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Airbus Group is a European company that is termed as a market leader in the aeronautical industry. The organization provides simulating opportunities for top talent across the globe; the career development plan of Airbus is comprehensive and termed as a leading human resource management system. Airbus Group is based on vanguard technologies that exhibit a high level of innovation. As an employer, the image of the Company is excellent in the sector of aviation and technology. The manufacturing and innovation centers are spread across Europe and the countries like Spain, Germany, United Kingdom, and France are the major hubs (Petrescu, Aversa, Akash, Corchado, Apicella, and Petrescu, 2017). The Covid-19 pandemic has far reached an impact on the aviation industry. Despite, the higher sales of Airbus globally in the recent past years, the Company faced a huge economic setback in 2020. The European partners of Airbus are hit by the worse Covid-19 waves of infection that halted the manufacturing processes. The global demand for air travel also drops significantly to 50% that further limits the new orders and interest of potential clients. The present report addresses the role of HR in the success of Airbus; the report discusses the strategies, functions, and policies of HR. The report presents the impact of Covid-19 on the aviation industry and the strategies devised by Airbus to cope with the changing global market conditions.
[bookmark: _Toc80466493][bookmark: _Toc80778002]HR Department of Airbus: Structure and Performance
The HR department of Airbus is designed as a central function of the organization. The human resource department acts as a key business player, as it performs and functions critical support to the key businesses of the group. HR plays important role in decision-making processes and corporate business strategies are developed with a consultation. Airbus terms their HR systems “Collaborative Platforms” that interact with different domains and functions of businesses (Fedotova, Tikhonov and Novikov, 2018). The following are structural units of “Collaborative Platform”:
· HR International: The department is responsible for the mobility of international employees across the businesses held by the Airbus Group. The department helps to develop the multicultural environment of the organization that can help employees to boost their personal development. 
· HR Corporate: It is the central unit of HR that interacts with all HR functional units, and helps them centralizing, coordinating, and managing the overall operations. 
· HR Business Partners: The functional unit help implementing the policies developed by the Board of Directors, and aid other departments to be part of it across the facilities in Europe (Fedotova, Tikhonov and Novikov, 2018). 
· Transversal Integrated CoCs: The functional unit that defines and coordinates the HR policies and operational procedures. 
· HR Business Operations & Services: The functional unit is responsible for the recruitment, training, and management of employees.     
Human resource management involves professionals from all fields of expertise; about 95% of HR professionals are university graduates. The HR professionals have a diversity of profiles ranging from engineers, doctors, psychologists, lawyers, and others. because of the diversity of the HR department and their involvement in policymaking and implementation, it is positioned as an intrinsic part of their management. Airbus Group has a system of integrated management control of HR across the businesses. The function of HR is evolved, and it helped the management to improve their practices. Training is the primary element of HR practices that enables the employees to develop competencies and skills to support the business. HR is the central axis between employees and work performed; HR facilitates the business operations and strengthens their commitments. Airbus has a culture of continuous growth and the major player in this segment is the HR that intimate the organizational link with innovation and sustainable future (Sparrow and Cooper, 2017).
[bookmark: _Toc80466494][bookmark: _Toc80778003]Employee’s Selection and Training
Employee selection and talent hunting are the critical processes that HR manages; the group is looking for new talent that can cope with the changing global aviation needs and challenges. Airbus recruits talented professionals and most of them are university graduates that have the potential to flourish in a dynamic global environment. A selected candidate should be proactive, innovative, and capable of doing teamwork in a global environment. The newly elected young people are subjected to training and development programs to make them useful to learn new things across their professional career in the organization. HR also monitors different needs of organization and departments and intent to train the employees accordingly. HR is responsible to align the performance of the employees with the organizational strategies that can help to develop a common corporate culture (Harlé et al., 2019).
The HR department of Airbus is committed to the training process and their management for quality compliance. Leadership aspects are developed through training programs, these programs help to lower the cost and improve the skills. Each level of employees and special working segments are trained as per their professional needs. Airbus's new strategies to develop a comprehensive policy of HR management and employees career development make it a dynamic organization with professionals keen to adopt change. Change management is an important aspect of HR training and development programs, as the global paradigm of business is changing, and new technologies allowed the greater use of technology with fewer human interventions (Suder, 2019).
