many of the respondents (75%) were motivated by lifelong learning and developing new skills. This suggested that these women valued opportunities for continuous growth and development in their careers. Additionally, the research highlighted that the distance between home and work location significantly and positively affected the well-being of 75% of the sample during the pandemic. This indicates that reducing commuting time and having the flexibility to work closer to home positively impacted their overall well-being. Overall, the study indicated that flexibility in location is an essential factor for female faculty members when considering their job preferences, while flexibility in working hours may not be as crucial. Additionally, a considerable number of respondents valued opportunities for lifelong learning and skill development and having the option to work closer to home positively impacted their well-being during challenging times like the COVID-19 pandemic.
3.2 Employee engagement aspect of employee well-being
The idea of employee engagement became popular in the business world during the late 1900s and early 2000s. It was seen as a new and innovative concept to improve companies' success. Human resources departments and consultants worked on developing it further to help employees have strong cognitive and emotional abilities, leading to better economic results for the organizations (Surma et al, 2021).
Work engagement is a crucial aspect of employees' well-being and has significant implications for organizations too. A recent study revealed that a large majority, around 85% of employees, are not engaged at work. This lack of engagement results in a massive loss of productivity, amounting to $7 trillion (Lu et al, 2023) for the global economy. To improve both organizational performance and the well-being of employees, it is essential to explore what factors drive work engagement and find ways to create and sustain an engaged workforce.
The impact of these trends on employment contracts is substantial. With the rise of flexible working, employment contracts need to clearly outline the terms and expectations related to remote work arrangements. This includes specifying the work schedule, communication methods, and data security and consider providing employees with necessary equipment or setting up reimbursement policies for home office expenses. Employment contracts are evolving to reflect the importance of employee engagement by incorporating policies that support work-life balance, mental health, and recognition programs. Organizations may outline their commitment to sustainability within employment contracts, encouraging employees to participate in eco-friendly practices and environmental initiatives. These trends are positively impacting employment contracts, with a focus on clarifying
remote work expectations and promoting employee well-being. Sustainable HR practices not only benefit the environment but also contribute to a more motivated and committed workforce, leading to a better and more resilient future for organizations.
3.3 Pestle analysis on HR and workforce management
(Akman,2020) PESTLE is a tool with 6 components developed by Francis Aguilar in 1967 to help with strategic planning and analysis. It focuses on studying factors in both the immediate and broader environment, including Politics, Economics, Society, Technology, Environment, and Legal aspects. This helps organizations make informed decisions, find opportunities, and address potential threats to their growth and adaptation.
Below is a model of pestle analysis and a list of the six HR factors to understand and evaluate the external macro-environmental factors to give a clear idea about the environment as a business and understand key opportunities that can be exploited for rapid growth based on the MarketLine case study. 
Fig: 3 Pestle analysis
[image: ]
Source: Impact innovation
Political
Governments worldwide implemented various policies and regulations in response to the pandemic, affecting HR management practices such as remote work permissions, health and safety guidelines, and employee benefits. Changes in political leadership and policies may impact labour laws, immigration, and visa regulations, affecting talent acquisition and workforce mobility.
Economic:
The pandemic caused economic downturns, leading to layoffs, furloughs, and budget constraints in businesses. HR had to respond to workforce planning, cost-saving measures, and restructuring. Economic recovery and fluctuations will influence hiring decisions, employee compensation, and benefits packages.
Social:
The pandemic led to significant changes in working patterns and employee expectations. Remote work and work-life balance have become more important considerations for employees and employers. Diversity, inclusion, and sustainability gained increased attention, driving organizations to incorporate these values into their HR practices and policies.
Technological:
Digital innovation became crucial during the pandemic, enabling remote work and virtual collaboration. HR adopted technology for talent recruitment, onboarding, and employee engagement. HR and workforce analytics software companies played a vital role in providing data-driven insights for strategic decision-making in HR.
Legal:
The pandemic introduced various legal challenges, including compliance with health and safety regulations, employment law changes, and data privacy concerns with remote work. HR departments needed to stay updated on evolving legal requirements to ensure they met their obligations as employers.
Environmental:
The pandemic highlighted the importance of workplace health and safety, pushing organizations to implement environmental measures to protect employees' well-being. Environmental sustainability initiatives have gained prominence, leading companies to integrate eco-friendly practices into their HR strategies.

