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[bookmark: _Toc161667537]Executive Summary
This assignment has been written to provide a comparative case study of two organisations that I have worked within. One organisation will employ a traditional work environment and the other will have adopted a hybrid working environment and I shall compare and contrast on how this impacts the Human Resource Management. 
Findings
The findings will be gathered from personal knowledge of business information and research from numerous sources which will be evidenced with references. It will also include internal and external environmental changes that influence HR strategies and look at each organisation and look at their approaches to HR. It will also investigate the key concerns within HR such as performance management, employee engagement and diversity before moving on to the role and impact of advanced technologies within these organisations.

Conclusions
The assignment will be concluded by looking at the findings and summarising each area outlining the main points. Also focusing on the key differences between the traditional and hybrid working environments and how it affects the HRM.

Recommendations
Recommendations will then be made on how to strengthen and re-imagine their HR strategy to help cope with change, opportunities, and new challenges.
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[bookmark: _Toc161667538]Terms of Reference
This assignment has been requested as part of a Master of Business Administration (MBA) qualification. Myself (Harry Hillier-Rees) will produce a comparative study between two organisations that I have worked at to highlight how traditional and hybrid settings change the way organisations approach people management. 

[bookmark: _Toc161667539]Procedure
I will compare two organisations the first organisation I will use for the purpose of this assignment is Tata Steel where I worked for over four years, and they were operating as a traditional work environment. The second organisation I will use is QuidelOrtho where I have worked for over five years and they have adopted a hybrid work environment.




[bookmark: _Toc161667540]Findings
[bookmark: _Toc161667541]Internal and external influences on HR strategies
People are divided in their opinion regarding the influence that internal and external factors have on HR strategies within Traditional and Hybrid working environments. Arguably, there are both strengths and weaknesses of both working environments and we will see which type of environment these are weighted against. The following paragraph takes a look at how these affects both working environments and how these make an organisational impact.

These days there is a decline in traditional working environments, since the pandemic the hybrid work environment has increased as shown by Strauss (2023). Firstly, the pandemic has been very influential in the way that organisations operate, and this is why we have seen a large increase in hybrid working. Since the pandemic the market for talent has become very difficult with many organisations struggling to attract the correct talent. Tata steel is mainly focused on a traditional work setting and as a traditional work environment they have struggled to employ skilled individuals. When Quidelortho used a traditional work setting strategy they also struggled to employ talent but after the pandemic and the working environment changed, this has allowed Quidelortho to attract more talent by offering flexibility and greater work life balance as CIPD (N.D.) shows that this is an impact of hybrid working. Secondly, Tata Steel had a very large turnover of staff, some of this turnover could be due to the lack of flexibility, work-life balance and strict work environment employed within the organisation. Quidel ortho who now adopt a hybrid environment have a smaller turnover of staff and the morale seems a lot higher than Tata steel this could be down to the increase of flexibility, autonomy of the roles and trust that’s built with the hybrid model that’s been adopted and some individuals are now looking for this flexibility as shown by Spurk and Straub (2020). Thirdly, the rise on the cost of living that we currently see within the economy is another influence that impacts the way in which HR strategies are implemented. As People Management (2024) show the cost-of-living crisis is impacting the productivity of employees. This will impact the financial outlook of organisations and Tata Steel has recently notified the unions that there will be redundancies this year according to Mcarthy (2024). Quidelortho from the rise in cost of living and pressures that this bring have introduced numerous mental health, financial advice and stress awareness sessions to help employees deal with these situations. The cost-of-living crisis has also made employers evaluate their wages against the market average to minimize the negative impact of the crisis on talent turnover as (professional.ft.com, n.d.) shows. 