[bookmark: _Toc80466495][bookmark: _Toc80778004]Innovation in HR Management
	Airbus developed a new system of human resource management that includes the firm Arinso International as a key integrator (ALIC, 2018). The project is part of a self-development management strategy that allows the involvement of the SAP HR system with the facilitation system for the individual employee. Airbus registered more than 46,000 employees on the system representing the facilities in France, United Kingdom, Spain, and Germany (Suder, 2019). The initiative is aimed to develop a centralized data warehouse that can deal with the integrated complex data and analyze it for different parameters. Airbus implemented HP-UX and HP-Compaq systems for data storage; the SAP system controls all financial matters and supply chain problems of the organization. The new software is developed to control the organizational processes and functions that help to increase the quality of processes, reduces cost, and driving change management. The Transfer Tool is the center point of Arinso's growing set of tools that lower the cost of operations and provide a simultaneous alternative to individual processes in case of delay (Suder, 2019).
Airbus workforce is managed through a set of HR functions based on a strong labor structure and HR policies. HR policies are continuously evolving, and changes are discussed with the local and international partners on scheduled meetings. The priority Airbus’s HR functions are: 
· To ensure the availability and retention of the flexible, motivated, and competent workforce that can counter the present and future needs of the organization. 
· To manage the culture of diversity, the Company will be focused on massive internationalization that will contribute to the common culture of Airbus. 
· Being a global employer, Airbus is an inclusive and engaging place of work for employees.  
[bookmark: _Toc80466496][bookmark: _Toc80778005]Impact of COVID19 Pandemic on Airbus
Airbus presented the loss being caused by the COVID-19 pandemic during the first half of 2020 when the European countries were hit hard by the pandemic. During the first half of 2020, Airbus only managed half of the airplanes to the clients compared to last year's data. The decline of sales impacts the overall revenue that fell by a third to 18.9 billion. During the fiscal year 2020, the company's loss was above 1920 million; the Company reduced the production of airliners up to 30% and moved their employees from manufacturing to civil works across the globe. The HR manages 15,000 jobs in the civil works division that helped the organization retain its employees. Airbus spends 1600 million to make their employees moved from a job to another, the intent was aimed to facilitate the employees in a hard financial time (Kazeminia, 2021). 
Despite working in a recovery mode, Airbus only manages to deliver 2.-40 aircraft in a month to the low-cost airlines in Europe, Asia Pacific, Middle East, Canada, and the USA. The defense and space division also presented declining sales of up to 9%, Airbus delivered 3 A400M aircraft in the first half of 2020. The space and defense division is largely based in Spain, with 70% of local people being employed. The division shows a massive decline in the business; the corruption charges being faced by the facility closed in February, but the final closure decision is still pending in the United Kingdom, France, and Germany. The development of new innovative technologies and shifting of the manufacturing paradigm of Airbus also lead to manage the change in a broader spectrum. Airbus shifted its focus from long-haul bigger planes to regional long and short-haul airliners with efficient fuel consumption (Kazeminia, 2021).
The following are the three key areas of human resource management and related strategies for the Airbus company. The following strategies will help to develop a new set of management and HR operations to counter the economic spill by the Covid-19 pandemic.  
[bookmark: _Toc80466497][bookmark: _Toc80778006]Staffing: Retention
Labor and workforce management are the top priority of the HR management system of Airbus. The Company signed several international agreements and treaties to comply with the international rules of human resource management including the International Labor Organization Convention, the guidelines of the UN Global Compact, and OECD instructions for multinational organizations. The human resource management principles of Airbus comply with the 2005 agreement of the International Framework. In the light of these agreements and Company’s international management of human resource following are the significant pre-Covid-19 initiatives were taken: 
· In 2019, the Chief HR manager of Airbus chaired the meeting of Airbus Global Forum that emphasized the development of communication channels between employees of different facilities across the globe to make the social dialogue within the global culture of the organization (Sikora, Hari, and Hanusch, 2020). 
· The professional elections are also taking place in Spain and France; four labor unions are also registered to pave the future pathway of career development and social dialogue.
· Employment and career path development is a comprehensive strategy of Airbus that involves all aspects of Airbus processes. These strategies are aimed to improve the ability of the company to anticipate future competition and human resource needs. The development of an employee’s career path develops employment and competencies. These strategic goals can only be achieved by taking appropriate actions and mechanisms (Sparrow and Cooper, 2017). 
· Airbus developed new policies of gender-neutral family leave system; these policies are developed to make equality and to set a benchmark for the global business community. 