After conducting a PESTLE analysis, HR managers can present key findings to stakeholders, aligning HR strategies with business goals, and address risks. They can plan for future talent needs, design adaptive training, and consider social factors for employee engagement and legal compliance. The analysis reveals the significant impact of COVID-19 on HR practices, necessitating strategic changes and a human-focused approach. PESTLE analysis can benefit organizations in decision-making, risk assessment, and opportunity identification, enabling adaptation to trends and gaining a competitive advantage.
4.Implementing Porters framework of three generic strategies-cost leadership, differentiation and focus to gain a HRM global competitive advantage
According to Brewster & Suutari (2005), the HR professional's role in delivering global strategy is twofold: identifying and defining the capabilities needed to win globally and implementing HR practices to support and enhance these capabilities. A study among HR managers identified three key challenges in global human resource management (HRM): efficiently acquiring the necessary skills where they are required, disseminating up-to-date knowledge and practices throughout the organization regardless of their origin, and identifying and nurturing talent on a global scale.
[bookmark: _Int_DkBvMxWB](Osland et al, 2006) points out that there is a recognized need and high priority for firms to develop global competence in their leaders. For instance, a survey of US Fortune 500 companies revealed that 85 percent of the firms lacked a sufficient number of global leaders, and 67 percent of existing leaders required additional global skills and knowledge.
Porter's typology of generic strategies, proposed in his works from 1980 and 1985, encompasses three primary approaches: cost leadership, differentiation, and focus. The focus strategy involves concentrating on a specific niche or narrow segment of the market. Notably, Porter states that achieving success with the focus strategy can be realized through either cost leadership or differentiation. Thus, both cost leadership and differentiation are the fundamental strategies in Porter's typology (Datta, 2010)
Managing a global workforce effectively is crucial for organizations pursuing any of Porter's three generic strategies: cost leadership, focus, and differentiation. Below is an evaluation on how global HRM (Human Resource Management) strategies can contribute to gaining a competitive advantage through each of these strategies:
Global HRM Strategies for Cost Leadership: Implementing standardized HR policies and practices across various locations can streamline processes and reduce costs. Centralizing HR functions like recruitment, training, and payroll can lead to economies of scale and cost savings. Furthermore, focus should lay on Talent Acquisition, focusing on hiring and retaining skilled employees at competitive salaries in low-cost labour markets which can drive cost advantages. Gaining Competitive Advantage, by efficiently managing the global workforce to reduce operational expenses, companies can offer products or services at lower prices than competitors, appealing to cost-conscious customers.
Global HRM Strategies for Focus: HR must gather insights into the specific needs and preferences of the targeted market segment to align workforce skills accordingly. Also, HR should Provide targeted training and development to employees to help them specialize in serving the chosen niche. HR should be sensitive in Understanding and adapting to local cultures and preferences by doing so this will enhance customer engagement.
Competitive Advantage: An effectively managed global workforce focused on serving a particular niche market enables the company to develop tailored products or services, creating strong customer loyalty and a competitive edge within that specific segment.
According to Porter, the focus strategy is the third competitive approach, and it is defined by the specific market a company targets. A firm following the focus strategy concentrates on serving a particular segment or group of customers in the industry and tailors its offerings exclusively to them, ignoring other segments. This concept of focusing on specific customer groups, also known as target or niche marketing, has become a crucial tool for effective marketing and strategy development in recent times. The success of the focus strategy relies on using this technique effectively (Sharp, 1991).
Global HRM Strategies for Differentiation: Encouraging a diverse and inclusive workforce can foster creativity and innovation, leading to unique product offerings Retaining top talent with specialized skills and knowledge contributes to maintaining a competitive advantage. Also, providing exceptional customer service through well-trained and motivated employees can differentiate the company from competitors.
Competitive Advantage: A skilled and diverse global workforce can help deliver superior quality products or services, creating a strong brand image and customer loyalty, thereby gaining a competitive advantage based on differentiation.
Effective global HRM strategies play a vital role in supporting and aligning with Porter's generic strategies. Whether pursuing cost leadership, focus, or differentiation, the management of a global workforce can significantly impact a company's ability to gain and sustain a competitive advantage in the global market.

