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Introduction
Human Resource Management (HRM) has changed significantly in recent decades. In HRM, technology has replaced manual administrative activities. Human resources departments may now operate more efficiently and effectively thanks to technology. Technology has simplified HRM's administrative tasks. Technology helps human resources departments handle all forms of data, store employee data more efficiently and access and retrieve that data faster. Technology also helps HR managers recruit candidates faster and oversee employee performance better. Technology has improved HRM efficiency and effectiveness. Technology can boost efficiency and employee engagement in the HR department. By leveraging modern technology, human resource management (HRM) may improve and ensure long-term performance. This report examines the history of human resource management (HRM), the role of technology, and the post-pandemic challenges firms have faced in aligning operations and cutting expenses. This report concludes with HRM recommendations that other companies can use to engage employees and boost productivity.
HRM Evolution 
HR has changed significantly in recent years. Digital innovation and the COVID-19 epidemic have spurred this shift toward data-driven organisational decision-making (Vnoučková, 2020, p.20). COVID-19 contributed to this shift. The Human Resources department has been using data and analytics to get a complete view of the workforce and make informed decisions to stay relevant.
HR has traditionally handled personnel administration activities. The COVID-19 pandemic has complicated the workplace, causing the HR department to face new challenges (Vnoučková, 2020, p.20). HR and workforce analytics tools have helped employers swiftly respond to changing worker needs by providing data-driven solutions.
The development of "Big Data" extremely large data sets collected and made available through digital channels, has allowed organisations to generate and analyse massive amounts of data at a fraction of the cost of traditional methods. HR and workforce analytics software companies automate data collection, storage and analysis. HR workers can use these insights to make decisions (Nocker and Sena, 2019, p.14).
As a result, more companies are buying HR and labour analytics software. SkyHive Technologies, a SaaS platform for workforce planning and labour market development, received $40 million in series B fundraising in October 2021 (Research and Markets, 2022, p.7). In the same month, Insight222's 2021 study of 114 organisations found that all but one intended to raise analytics spending (Research and Markets, 2022, p.7). Google, Microsoft, IBM, and Oracle have used their resources and skills to create excellent digital analytics services, driving this movement. IBM and Oracle also influenced this tendency. Smaller providers and start-ups like ActivTrak, Inc. have disrupted the market, increasing competition across the board (Research and Markets, 2022, p.10).
Analytics in HR and workforce management has transformed decision-making. Corporate leaders can now use massive volumes of data (Nocker and Sena, 2019, p.15). Early use of such software has helped firms identify their strengths and growth opportunities. Such software helps organisations find growth prospects. After the pandemic, software analytics platforms will likely remain an important aspect of human resource management.
Future of HRM 
The COVID-19 pandemic has prompted organisations to quickly adjust to their employees' shifting needs to remain market leaders. As a result, HR departments increasingly focus on strategic goals rather than administrative activities (Azizi et al., 2021, p.7). Many companies are using software analytics systems to keep their HR departments relevant and adaptable to changing client needs.
Google, Microsoft, IBM and Oracle have led the HR and workforce analytics software movement, using their capabilities and experience to attract customers (Research and Markets, 2022, p.7). Smaller vendors and start-ups like ActivTrak, Inc. have boosted competition in crowded businesses. SkyHive Technologies, an analytics software company, raised $40 million in a series B funding round in October 2021. 
As analytics' promise is realised, HR and workforce analytics software firms will undoubtedly grow. Solutions will grow more inventive and cutting-edge as they are tailored to each firm (Fernandez and Gallardo-Gallardo, 2021, p.163). The market for analytics solutions is projected to remain competitive, with established IT companies trying to confirm their position by forming alliances and smaller competitors trying to disrupt the industry with new products and services.
"HR 3.0" may soon emerge based on smart data-driven judgments that allow HR teams to examine employees' behaviours to make informed decisions about resources, performance, and training (Research and Markets, 2022, p.7). We may soon see "HR 3.0." In this setting, HR teams will focus more than ever, with analytics tools helping firms adapt to changing work trends and stay competitive. HR departments will focus more than ever in this environment.