· “Continuous Development for Social Partners” is the program that is aimed to develop the modernized career development pathway. The program offers training courses, Airbus Leadership University access, dedicated budget, job description data, and ant discriminatory regulations and wage development guarantees (Sparrow and Cooper, 2017). 
· Despite developing a modern strategy to retain its employees the Covid-19 pandemic hits Airbus that resulted in the downsizing of some sectors of manufacturing and management. Although, HR manages to retain its poll of skilled employees and engineers. 
[bookmark: _Toc80466498][bookmark: _Toc80778007]Change Management
Covid-19 pandemic has changed the global demand and supply chain system of airlines. Airbus faced huge economic and management issues during the fiscal year 2020, as the production remained half compared to past years and the global demand was also limited. Change management is the lifeline of the aviation industry, as the technology is evolving and the global challenges are also there, Airbus focuses on new small and medium airliners. The small and medium airliners are the prime side of Airbus's global business, but in the recent past decade, Airbus also produced one of the largest airliners named A380 (Phathakul, 2019). The Covid-19 global crisis had a huge impact on the air travel industry that led to more regional flights; airlines are also shifting to modern and more cost-effective planes. The ability of the HR department to cope with the change is the major factor that contributed to the sustainment of the Company during the economic depression caused by Covid-19. Airbus HR management encourages ideas from all departments of the organization; the aim is to manage the economic depression and skilled workforce retention. Airbus also collaborates with other technology companies and financial institutes to maintain its organizational culture of innovation. Airbus set the goals to make small technologies and to accelerate the innovation that is helpful for sustainable progress (Phathakul, 2019). The innovation projects also collaborate with the potential customers and the employees that are intended to work on the project. The European subsidiary manufacturing and research facilities are also managed with the minimum working hours to minimize the downsizing program to be implemented.  
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Airbus Board of Directors is the responsible authority that governs the major leadership decisions along with the appointment of the CEO. Leadership development is a continuous process, as the new CEO of Airbus Michael Schoellhorn joined Airbus in 2019, as a Chief Operating Officer. The training and development of the employees and internal communication are the key drivers of leadership skills development. The simplification of the management system and the ease of communication are the major steps ahead to develop sustainable leadership (Cascio, 2019). The CEO of the Company is aimed to develop a chart of a modernization plan that will improve the skill and management practice for improving efficiency and innovation. Leadership development is a continuous process that is aimed to make a sustainable leadership chain of command. The Leadership University developed and operated by Airbus is the major institute responsible for the training and education programs for the employees. Leadership University is a world-class chain of institutes responsible for the training and skills development of employees (Minina, 2019). The intent is to pursue the culture of employees and staff development, along with the systematic development of a new generation of leaders to meet the organizational goals. Leadership University is a talent hunt institute that screens the employees with the potential to perform at a larger horizon.     
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Aviation industries are the leading technology innovators across the globe, the global competition of commercial aircraft sales is elevated in the recent past decade that helps to extend the manufacturing facilities of the major players. Airbus is the technology innovator in the field of commercial airlines and private jets; the Company holds a global position in the potential markets. The development of Airbus is contributed by the HR management of human resources including skilled labor and engineers. The talent and profession poll of engineers is shrinking in Europe, as the competition is developing between Airbus and Boeing to retain their skilled employees. The aviation industry is competitive and evolving, as most of the technical aspects are developed by the internal research and development teams. HR functions and processes are important to be considered while discussing the global success of Airbus.
[bookmark: _Toc80466501][bookmark: _Toc80778010]Recommendations
· Airbus applies the strategic theory of HRM to assist the functional model of the organization. the development of a culture of internal collaboration and communication is the key to sustained business operations in the competitive environment. The organization should focus on the organizational cultural development of sustainment and operational refinement. 
· The HR department of Airbus should focus on the individual career development of the employees, as it will help to retain the technical poll of talent the Company owns. 
· The application of the “Principle of Labor-Management Co-operation” strategy helps HR to make a collaborative effort for employees’ development and sustainment. 
· [bookmark: _Toc80778011]Airbus should expand its boundaries of innovation to develop a new modern product lineup like A350 to contest in the competitive international market that can only be possible with the aid of new projects. As the new projects are hard to finance during the Covid-19 pandemic, it is suggested to make internal functions and operations more seamline with the research and development.   
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