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[bookmark: _Toc511172902][bookmark: _Toc512456969]Introduction
	The growing integration of economies and societies involving the production of goods and services and the dissemination of information has made a totally bureaucratic area of ​​organisations, which was seen as the costliest center of cost, to shift its focus, and begin to visualize ability to reduce expenses, implement improvements to help organisations achieve their goals, execute their goals and make companies perform better, thus becoming a more strategic sector in organisations. The People Management or People Management or People Management, the name and the actions regarding the development of people, tell what companies want from their employees.
	In this context, intellectual capital has become a key part of organisations, how companies act so that they have the maximum of knowledgeable people and their adequate application that allow them to capture information and transform it into opportunities for new products and services. With globalisation, and technological advancement, companies are investing in human capital with the goal of having a faster return. Capital in the form of fixed assets and labor in the old conception of labor gave way to factors which we call intangible. Intellectual assets have become the most important elements in the business world; in addition, other factors such as people, customer, products and services, technology, results, and globalisation have been considered as challenges for Human Resources Management in this new millennium (Brewster, 2016).
"Everything exists, nothing persists, nor does it remain the same, man is what to become." (Heraclitus – Philosopher).
	Globalisation is the interaction of countries, that is, a relationship of culture, myths, economy, thoughts and activities with all peoples and nations. Along with this revolution of the world and its interaction among peoples, the neoliberal system emerged, which we can define as capitalist economic policy that defends the following ideology: The non-participation of the state in the economy, because without this interference, the chance of a country to grow is much larger, when it has no influence of the state directly on its economy (Lussier, 2018).
	This thinking has been changing the world, especially companies, because they no longer compete between their country, competes with the world, having to prepare more, since the market is extremely competitive, and seeks the total quality of products and services.
	Therefore, this phenomenon "neoliberal globalisation" directly reaches the sector Talent management of the company, and a company does not exist without people. What are the impacts of globalisation on the HR department? That is what we will check throughout this work (Marchington, 2016).

[bookmark: _Toc511172903][bookmark: _Toc512456970]The Context of Globalisation
	The planet has undergone radical changes and with great speed, this process takes place globalisation, which is the relationship of all the countries of the world, so that all peoples relate to each other, this in the culture, in the economy, products, myths, races, technology and so on. Globalisation began at the beginning of the world, without much force and little impact on society, it developed in fact in the industrial revolution, which was a macro event for the whole world, the desire to obtain ease in industrial production, facilitated the implantation of the Globalisation was then strengthened by the technological revolution (Bolman, 2017).

[bookmark: _Toc511172904][bookmark: _Toc512456971]The Neoliberalism
	Neoliberal policy fights against state participation in the market, advocates the policy of privatisation of state enterprises to improve processes for the population, such as quality health, education, and other processes that the government fails with its services. His politics gets many thoughts, among them: The opening of the economy to the entrance of multinationals; adoption of measures against economic protectionism; bureaucratisation of laws to facilitate the operation of economic activities; position contrary to taxes and excessive taxes; increased production; defense of capitalism (Marchington, 2016).
	We can say that neoliberalism favors and large corporations, because of the low salary as in China, among other variables, neoliberal politics also favors people, since competition among companies reduces the cost of the product and increases the quality of services provided.
	"According to Moraes, neoliberalism is: A chain of thought and an ideology, that is, a way of seeing and judging the social world, an organized intellectual movement, that organizes meetings, conferences and congresses, publishes publications, creates think panks, that is centers of idea generation: a set of policies adopted by neoconservative governments. "