HR and workforce analytics software companies will shape the future of HR management. Global competition is rising, and employers are working harder to identify growth opportunities (Fernandez and Gallardo-Gallardo, 2021, p.172). Post-pandemic enterprise performance will depend on analytics software's capacity to gain insights from worker operations, identify patterns, and inform decision-making.
Post-Pandemic Challenges in the Transition
Corporations have had to quickly adapt to health concerns and economic uncertainty because of the COVID-19 pandemic. As governments worldwide ease constraints and unleash their economies, many enterprises face the challenge of returning to work sustainably and effectively. Human Resources (HR) departments are struggling to balance employee health and safety with pandemic logistics like social isolation and PPE use (Azizi et al., 2021, p.7). Companies are considering HR and labour analytics software. This software can streamline employees' work transitions.
HR analytics tools can assist in uncovering difficulties and areas for development throughout the pandemic transition (Mohammed, 2019, p.59). Importantly, this software may increase data analysis and real-time application, allowing HR staff to quickly and accurately identify trends and patterns to affect strategy. Key advantage. In 2021, the HR Research Institute found that only 29% of HR executives were strong or very good at using analytics to make beneficial changes (Research and Markets, 2022, p.13). The biggest conclusion is that while many firms collect data, most lack the knowledge and resources to evaluate and implement it. Analytics software can help workers make evidence-based decisions, bridging this gap (Nocker and Sena, 2019, p.14).
Analytics software can help firms adjust to a more flexible work schedule during a pandemic (Mohammed, 2019, p.53). Over the past year, many workers have had the chance to work from home, which has enhanced their long-term desire for a hybrid work style. Human resources departments face challenges in knowing employee preferences, managing workloads, and balancing in-office and remote workers. Businesses are meeting this need, with some offering remote jobs. Analytics software can track employee productivity and identify development areas (Fernandez and Gallardo-Gallardo, 2021, p.172). This is especially helpful as the web of complicated and interpersonal links that comprise a hybrid working pattern can be difficult to manage without relevant data. 
Analytics tools may help organisations find and hire top talent in a competitive labour market by revealing the challenges of remote work to HR departments (Mohammed, 2019, p.59). As firms struggle to keep up with job mobility, analytics solutions can quickly analyse job applications and data to find the most promising applicants. Analytics software can also speed up recruitment by assessing, categorising, and stressing the most promising individuals.
Personal data collection for workplace trends and regional rules raises issues. Thus, there is no universal data monitoring technique. The Chartered Institute of Personnel and Development recommends open communication with employees to address this issue (Butterick and Charlwood, 2021, p.849). Analytics software providers can differentiate themselves by offering actionable suggestion functions or training solutions to help HR departments apply data insights.
Post-pandemic HR departments and analytics software businesses face several challenges and opportunities. Analytics software can help businesses recover by collecting data and identifying trends and patterns. Even though there are problems to solve, such as a dissonance between data production and application and ethical issues related to data privacy, these problems can be managed by communicating with employees openly and transparently and providing HR personnel with instruction and assistance tools to effectively interpret and apply data.
The Impact of Technology on HRM Evolution 
HRM focuses on employee management. HRM means "human resource management." It hires, trains, evaluates, pays, and benefits employees. HRM has evolved with company, technical, and labour market changes (Guest, 2017, p.33). HR management used to focus on administrative tasks like payroll, records, and benefits. Manually, without much strategic thought. Despite its inefficiency, this method was vital. Today, HR management is vital to planning. It is vital to the company plan since it provides the firm with talented people and resources (Kim et al., 2021, p.229). Modern HRM emphasises recruitment, hiring, performance management, and retention.
The job market has also changed over time. Today, talent discovery and retention are prioritised over filling roles with available candidates. HRM professionals focus on recruiting top individuals and creating effective work cultures to retain them (Kumar, 2016, p.112). Recruiting the best team creates a competitive advantage in terms of productivity, creativity, and problem-solving. 