(Datta, 2010) Porter claims that during the 1920s, differentiation and a broad scope emerged as key strategies. He contends that both cost leadership and differentiation are viable routes to competitive success. However, he suggests that a differentiation strategy centred on superior quality relative to competitors tends to be more profitable than a cost leadership approach. Such a strategy can propel a business to become a market share leader and potentially even a low-cost leader.


Porter's framework of three generic strategies - cost leadership, differentiation, and focus - can be applied to HRM (Human Resource Management) to gain a global competitive advantage which is stated below with an image of Porters framework of the three generic strategies.
Fig:  4 Porters generic strategies
[image: ]
Source: wordpress.com


Global HRM strategies play a crucial role in managing a diverse and geographically successful global HRM strategies require a comprehensive approach that considers talent acquisition, cross-cultural competence, talent development, standardization, technology adoption, leadership development, and employee engagement. By effectively managing a global workforce, organizations can gain a competitive advantage, drive innovation, and achieve sustainable growth in the global marketplace.
Part two:
5. Recommendations and improvements on the theories and strategies identified for the post-pandemic era.
HR should Embrace advanced HR technologies and automation for cost leadership, enhancing efficiency, and reducing expenses in HR processes like recruitment and payroll. Moreover, implementing flexible work arrangements allows for a global talent pool, optimizing productivity in a remote workforce. Also, Market research is essential for HR to keep focus on strategy, identifying emerging niche markets and customer preferences, leading to strategic alignment of workforce skills. Employee reskilling and upskilling initiatives will further equip the workforce with adaptability and expertise to excel in the evolving market landscape. For differentiation, HR should foster an inclusive and diverse culture, this is crucial as diverse teams drive innovation and creativity, leading to unique product offerings. HR should Prioritize employee well-being and mental health through support programs and flexible work arrangements will maintain a motivated and engaged workforce.
Finally, In the post-pandemic era, global HRM strategies should lay focus on hybrid work models to balance work and personal life and boost productivity to enhance employee development. Utilizing HR analytics and AI will improve decision-making in talent acquisition and performance management. Also, HR should adopt flexible work options that will support employee well-being, and mental health program    should be accessible to help employees cope with post-pandemic challenges. HR should be Transparent in their communication to build trust and belonging, thus virtual team building will foster collaboration among remote or hybrid teams. To thrive in the evolving business landscape, HRM strategies must be flexible, innovative, and prioritize employee well-being, inclusivity, and technology adoption.

6. Conclusion
I have successfully achieved the objective of understanding how to enhance profitability and create wealth for stakeholders through comprehensive research on theories and strategies for the post-pandemic era such as David Ulrich's HR Model and Three-Legged Stool Model which enables HR to become strategic partners, driving workforce transformation and streamlining operations, while Porter's Generic Strategies offers direction for cost-efficient practices, talent attraction, and tailored approaches. Also, HR can implement the PESTLE Analysis to understand how to navigate challenges like digitalization, workforce dynamics, and energy costs, leading to proactive policies, sustainable practices, and increased profitability, thus creating value for stakeholders including employees, customers, and investors, amidst the rapidly evolving business environment globally.
7. References
Ahammad, T. (2017). Personnel Management to Human Resource Management (HRM): How HRM Functions. Journal of Modern Accounting and Auditing, 13(9) Available at:Personnel-Management-to-Human-Resource-Management-HRM-How-HRM-Functions.pdf (researchgate.net) (Accessed: 27 June 2023).
AHMED, M.N., SHABBIR, M.S. and SULAIMAN, M.A.B.A., (2020).’ Covid-19 challenges and human resource management in organized retail operations. Utopia y Praxis Latinoamericana, 25(12), pp.81-92. Available at: COVID-19 Challenges and Human Resource Management in Organized Retail Operations (redalyc.org) (Accessed: 7 July 2023).
[bookmark: _Int_blqbSSkQ]Akman, M.K., (2020).’ Defence management and PESTLE analysis’. Ante Portas–Security Studies, 1(14), pp.93-102. Available at: AP.XIV_.pdf (anteportas.pl) (Accessed: 7 July 2023)