[bookmark: _Toc511172905][bookmark: _Toc512456972]The Implications of Neoliberalism
	We are inserting in a Global context that lives an evolution in this century, we move from the industrial era to the era of knowledge, what is happening in the world is called "Globalisation" within it has the neoliberal thinking that is modifying our planet, these changes directly affect companies that are having to adapt to these glaring revolutionary waves, and the people management department is responsible for adapting this capitalist movement of the world (Banfield, 2018).
	"These changes and trends bring new, more flexible and agile approaches that must be used to ensure the survival of organisations."
	The manager must always be aware of these changes and trends, because his company is inserted in a global competitiveness, this is one of the impacts of globalisation. "All strong trends powerfully influence organisations and their style of managing with people.".
	HR must always be aware of the new technologies that arise in the world, and that can facilitate the work for the company, prepare its employees for the changes is a function played by the Rh, awakening the professional to the education is a differential in the global world, and who does it is HR. The globalisation world today is reality, along with this event came to competition in sales, services, by employees, making companies care more about people. One of the challenges of this management is retaining and developing professionals with competence and quality to work in the company, it is important in this context to obtain and maintain motivated professionals with goals, to obtain satisfactory results (Chelladurai, 2017).
	Preparing people for new global challenges has become a key role for the human resources department. Globalisation has brought advanced technology, a large number of information, the famous era of knowledge, emphasis on customers, productivity in great quantity and quality, all this can only be done because of the existence of man, who is the protagonist of organisation (Vance, 2014).
	This internationalisation began formally with the establishment of the United Nations Organisation (UN) and the creation of its agencies: The International Monetary Fund, the General Agreement on Tariffs and Trade (GATT), and the World Bank; but in reality, it occurred at first as a regional phenomenon of the First World as a result of the liberation of trade and international investment among the member countries of the Organisation for Economic Cooperation and Development (Cascio, 2018).

[bookmark: _Toc511172906][bookmark: _Toc512456973]Elements that define Globalisation
Globalisation has been established as one of the concepts that organize the contemporary political economic discussion. This, in turn, has constituted a qualitative transformation of capitalism and a new relationship of interdependence has developed beyond national states (Armstrong, 2014).
	The defining elements of globalisation can be summarized as follows:
1. The significance and growing importance of the financial structure and the global creation of credit leads to the control of finance over production.
2. The importance in increasing the structure of knowledge, it is said that knowledge has become an important factor of production.
3. The increase in the speed of the redundancy of certain technologies and the growth in the trans nationalisation of technology: here the emphasis is placed on knowledge-based industries, the growing dependence on technological innovation, and the growing risk of technological obsolescence.
4. The rise of multinational corporations: it is said that corporations have no alternative but to transform themselves into global and transnational corporations, together with transnational banks, which have become the most influential powers, much more influential than the national states and their own economies (Brewster, 2017, pp. 22-35).
The globalisation of production, knowledge and finance, which leads to international groups such as the United Nations, the group of 7, the Andean Pact, the European Economic Community, etc. What it lets glimpse for the future, as the state can also be global, or if you will, the global influences on the local states (Cascio, 2018).

[bookmark: _Toc511172907][bookmark: _Toc512456974]Organisational influences of Globalisation
At the beginning of the 80s, the information and communication revolution broke out in the productive world. This new technology extends to all fields of economic life, starting in the productive sectors and encompassing services, finances, etc., in addition, new situations arise, such as:
A. The unification of international financial markets, the regionalisation of the global economic space (the Andean Pact, the European Economic Community, among others) in order to favor and facilitate exchange,
B. Partnerships between transnational corporations (for example: the Daymler (Mercedes Benz, Germany) and Chrysler (USA) corporations come to an agreement with each other, to support each other and to be able to penetrate more quickly the markets that one or the other has already covered. ,
C. Or transnational companies, Publicis (France) are associated with local companies, 67 Publicidad (Venezuela) using their experience, to achieve more easily penetrate the national market
D. The coordination needs of the main national economic policies (Cascio, 2018).

[bookmark: _Toc511172908][bookmark: _Toc512456975]Influences on Human Resources
How does this affect the human resources of the various companies? The human resources of the companies are also globalized. This is how the figure of the "Expatriates" emerges, those executives within a corporation, who due to their successful work, are sent to headquarters in other countries to put their experience into practice. Sometimes it happens because the headquarters has some problem, or because the corporate requirements of the company require certain positions (generally the general management or presidency, and / or finance), but can also be like market learning local of the foreign company (Jackson, 2014)
	This is how Draft Worldwide, an international direct marketing agency headquartered in New York, selected Power Marketing in Venezuela to take charge of the campaign and coordinate Colombia and Peru. The project lasted approximately 6 months, during which time the Venezuelan executives only had to visit these countries twice, the rest of the communications including support to Argentina, the Dominican Republic and Mexico (Venezuela was in charge of adapting the original texts to Spanish, but each country made its particular "topicalisations" according to the local vocabulary), as well as the reports to New York, were made by telephone, E-mail, fax and courier. The production of the direct marketing forms was made in Colombia and was exported to the other countries, achieving a saving of 70 thousand dollars of the allocated budget. Which shows one of the benefits of globalisation (Rees, 2017).

