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PART ONE
Coca-Cola’s Human Resource Strategies
Introduction
Coca-Cola is a multinational company with its headquarters in the United States, established in the 1880s. The company markets, manufacture, and retails non-alcoholic beverages that are sold globally. Coca-Cola has a wide global presence in more than 200 countries worldwide and numerous production plants and warehouses. The company has been growing rapidly and almost becoming the leading entity in the beverage industry, although it is still challenged by stiff competition from other global giant companies, especially Pepsi Cola (Coca-Cola, n.d, 01).  Over time, Coca-Cola has been carrying out constant innovations that have enabled the company to develop various products to serve all its customers in different segments. Some of Coca-Cola's products include; 'Coca-Cola zero sugar,' vanilla, Diet Coke, and cherry Coca-Cola. The company has robust marketing strategies involving segmentation, positions, and targeting, which have helped boost the sales volumes of the company's products and widen its market share globally. In terms of human resources, Coca-Cola employs tens of thousands globally to carry out various activities such as marketing, production, administration, and management (Coca-Cola, n.d, 01). Because of the large number of employees at the company, Coca-Cola has been forced to design and implement short term and long-term human resource strategies. 
Analysis of the current and predicted changes in the external environment related to the people resourcing strategies of Coca-Cola.
Teik (2013), emphasise the usefulness of conducting an external analysis within the organisation as part of process to keep business ahead of the competitors, and that managers should endeavour to consider PEST analysis. Furthermore, managements must take decision that will not affect the organisation in either short or long term. 
Various changes are taking place in the external environment, and more others are expected to happen with time, but these factors have influences Coca-Cola’s human resource strategies both in the long term and short term. Regularly, the company is forced to keep adjusting its management and planning functions to fit in with the current and expected external environment changes. With the current advancement in technology, the world has been turned into one village with individuals' ability to work from the countries or companies of their dream either physically or via online platforms (Scheufele, 2017, 22). More countries have opened for skilled labour from different parts of the world to close the existing labour gaps. More so, more people have acquired relevant employable skills by taking online short and long courses. Globalization has made it easier for companies like Coca-Cola to recruit skilled employees from all parts of the world. It provides a pool of employees with the required skills to boost the company's performance and realize its goals and objectives (Wilkinson, n.d). 
Similarly, globalization has enabled various multinational companies like Coca-Cola to extend their operations to different parts of the world with a pool of cheap and skilled labour force. For instance, Coca-Cola’s operations in developing countries in Africa and Asia help the company tap into a high labour supply caused by high unemployment levels (ICMR, 2015,
n.p). However, the extension or shifting of the company's operations in developing countries has also significant legal challenges to Coca-Cola’s recruitment and human resource management practices. Generally, there are significant variations in the labour laws among different countries, which significantly affect the operations and policies of multinational companies. Therefore, globalization has forced Coca-Cola to redesign its human resource strategies to meet different countries' legal, social, and economic factors.  
Constant technological advancements are other external environment factors affecting Coca-Cola’s people resourcing strategies. The world is currently experiencing massive technological growth, and all companies are forced to adopt the prevailing trends of technology in their operations (Odukah, 2016, n.p). Likewise, Coca-Cola can not hesitate to adopt technological use in its operations since it causes efficiency and effectiveness of its activities. However, the increase in technology use has significantly affected labour strategies or human resource policies since most of the employees have been substituted with machines such as robots and computers (Scheufele, 2017, 14). For instance, casual laborers such as loading, and offloading have been substituted by robots that perform similar work efficiently and effectively. Other experts’ roles, such as cashiers and accountants, have been substituted by accounting software and e-payment methods that require few experts to handle (Osland, & Osland, 2006). Nevertheless, the increase in the increased adoption of technology by Coca-Cola has increased the demand for some expert employees to manage, maintain, or operate these machines, such as IT experts. This implies that technology has forced Coca-Cola to change its recruitment policies and strategies by considering employees with specific skills to man the machines.  
With the future expected changes in the technologies, Coca-Cola's human resource strategies are expected to change significantly as the company will be changing its production, marketing, and management styles. However, this may result in drastic changes in the company's human resource policies, thereby retrenching most of its employees, sending some for training to acquire more skills, and recruiting the employees with the most relevant skills to manage the prevailing technology (Odukah, 2016, n.p). However, the ongoing retrenchment of employees may cost the company significant resources such as time and court fines from the retrenched employees' suits, which may adversely affect the company's human resource strategies.