Technology has certainly influenced HRM. Human resource management will increasingly rely on technology-enabled operations to improve efficiency, accuracy, and data integrity (Bondarouk and Brewster, 2016, p.2658). This will influence HRM development. New Technology have improved HRM operations. Improvements include organising and recording personnel data and selecting, attracting, and onboarding new hires.
Remote working is one example of how Technology is changing HRM (Donnelly and Johns, 2023, p.85). Businesses can achieve their goals of improved productivity, cost savings, and employee job satisfaction by allowing staff to work remotely. Employees do not have to report to office in order to deliver. HR managers can reach them, confirm their availability, and assess their work. Remote working helps attain these goals. This also allows remote workers to collaborate more, which improves output.
Technology has also helped protect and manage personal data (Bondarouk and Brewster, 2016, p.2661). Security methods and encryption software can protect sensitive employee data. Technology also makes it easier for companies to monitor employee conduct. Businesses may now better enforce company policies and reduce their risk of cybercrime and cyberattacks.
New technologies have reshaped the labour market. These advancements have helped businesses find, hire, and train workers more efficiently (Guest, 2017, p.23). Applicant tracking systems, NLP, and AI-powered recruiting tools have achieved this. Companies can tailor and filter their job specifications and scan for the most suitable talents (Klucin, 2020, p.4). Moreover, online job boards and recruiting platforms have made it easier for candidates to find jobs, apply, and be contacted for interviews.
Technology has simplified and automated many HRM administrative tasks. Inventory and payroll management are examples. Automated payroll systems streamline computerised payroll processing (Madhani, 2022, p.22). This means that salaries and bonuses of thousands of employees can be dispatched/processed automatically. At the same time, HR departments can quickly and accurately track inventory levels with inventory monitoring tools.
Businesses' increasing efficiency, accuracy, cost savings, and employee job satisfaction are transforming the human resource management industry. Technological advances enable this. Technology will certainly continue to shape HRM as we move forward.
How Technology has Aided HRM
New Technology has greatly improved HRM. Tools and approaches have made HR management easier, more productive, and cheaper. For example, applicant tracking systems (ATS) can simplify the hiring and selection process. These technologies help managers find, evaluate, and track prospects, speeding up recruitment (Guest, 2017, p.8). These platforms also provide insights into applicant performance and comments, helping firms find the best candidates for open positions.
Technology has also helped human resource management by designing and implementing applications to boost employee engagement (Kim et al., 2021, p.237). This software can use analytics and sentiment analysis to better understand employee ideas and attitudes, helping administrators build initiatives and programs that fit their demands. Automating HRM tasks like payroll and performance assessments has saved managers time and money.
Data and data analytics are essential in HRM. Machine learning and predictive analytics help organisations make data-driven hiring and management decisions (Kakulapati et al., 2020, p.966). These data can reveal hidden patterns, trends, and behaviours. Big data analysis has this benefit. Today's firms analyse employee performance and engagement via analytics and metrics. A data-driven strategy helps HRM professionals understand their personnel and make better decisions. 
Cloud-based HRM solutions are revolutionising enterprise data storage and retrieval. Cloud technology lets businesses securely store and manage massive amounts of employee data online and access it from anywhere (Odun-Ayo et al., 2017, p.97). This HR system improves safety and data protection, lowers costs, increases adaptability and scalability, and simplifies information interchange. Cloud-stored employee data and documents allow businesses to rapidly access and update employee information regardless of location (Odun-Ayo et al., 2017, p.105). Employees may access vital information on the go and supervisors can monitor performance and attendance in real-time. 
Cloud-based HR systems boost productivity and optimise workflow management. Human resources professionals may reduce manual processes and errors, simplify payroll and benefits administration, and make decisions by centralising all employee data (Odun-Ayo et al., 2017, p.98). Businesses can scale the cloud-hosted system as they grow. This guarantees firms can access all their data as they grow.