[bookmark: _Toc512456976]The Employee demand for improved rewards and work-life balance
	The individual involved acts as the rower. His performance accomplishes the task by adjusting it to changes in current. On the one hand, it responds to the procedures foreseen in the planning (which is not enough resource, because the environment also moves) and, on the other, it makes the immediate decisions, as a condition of taking advantage of the events in the face of changes in the environment. Frequently, appropriate and fertile events have their resources wasted because they have not benefited from adapting to emerging properties that have modified the demand for their use and therefore require adjustments to the modifications observed in the context, at that time. Involvement provides sensitivity to this demand for adjustment because it broadens the employee's surveillance competence and fuels their motivation to do the best (Ravenswood, Douglas & Haar, 2017).
	This expansion of competencies is fostered by subjective contingencies, such as the awareness and value of the quality of the results for the task and for its own identity. Involvement feeds the chain of affirmative action craft activities that optimize the use of resources. This demand for artisanal adjustments becomes even more crucial in the field of services. In this field, the force of the wrapping is clearer.
	In the field of services, most tasks occur in the social interaction between the employee and the client and their quality depends on the ability, motivation and speed of the employee to read conditions, expectations and needs of the client and the motivation to undertake everything that is at their reach for the satisfaction of both. Recent research has demonstrated and clarified this force of involvement (Ravenswood, Douglas & Haar, 2017).
	The individual involved in the work is one who is mobilized not only by external forces, such as the script offered by the planning and control of his boss, but also by the internal script created by the sense he finds in his action.

[bookmark: _Toc511172909][bookmark: _Toc512456977]Sociocultural Influences of Globalisation
In addition to greater ties and international interactions, globalisation also implies the diffusion of patterns of economic and social organisation, norms of consumption, patterns of life or thought, and particularly patterns of American society. Thus, we see how globalisation is a phenomenon that, despite its economic basis, is much more comprehensive, including political, social, cultural variables, etc. This exchange of executives creates different guidelines, influenced by other cultures and that, like a wave, affect human resources and social values. The director of a company that after having lived for several years abroad, adapts certain eating habits or ways of working and thinking, taking it back to his country and influencing his family and new colleagues (Stone, 2015).
	In the economic sphere we observe the trend towards the consolidation of a sort of world market, but at the same time many countries (precisely the most developed ones) take protectionist measures, especially towards other blocks. Such is the case of the USA in the banana conflict with Europe and more recently with other products such as beef. If the European bloc decreases its purchases of an item, they proceed to do the same to maintain an economic balance between what matters and what is exported and protect the national industry (Bratton, 2017).


[bookmark: _Toc511172910][bookmark: _Toc512456978]Conclusion
	In fact, each characteristic that globalisation presents in our days is accompanied by a counterpart that acts in its detriment. As an example, we can mention the effect of the fall of the stock market of Japan, like a wave, in the economies of so many other countries, including ours.
	It is because of all this that we can conclude that globalisation is a dynamic phenomenon that includes social , political , economic and cultural variables; but its dynamism is characterized by recreating contradictions that it cannot fight. The term globalisation is used in different interpretations and senses , although elements common to all versions can be mentioned. Globalisation is not a new phenomenon, but the intensification of cross-cutting transactions that until now were included in the so-called internationalisation.
	This internationalisation also covers the human resources of companies. Are the executives of a few years ago the same as now? Definitively the answer is No. Globalisation creates in those who participate more actively transcendental effects. They tend to see the world as part of their market, they are more open to other cultures because they interact with them, and they are much more focused on the technological advances that contribute to facilitate their daily activities. Technologies without which globalisation, as we know it, would not be possible, or would be very inefficient.
	Perhaps, after tone, we are not so far from becoming what until now has been only part of science fiction, in which the world functions as a great country of which we are all part and in which we interact with each other indifferently.
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