Additionally, variations in the economic factors are other external environment factors affecting Coca-Cola’s human resource strategies.  According to Charan (2011, 30), the economic business environment is dynamic and volatile; therefore, not reliable for setting fixed human resource policies. Economic factors such as inflation adversely affect Coca-Cola’s human resource strategies since the company has to keep on adjusting its employees' salaries to match with the costs of living. Since Coca-Cola operates from different countries, the company faces different inflationary levels existing in those countries, therefore forced to design human resource strategies matching those countries' living costs.
Household income, per capita incomes, and GDP of individuals and countries also significantly affect Coca-Cola’s human resource strategies. In developed economies with higher per capita income, employees tend to be expensive to maintain due to their unwillingness to work, strict labour policies, and higher living costs. This creates variations between the developed economies and the developing ones with relatively low living costs and higher unemployment levels (Osland & Osland, 2006). Therefore, these variations create differences in the company's labour strategies, forcing it to adjust them to suit its economy continually.  
Furthermore, variations in social factors are also considered external environmental factors that influence Coca-Cola's human resource strategies. Coca-Cola is a multinational company that embraced diversity in the workplace. The company operates from different parts of the world, thereby recruiting employees from different religious, cultural, and ethnic backgrounds. However, the differences in social backgrounds such as religion, cultures, and ethnicity significantly influence its human resource strategies. For instance, in some cultures, such as Muslim and others, women cannot carry out formal work apart from the housework. Such cultural tendencies or attitudes significantly affect Coca-Cola’s strategies of embracing equal opportunities at the workplace by resolving gender differences (Odukah, 2016, n.p). Besides, different religions have variations in the days for prayers; for instance, Muslims on Fridays and Christians on Sundays force the company to adjust its working programs to favour its employees.
Still, some people, mostly from developed countries, enjoy leisure or socializing with their fellows than working on social factors. In most cases, they tend to ask for more leave days than the ones in the developing countries, and such is not catered in the company's human resource policies, which either forces the company to recruit more employees or replace them with more efficient employees committed to company's objectives and goals. 
Differences in laws across countries are also factors in the external environment influencing Coca-Cola’s human resource strategies. Coca-cola is a multinational company operating from different countries in the world. However, the different countries are characterized by variations in the laws whereby some countries have stringent laws while others have less strict laws. For instance, Coca-Cola’s human resource strategies are hampered significantly by strict labour laws in developed countries compared to developing countries where the labour laws are less strict (Coca-Cola, 2018, 13). For instance, increases in the minimum wages in some countries greatly influence the companies wage policies, forcing them to make some adjustments to fulfil the legal requirements. Besides, the strict employee recruitment laws such as consideration of domestic workers and gender balance significantly affect the company's human resource strategies to recruit top talent regardless of origin and gender.
 Further on variations in-laws, some countries have stringent laws regarding the health of their employees. Such policies compel employers like Coca-Cola to provide insurance covers for their employees, reduce the hours of work, and create strategies that can reduce the risks on their employees (Wilkinson, n.p). Such laws vary across countries, making it complicated for Coca-Cola to design uniform human resource strategies or policies to be used throughout its branches worldwide. Therefore, this compels the company's HR managers to design the HR strategies and policies that suit each country's legal requirement where it operates from, thus making it costly for Coca-Cola in terms of time and resources. 
 	Lastly, stiff competition from rival companies in the same industry and outside for skilled and experienced labour is another external factor affecting Coca-Cola's human resource strategies. According to Charan (2011, 13), there is a high demand for innovative, skilled, and experienced employees in the current global business environment characterized by constant innovations. Various companies, both within and outside the beverage industry, are scrambling for such employees to enhance their efficiency and effectiveness. Therefore, for Coca-Cola to attract new and retain its existing employees, it has to revise its HR strategies by adjusting them to meet the current labour demands, such as offering competitive wages and other benefits (ICMR, 2015, n.p). 
Coca-Cola's reaction to the changes in the external environment within their resourcing strategies.
Companies have embraced several procedures to respond to these changes as it keeps its business activities growing. For instance, Coca-Cola has embraced its employees' training and education to help them acquire the new knowledge and expertise required in managing the latest technologies. With constant technological advancement, most of the company's employees lack the necessary skills and expertise to operate machines and software effectively. As a result, the company finds itself operating under capacity, and labour productivity is very low (Osland & Osland, 2006). however, after realization, the HR managers designed and promoted policies that encourage regular training of the company's employees to equip them with the necessary knowledge and diversify their skills to work in different company activities if the machines are substituting their work.
Training and education have helped the company retain top talent, increase labour productivity, and reduce the recruitment process costs. Besides that, Coca-Cola’s education and training strategy has helped it save significant amounts of time, improve on its public reputations, and attract a pool of talented employees due to the employee development strategies offered to the prevailing employees (Wilkinson, n.d, n.p). Therefore, Coca-Cola’s training and skilling of its employees with the knowledge and expertise required to run the company's activities have helped it stabilize its human resource strategies in the face of continuous technological advancements.