Challenges of Having Technology in HRM 
Human resource management (HRM), which relies more on Technology, has several challenges. Technology poses these problems. These difficulties include implementation delays, cost overruns, operational inefficiencies, and data security concerns.
New Technology can be costly and time-consuming. Tech-enabled HRM processes may require extensive training, software installation, and technical assistance to function properly. New processes often fail, which delays operations and raises costs (Garcia-Arroyo and Osca, 2021, p.4344).
Second, technology can cause operational inefficiencies. Inefficiencies in data entry, processing, and storage may reduce the effectiveness of technology-enabled systems if they are not monitored and managed (Garcia-Arroyo and Osca, 2021, p.4343). Without improvements and maintenance, HRM systems may work poorly. This may cause unnecessary costs and delays.
As businesses move online, protecting personal data is another concern. Digital platforms make data more accessible to the public (Salah et al., 2020, p.385). Data leaks and cyberattacks are much more likely. Thus, companies must safeguard their HRM systems to protect employee data and their reputations.
Finally, HRM departments should adopt technology-enabled processes with prudence. Tech-enabled HRM systems need proper management and monitoring to be effective (Salah et al., 2020, p.385). System efficiency and accuracy can be greatly improved. To ensure that procedures are followed correctly and in compliance with policy, oversight and routine inspections are needed.
Technology offers great human resource management (HRM) potential, but it is important to be prepared for the many issues that may arise. Organisations must grasp these challenges and monitor all processes to maximise technology's benefits.
Current and Future Technological Trends
HR is changing drastically. Due to the growing importance of digital technologies, HR teams now manage and monitor the workforce differently (Kakulapati et al., 2020, p.966). The COVID-19 pandemic has accelerated these changes, and HR teams must adapt swiftly. 
Human resources analytics have driven this change. Analytics, "the process of collecting and analysing people-related data to produce insights and improve decision-making," is a common tool for HR teams. HR teams may better understand the workforce and make decisions by analysing enormous amounts of data (Kakulapati et al., 2020, p.966). Big Data—massive data sets generated and shared digitally—has enabled this trend. Big Data can reveal detailed workplace patterns, trends, and behaviours.
HR and labour analytics software solutions are in high demand as analytics use grows. In 2021, SkyHive Technologies raised $40 million in a series B funding round, and ActivTrak, Inc. has raised over $7 million since its launch in 2020 (Research and Markets, 2022, p.7). These companies have recently received substantial investments. Before the outbreak, polls showed that firms were investing in analytics to get data insights to stay competitive.
Google, IBM, and other IT giants are providing HR analytics tools to capitalise on the booming market (Research and Markets, 2022, p.7). These platforms interact with other HR systems and applications, making it easy to gather, analyse, and report massive amounts of data (Alsuliman and Elrayah, p.31). These platforms also offer customised results. IBM Watson Talent Insights helps firms with recruiting, management, and financial planning. Google's re: Work platform advises businesses based on their needs.
Analytics-based decision-making benefits more than simply the biggest tech corporations. ActivTrak, a smaller company, has grown and expanded its client base and solutions (Hinge et al., 2023, p.561). Many of these startups have strategically collaborated with larger corporations like Google and Salesforce to expand their client base and market position and gain a competitive edge.
In the future, analytics will remain an essential part of human resource management and workforce management, and technological solutions will help businesses capitalise on analytics (Garcia-Arroyo and Osca, 2021, p.4338). AI and automation could offer new opportunities to collect and analyse data from several sources, providing full insights into the workplace. In the coming years, wearable technologies, voice analytics, and facial recognition will become vital. Psychological issues and well-being may also be prioritised.
Today's digital technologies evolve and expand. The COVID-19 epidemic has forced many businesses and organisations to work remotely, pushing current technology and its utilisation (Donnelly and Johns, 2023, p.98). COVID-19 accelerated this change. Technology will soon be increasingly integrated into daily life and the workplace. AI, IoT, cloud computing, and 5G networks all advance technology (Gill et al., 2029, p.5). 