Al-Sulami, A. Mabrouk, F & Bousrih, J (2022) ‘Flexible Working Arrangements and Social Sustainability: Study on Women Academics Post-COVID-19. Available at: Sustainability | Free Full-Text | Flexible Working Arrangements and Social Sustainability: Study on Women Academics Post-COVID-19 (mdpi.com) (Accessed: 16 July 2023).
(AIHR) Academy to innovate HR, Available at: People Management: A Full Guide Including 10 Top Skills - AIHR (Accessed: 2 July 2023).
Appleby, A. and Mavin, S. (2000). Innovation not imitation: Human resource strategy and the impact on world-class status. Total Quality Management, 11(4-6), pp.554-561.Available at: Innovation not imitation: Human resource strategy and the impact on world-class status (tandfonline.com) (Accessed: 30 June 2023).
Brewster, C. and Suutari, V, (2005)’ Global HRM: aspects of a research agenda’ Personnel Review, 34(1), pp.5-21. Available at:brewster4-libre.pdf (d1wqtxts1xzle7.cloudfront.net)  (Accessed: July 2023).
Caldwell, R. (2003)’The changing roles of personnel managers: old ambiguities’, new uncertainties. Journal of management Studies, 40(4), pp.983-1004. Available at:
The Changing Roles of Personnel Managers: Old Ambiguities, New Uncertainties (uwtsd.ac.uk) (Accessed: 12 July 2023).

CIPD, (2013)) ‘Chartered Institute for Personnel’ Talent Rising; People Analytics & Technology driving Talent Acquisition Strategy, Available at: download file (ox.ac.uk) (Accessed: 30 June 2023).

CIPD, (2020) ‘Chartered Institute of Personnel and Development’ people profession a collective view of future trends, Available at: People Profession 2030: a collective view of future trends report (cipd.org) (Accessed 1 July 2023).
Datta, Y, (2010) ‘A critique of Porter's cost leadership and differentiation strategies’ Chinese Business Review, 9(4), p.37. Available at:Microsoft Word - 4-A Critique of Porter's Cost Leadership and Differentiation Strategies_CBR_May 11.doc (davidpublisher.com) (Accessed: 26 July 2023).

Donoghue O, Lauren. (2021) ‘The David Ulrich HR Model’ Test candidates. Available at:
The David Ulrich HR Model Explained (A 2023 Guide) (testcandidates.com) (Accessed: 11 July 2023).
DZConneX, (2023) ‘What Are the Effects of Technology and Globalization on Human Resources Management?’ Available at: What Are the Effects of Technology and Globalization on Human Resources Management? (dzconnex.com) (Accessed: 20 July 2023).

Hamouche, S. (2021) ‘Human resource management and the COVID-19 crisis: implications, challenges, opportunities, and future organizational directions’, Journal of management & organization, pp. 1–16. Available at: https://doi.org/10.1017/jmo.2021.15. (Accessed: 29 June 2023).
HR.com, (2021) ‘The State of HR Analytics 2021’ The State of HR Analytics 2021 (oracle.com) (Accessed: 12 July 2023).
Itika, J. (2011). Fundamentals of human resource management: Emerging experiences from Africa. Leiden: African Studies Centre, Available at: Fundamentals of human resource management: emerging experiences from Africa | Scholarly Publications (universiteitleiden.nl) (Accessed:  5 July 2023).
Impact innovation, Pestle analysis. Available at:PESTLE Analysis — Impact Innovation & Growth Services Ltd. Business Management Consultants in Wales. Tel: 01633 215545 (impact-innovation.co.uk) (Accessed: 27 July 2023).
Keegan et al, (2018).’ Organizing the HRM function: Responses to paradoxes, variety, and dynamism.’ Human Resource Management, 57(5), pp.1111-1126. Organizing the HRM function: Responses to paradoxes, variety, and dynamism (uwtsd.ac.uk) (Accessed: 11 July 2023).