Besides, enhancing wages and other rewards to match the costs of living is another step that Coca-Cola embraces in responding to variation in economic factors existing in different countries. Due to differences in the inflationary rates among countries where Coca-Cola operates, these have caused variations in living costs, thereby forcing the employees to demand different wages and reward to march with costs (Trivett, n.d, n.p). However, Coca-Cola's HR managers are trying to address this by designing and enhancing the wages and other rewards such as medical insurances, housing, and food allowances according to the cost of loving the company's premises or plants. According to ICMR (2015, n.d, n.p), the constant adjustments through enhancing the employee wages have helped address the inflationary gaps, thereby allowing its employees to afford their basic needs such as transport, rent fees, food, and medical care.  Also, the company's adjustments in the wages and other benefits of its employees has helped it in meeting some of the legal requirements that are mandatory for its to operate in some countries, such as the required minimum wage in the developed economies, especially in North America and Europe (Charan, 2011, 23). 
Still, on the enhancement of wages and other benefits, the strategy has helped the company reduce labour turnovers. The food and beverage industry are very competitive, with giant firms such as Pepsi cola willing to pay experienced and skilled employees handsomely (Wilkinson, n.d). In most cases, employees are interested in working for better wages and rewards since they are considered among the factors forming a favourable working environment (ICMR, 2015). It should be noted that there exists competition for skilled labour both within the food and beverage industry and outside it. Therefore, designing and implementing attractive employee compensation schemes has helped Coca-Cola attract and retain top talents for the long term, ensuring consistency in its activities and growth.  
 	Additionally, inclusion and diversity are other steps undertaken by Coca-Cola's human resource managers to address the globalization and differences in social factors and its people management strategies. Starting with globalization, Coca-Cola has embraced diversification by recruiting employees from different parts of the world to bring new skills and expertise (Coca-Cola, 2018, 17). The company is utilizing the opportunity of free movement of labour from one country to another, making its recruitment process effective and efficient. Globally, skilled employees are forced to migrate from developing economies in Africa and Asia to developed ones searching for well-paying job opportunities. Coca-Cola is utilizing this opportunity to close the labour gap, which it has experienced by recruiting skilled migrant employees (ICMR, 2015, n.p). Besides, globalization has enabled Coca-Cola to extend its operations, such as production plants and warehouses, to different countries globally, especially in the emerging economies. This has helped the company tap on cheap labour in the developing economies, coupled with less strict laws and political influences. Also, due to increasing globalization levels, Coca-Cola can tap new and emerging markets in the developing countries, hence earning the company considered profits that are later used in enhancing the wages and other benefits for its employees (Dike, 2013, 34). Therefore, the increase in the globalization levels has helped the company close the labour gap by utilizing cheap labour offered by immigrants and exploiting emerging markets to earn profits that are later used to enhance wages and provide other benefits to its employees.  
	Relating to social factors, Coca-Cola is embracing workplace diversification by designing a single uniform culture that is supposed to be followed and practiced by all employees. Coca-Cola is an international company operating in different countries with variations in social factors such as religions, languages, ethnicities, colours. However, to harmonize these differences and foster teamwork, the company designs policies that promote a uniform organizational culture that all employees are supposed to follow (Dike, 2013, 35). For instance, the company has English as its official business language used in most countries where it operates. 
Nevertheless, to harmonize all its operations worldwide, the company has uniform workplace practices or culture that all its employees are supposed to embrace regardless of their differences in backgrounds.  The company has policies against all forms of segregation based on religious, ethnic, or colour differences. These policies help protect minorities from being harassed, create harmony at the workplace and a conducive working environment.
	Conclusion
Coca-Cola is an international company that has enjoyed success in its business activities over time. The company has a well-established presence in more than 200 countries worldwide, providing employment opportunities to tens of thousands of people both directly and indirectly in all countries where it operates. However, like another multinational company, Coca-Cola faces dynamism in the external environment factors which influence its human resource strategies. Some of the external environmental factors influencing its human resource strategies include increased globalization levels, rapid and constant technological developments, variations in the laws among countries, still competition for skilled labour with rival firms such as Pepsi Cola, and variations in the economic factors. However, through its human resource managers and top-level management, Coca-Cola has tried to respond to these external factors by undertaking various steps in harmonizing their human resource strategies. The undertaken steps include; embracing the education and training of its employees to match their current needs skills. Lastly, the company has set up uniform cultures to be followed by all employees to address differences in the social backgrounds and embrace diversification at the workplace.
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