Artificial intelligence is being used in retail, healthcare, and other industries. Artificial intelligence can automate processes, forecast customer behaviour, and analyse data (Shekhar, 2019, p.16). Deep learning advances are expected to make artificial intelligence even more useful. The Internet of Things (IoT) connects devices, including appliances, cars, and sensors (Gill et al., 2029, p.5). As artificial intelligence and 5G make devices more connected, secure, and efficient, this technology is expected to grow in importance. Many firms are adopting cloud computing, which offers massive data storage and computational capability. The cloud will continue to grow as it helps organisations make better decisions and respond faster to changing market situations by providing data and analytics (Shekhar, 2019, p.14). Finally, 5G networks will also shape future technology. Its faster speeds, lower latency, improved security, and more reliable connections will fuel the future Internet of Things (Gill et al., 2029, p.5).
These technologies are shaping the future, even if some are already in use (Shekhar, 2019, p.16). As the world looks to the future, companies and organisations must be prepared to take advantage of the convergence of the digital and physical. Technology will help manage this convergence.
[bookmark: _Hlk139392542]Trends that are shaping sustainability in HRM Post-pandemic 
The COVID-19 epidemic has had a major impact on economies, corporations, and HRM practices worldwide. The pandemic accelerated HRM sustainability trends. These developments include flexible working hours, employee involvement, and employment contract effects.
Flexible working: Flexible work arrangements are one of the most significant pandemic-driven changes. When people could no longer crowd together at work to avoid virus transmission, they had to remain at home. Many organisations sought alternative ways to ensure work continued even when some people were at home. Any work that could be delivered remotely was accomplished that way, while only those who had to deliver at the office remained in the workplace. Flexible working included fewer hours, shift work, teleworking, and home working (Gašić and Berber, 2023, p.1). Flexible working hours are used to attract and retain top talent. Over the past year, it has become an essential instrument for risk-free, productive, and cost-effective corporate operations. Flexible working arrangements may increase productivity because people are more productive when they do not have to commute to an office and can work when convenient. They will have more time working, unlike when they have to commute to work. Finally, working from home reduces pollutants and helps the environment. 
Worker Engagement: The epidemic has also accelerated employee participation. Companies have had to develop new ways to motivate remote workers as more occupations are done remotely. Working from home can cause emotions of alienation and disengagement from the company's essential values and social life that employees receive in the workplace. Thus, this should be considered. Organisations are also using technological tools like ActivTrack to assess employee engagement (Research and Markets, 2022, p.11). The aim is to engage them to have the feel of work. 
Employment Contracts: Since businesses have had to quickly adapt to changes like remote workers and various shifts, the epidemic has also affected employment contracts. Many companies now include provisions in their employment contracts that allow staff to work remotely and/or adjust their hours and days in flexitime or fixed-term contracts (Gašić and Berber, 2023, p.2). Many companies now include health and safety phrases like return-to-work processes, risk assessments and employee safety precautions. This protects the firm, employees, and legal and ethical obligations.
Organisational Reform: The outbreak pushed many organisations to restructure to adapt to the new normal. Many companies are exploring ways to reorganise to stay cost-effective and competitive. This includes cutting staff, automating more and rearranging work. Restructuring happened during the pandemic because of low productivity and revenue generated. To stay operational, many firms had to cut staff and issue pay cuts in order to reduce costs (Perwej, 2020, p.39879). Restructuring can reduce waste and increase efficiency, making a company more environmentally friendly. It can also help strengthen data protection and cyber security to keep the organisation's operations safe. The focus is to retain only the employees required to keep the business operational. 
Employee Assistance: The epidemic has forced companies to overcome the challenges of remote working in an ever-changing environment, highlighting the importance of employee assistance. Businesses are increasingly seeking ways to help their employees. These include flexible working hours, mental health support, and online education and training (Research and Markets, 2022, p.11). Employee support keeps workers motivated and engaged, ensuring a company's long-term success. It can also reduce absenteeism and turnover, affecting the organisation's long-term viability.