KPMG, (2023) ‘The future of HR 2020: which path are you taking?’ Available at: The Future of HR 2020: Which path are you taking? - KPMG Global (Accessed 12 July 2023).
Kumareswaran, S., (2018)’. The Cross-cultural Challenges to Use HRM Best Practices in a MNC (Doctoral dissertation, Doctoral dissertation, University of Wolverhampton' The Cross-cultural Challenges to Use HRM Best Practices in available: Edited_The_Crosscultural_Challenges_in_an_Attempt_to_Use_HRM_Best_Practices_in_a_MNC20191208-119029-139shol-libre.pdf (d1wqtxts1xzle7.cloudfront.net) (Accessed: 29 June 2023).
Lu, Y., Zhang, M.M., Yang, M.M. and Wang, Y., (2023).’ Sustainable human resource management practices, employee resilience, and employee outcomes: Toward common good values. Human Resource Management, 62(3), pp.331-353.Sustainable human resource management practices, employee resilience, and employee outcomes: Toward common good values - Lu - 2023 - Human Resource Management - Wiley Online Library (Accessed: 17 July 2023).
MarketLine (2022)’The Future of Human Resources: Analytics software companies have importance in the post-pandemic world, but barriers to uptake remain’ Moodle.UWTSD.ac.uk. Available at: Case Study .The-future-of-human-resources-analytics-software-companies-have-importance-in-the-post-pandemic-world-but-barriers-to-uptake-remain.pdf (uwtsd.ac.uk) (Accessed: 7 July 2023);
Mohiuddin et al, (2022)’ Achieving Human Resource Management Sustainability in Universities’. International Journal of Environmental Research and Public Health, 19(2), [internet article] Available at: https://doi.org/10.3390/ijerph19020928  Achieving Human Resource Management Sustainability in Universities - PMC (nih.gov) (Accessed: 20 June 2023).
Osland, J.S., Bird, A., Mendenhall, M. and Osland, A., (2006).’ 11 Developing global leadership capabilities and global mindset’ a review. Handbook of research in international human resource management, 197. Available at:Developing-global-leadership-capabilities-and-global-mindset-A-review.pdf (researchgate.net) (Accessed: 26 July 2023).
Rana, W., Mukhtar, S and Mukhtar, S (2022) ‘Job satisfaction, performance appraisal, reinforcement and job tasks in medical healthcare professionals during the COVID‐19 pandemic outbreak’, The international journal of health planning and management., 37(4), pp. 2345–2353. Available at: https://doi.org/10.1002/hpm.3476. (Accessed:11July 2023). 
Randstad, (2021)’The great resignation: 69% of UK workers ready to move job 'Available at: The Great Resignation | Randstad UK (Accessed 15 July 2023).
Schuler, R. and Jackson, S. (1987) ‘Linking Competitive Strategies with Human Resource Management Practices’, Academy of Management Executive, 1(3): 207–19. Available at: Linking Competitive Strategies with Human Resource Managem - ProQuest (Accessed: 30 June 2023).
Surma, M.J., Nunes, R.J., Rook, C. and Loder, A., (2021).’ Assessing employee engagement in a post-COVID-19 workplace ecosystem’. Sustainability, 13(20), p.114. Available at:43. sustainability-13-11443-v2 (1).pdf (Accessed: 18 July 2023).
Theotokas, I. and Kapantais, N., (2017) ‘Human resources division transformation in the banking sector’ the implementation of the 'three-legged stool'. International Journal of Decision Sciences, Risk and Management, 7(1-2), pp.88-104.Available at: Human resources division transformation in the banking sector: the implementation of the 'three-legged stool' (researchgate.net) (Accessed: 25 July,2023).
University of Wales Trinity Saint David, (2023) ‘How does HR support the managing of people? 'The multi-tiered HR service delivery model: Ulrich’s ‘three-legged stool’ model ‘Week one lectures – LCMB 7011 introduction to MP. Pdf (UWTSD.ac.uk) Available at: WK1 - Lectures - LCMB 7011 Introduction to MP.pdf (uwtsd.ac.uk) (Accessed: 10 July 2023).
Wordpress.com. ‘Porter's generic strategies’ Available at: .Porter’s Generic Strategies | Thousand Insights (wordpress.com) (Accessed: 26 July 2023).

.

image.png




image9.png
Market Scope

Cost Leadership | Differentiation

cost Differentiation

‘Source of Competitive Advantage





image5.png
K (PDF) The Cross-cultural Challenges in an Attempt to Use HRM Best Practices in a MNC - a8 X

& G @ O nhttps//wwwresearchgatenet/publication/331810927 The Cross-cultural Challenges inan A.. A & v @ & | M ¢ o B & - @
o | B meetieouies |4 Sudenss b I restomecom 6 Anszoncouk=On.. [} Besking com [ Other favourites
» -
-]
L]
- | L]
- |
: .
B St
' rategic human
G resource
resource
® . Personnel / ‘management management
Human resource (1990) (2000)
+ Personnel  Management
. ‘management (1970 - 1980)
(1940 - 1960)
Personnel
administration

(] (1920 - 1930)

Employee

welfare

(1900)

Figure 1: The evolution of human resource management (Adapted from Itika (2011))

H P Type here to search




image7.png
C ® @ https//moodle.uwtsd.ac.uk/pluginfile.php/672177/mod_resource/content/1/WK1%20-%20Lectures%20-%20LCM... 77 ® & m = G

C e BB O P ae@Dea:0

B ®

3

+

o
H
3
3
z
3
g
£
E

[ WK1 - Lectures - LCMB 7011 Introduction to MP.pdf - g X

N0

B3 Importfavourites 4/ Students - Hub & citethsforme com @ Amszon co uk~On... [3 Booking com [ Other favouries

How does HR support the managing of people?

The multi-tiered HR servi
stool’ model

e delivery model: Ulrich’s_‘three-legged

Three-legged stool model- where the HR service is split between three areas of expertise:

Corporate HR
« Shared services - usually a centralised service group that handles

e et s routine ‘transactional’services across the organisation, for example
recruitment administration, payroll, absence monitoring, template

generation and advice on simpler employee relations. Shared services f

are a first line support and administration hub,

« Centres of excellence - usually small teams of experts with specialist

Programme-facing Business-facing
= i HR knowledge. Centres of excellence deliver business and people
ntre of Excellence mbedded "
benefits through effective innovations, interventions and initiatives, in
Specialsts Business Partners areas such as reward, learning, recruitment, employee engagement,

Employee-facin organisation development and talent management.

Advisors professionals who work closely with business leaders or line managers,
usually embedded in the business unit, influencing, steering and
implementing both the business and people strategy by aligning HR
capabilities across the whole organisation

Record low




image8.png
PESTLE Analysis

ECONOMICAL y | ]
Example: Example: Example: Example: Example: Example:

Current tax policy | = Inflation rate o Lifestyle attitudes | o Level of « Employment laws |+ Weather
. Brexit « Exchangerates | Cultural barriers innovation « Discriminaion | e Ciimate change
« Tradepolicies |+ Economic growth | = Population « Automation laws « Environmental
« Poliical stabiliy |+ Interest rates growth « Technological |+ Healthandsafety | policies
« Government « Disposable « Population age awareness « Copyright « NGO pressure
policy income « Health « Cybersecurity protection « Recydling
« Unemployment consciousness | = Technological | = Consumersafety |+ Pollution
rate . Target change « Sustainability
demographics |« Intemet

availability/speed





image6.png
OmMmuOuOmMOOXTT

Test Candidates

David Ulrich Model of HR Roles ﬁ

Future / Strategic Focus

Strategic

Change
Partner

Agent

mroOomT

Administrative
Expert

Employee
Champion

Day-to-day / Operational Focus

tostcandidates