Global HRM Strategies in Managing a Global Workforce and Gaining a Global Competitive Advantage
Global HRM strategies help organizations optimize and efficiently manage their human resources for a competitive edge. Global HRM strategies help companies develop and leverage their personnel for long-term success. A worldwide HRM strategy with an effective recruitment and selection process and a learning and development program can achieve this goal. An HRM plan can help firms attract and manage the best candidates (Koivunen et al., 2023, p.1). In addition, firms with a global HRM strategy are better equipped to grow and maximize their human capital for the long term, giving them a competitive advantage over their rivals. They have an advantage over companies without such a plan.
Managing their global workforce: Global HRM methods help companies gain a competitive edge by efficiently managing their global workforce. Cross-cultural training, global mobility, global salary and benefits packages, and other global human resources management approaches can increase an organization's global workforce's collaboration (Kunte, Wall, and Thinzar, 2021, p.406). A global HRM strategy can help an organization's global workforce adapt to the different cultures and working environments in which they work, improving their performance. Global HRM can also provide competitive compensation and benefits to global employees. This can help motivate and retain global employees.
Global communication and collaboration strategy: Global HRM plans allow companies to create a global communication and collaboration strategy, giving them a competitive edge. Businesses can use global communication tools, virtual meetings, and global leadership development programs to help their global employees collaborate and communicate. By implementing global communication and cooperation strategies, HR departments may guarantee that their worldwide staff will work together more effectively and efficiently (Research and Markets, 2022, p.1). Global communication and collaboration strategies also create a climate where global employees feel comfortable sharing ideas and comments, which can boost productivity and performance. Create an environment where worldwide personnel may freely share ideas and opinions.
Aligning HRM Strategies with Organisational Goals: To encourage and guide employees in accordance with the company's vision, HRM objectives should be considered while setting organisational goals. HRM strategies should be tailored to a company's industry to achieve this goal, an aspect known as sustainable HRM (Minh and Nwachukwu, 2020, p.7). Due to industry-specific skill and knowledge requirements, this is important. To ensure success, HRM methods should be considered when setting company goals. This ensures that personnel get the resources and training they need to support company goals. Aligned HRM strategies help companies understand worker roles and goals. They can plan industry-specific organisational changes because of this. Workers work in a meaningful atmosphere because their employment is aligned with the company's aims. This boosts productivity and gives workers a sense of purpose. HRM techniques that support business goals lead to company success.
Utilising Global Talent: Companies leverage global talent to achieve a competitive edge. They can hire people from diverse backgrounds to create a diverse workforce. This makes them more open to new ideas and practises. Thus, organisations' HRM should seek to improve employee experiences to boost their success (Minh and Nwachukwu, 2020, p.7). Training and other activities can help organisations keep their personnel up to date on industry trends and prepare them for future problems. By using their global workforce, organisations may increase their competitive edge, success, and growth.
Hiring, Training, and Retaining Top Talent: Every firm that wants to compete globally should acquire and retain top talent. Businesses use social media and online talent forums to find and attract top candidates for open positions (Research and Markets, 2022, p.6). Businesses should also engage in customised training and advancement initiatives for international workers. For instance, providing the training and licencing needed to work in many countries and jurisdictions. Businesses should develop a compensation system to retain their best staff and stand out from the competition. Recruiting and retaining great talent is simpler with a culture that promotes cooperation and diversity. This creates an environment where the brightest and best want to assist the company grow.
Utilizing Recruiting Technologies: Global HRM strategies enable organizations to get a competitive edge by harnessing technology's potential. Businesses can use global information systems, social media, and cloud computing to optimize their global workforce. A global IT strategy ensures that all employees, regardless of location, may quickly and easily access information. This boosts productivity and performance. Technology also simplifies operations, saving organizations money. Employers use applicant tracking systems (ATS) and employee self-service portals for recruitment. Sixth point. These technologies can help a business quickly source applicants, reduce manual effort in recruitment and HRM, and track employee performance and advancement.
 ATS systems screen applicants, provide resumes to hiring managers, track applications online, and record candidates' answers to employer inquiries (Koivunen et al., 2023, p.3). Employee Self-Service Platforms allow workers to check their pay and benefits packages online in a secure environment and change their personal information. They offer a self-service site for employees to view statistics and company announcements. Workers may control their data and stay informed on these sites. These technologies simplify the hundreds of activities required in managing and recruiting staff more efficiently and cost-effectively. They also expand the talent pool, save paperwork, and streamline HRM. Because of this, these technologies may become vital tools for boosting recruitment, and HRM practises.
Recommendations
Based on the above analysis, below are the recommendations that firms can embrace to boost employee engagement and productivity through HRM in the post-pandemic era.
1)	Technology in HR Management has transformed HR departments. These departments should use technology to stay current and competitive. Several organisations employ applicant monitoring systems, AI-powered recruiting tools, online job boards, and recruiting platforms to streamline hiring (Koivunen et al., 2023, p.3). HR departments can improve operations with payroll, inventory, and analytics tools.
2)	Emphasise Employee Engagement: Employee engagement is critical for productivity and talent retention (Research and Markets, 2022, p.11). Businesses should use tracking software to assess employee engagement. Should there be unusual work or productivity behaviour, the employers can reach employees and seek solutions. 
3)	Assess Global HR Strategies: Businesses should review their global HR strategies to compete. This encompasses cross-cultural training, mobility, international remuneration and benefits, and worldwide communication and collaboration (Kunte, Wall, and Thinzar, 2021, p.406). Global information systems, social media, and cloud computing can help firms utilise their global workforces.
4)	Use Data and Analytics: Data and analytics help HR managers make decisions using machine learning and predictive analytics (Kakulapati et al., 2020, p.966). Large data sets can reveal new patterns, trends and behaviours. Analytics also helps companies understand their employees' opinions and perspectives, allowing them to create policies and programs that meet their needs.
5)	Create Employee aid programs are important after the outbreak. To retain staff, businesses should offer flexible working hours, mental health support, and online training (Research and Markets, 2022, p.11). Employers should also provide personnel with secure and productive remote work equipment.
6)	Businesses Should Restructure to Adjust to the New Normal Businesses should restructure to adapt to the new normal. Reduce staff, automate additional jobs, and reorganise the job (Perwej, 2020, p.39879). Companies should implement safety measures, return-to-work policies, and risk assessments to protect workers. 
[bookmark: _Hlk139393166]Walmart
Walmart, the largest retailer, follows these ideas. It uses applicant tracking systems (ATS), AI recruiting tools, and online job boards to integrate technology into HRM. The firm has recently engaged a third party to design and develop ATS to ease hiring and recruitment (Colletta, 2019). Their global HRM approach includes cross-cultural training, global mobility, global compensation and benefits, and more. The firm also uses data and analysis to make decisions. It has also launched Global Walmart Academy to train its employees in leadership and other skills (Stomski, 2022). Finally, it has reorganised by cutting staff, automating more work, and redistributing tasks.
Conclusion
In the post-pandemic era, businesses had to rethink their human resource management methods to stay competitive and manage their global workforce. Technology should streamline and add value to the HR department. Employees should be engaged and retained through global HR strategy evaluation, data and analytics use, and employee assistance initiatives. Businesses must reorganise to conform to the new standard. Businesses can optimise employee potential and get a competitive edge by following the aforementioned steps. The pandemic and post-pandemic era created a hypercompetitive corporate climate. The above recommendations can help many organisations increase productivity and utilise their global workforce better. Technology has transformed HR management. To stay competitive, businesses should streamline their HR technologies using applicant tracking systems, analytics, cloud computing, and artificial intelligence. Global human resource management strategies must be revised to maximise global cooperation and communication. Finally, organisations should reorganise to adapt to the new normal and reduce operational inefficiencies. These variables can help organisations beat their competitors and boost employee engagement and productivity.
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