[bookmark: _Toc161667542]How these organisations approach HR differently
Tata Steel UK employs over three thousand employees within the heavy industry of steel making. The vast size of the UK operations means that the way in which HR is approached is very different to the other organisation Quidelortho where the UK operations employ around five hundred employees within medical device industry. Tata steel HR function is very distanced and less personal due to the large area and number of employees that the team overlook. Whereas Quidel ortho has a much more personal touch, friendly, and sense of inclusion from the HR department. Tata Steel UK have a hierarchy structure which has multiple levels of leadership and management which distances the direct operations labour from the HRM which can have an impact on how well decisions, change and support are passed through the organisational structure as Indeed (2021) shows. They also have well-structured recruitment and training which is very beneficial for new talent entering the company. Once this is complete the interaction between HRM and individuals is somewhat questionable. Quidelortho have recently changed their hierarchy  and adopted a flatter structure by removing some layers from the organisational structure which has enhanced the HR experience for employees. As Kubheka, Kholopane and Mbohwa (2013) show the flat structure allows quicker decision making, better flexibility and autonomy for individuals to make decisions and be accountable within their roles. The flat structure also gives a more personal and streamlined path to the HRM function. Tata Steel UK have a high turnover of employees and rely on a large intake of apprentices every year to cover this. It could be that the HRM lack the necessary tools and approach to retain the talent they build. Quidelortho have had a slight increase in turnover, but this has clearly improved after HR have gathered new sets of data to provide important insights on where improvement was needed to help retain talent. They have also reviewed the current market in each sector to allow the business to gain a competitive advantage within employment which has shown in the number of applicants received in job adverts of late. Within Tata Steel it was evident that there were wasted talent and skill within the organisation, the size of the organisation and the structure allowed individuals potential to be overlooked. As Miles (1965) shows the human resource approach over human relations approach can make use of currently wasted talent which is where Quidelortho succeeds and uses the talent available very efficiently by creating fluid roles. Tata Steel UK operated as a traditional workplace environment and produced a simple people development strategy where courses and classroom events would take place to gain  knowledge, which would normally be as a reactive measure. Quidelortho however use a multitude of different technologies, styles, and methods for training and development which meets a wider spread of individual’s needs. As Quidelortho have adopted a hybrid work environment its now more accessible to train and develop remotely, at site and also in the more traditional classroom way thanks to the “Grow” online training platform. As Niazi (2011) explains for an organisation to succeed the training and development needs to be of active state which enables continuous learning and allows the learner to take a front step and apply themselves to issues and situational problems. This can increase the competitive advantage within the market as Niazi (2011) shows.

[bookmark: _Toc161667543]Key HR Concerns within these organisations
Tata Steel UK operate with a very distanced approach with their HR strategy, this can have a negative effect on the relationship between employee and employer and provide low morale which was evident within the organisation. The way in which Tata Steel UK provide pay increases were not based on individual performance which can contribute to these problems mentioned above. Although, within the organisation the team ethos and collaboration were high, and everyone worked to common goals. However, Quidelortho have a more inclusive approach and have used a performance-based pay review in past years which Lee (2020) shows increases morale, job satisfaction, and work efforts. This way in which performance is managed also has disadvantages which could be an increase in emotional exhaustion which Lee (2020) mentions. Individual performance pay reviews can also impact other areas which were shown from differences within the two organisations such as the interpersonal relationships which can be diminished by the introduction or use of performance-based pay reviews as shown by Rusaw (2009). Quidelortho lacks the collaborations between departments and individuals and the team attitude could be seen as a lot stronger at Tata Steel UK. Quidelortho employ a sound and fair diversity and inclusion policy and culture within their organisation which can lead to a positive increase in employee engagement, organisational performance and innovation as Elwira Gross-Gołacka (2024) shows. Employee engagement is very focused upon with Quidelortho and many surveys, workshops, and townhall meetings are carried out throughout each year to involve employees from all levels in decisions that impact individuals and the business. On the other hand, Tata Steel UK are less focused on employee engagement, and this could be the reason for low profitability and productivity that the business is encountering as well as the loss of valuable employees which could also be impacted as shown by (www.proquest.com, N.D). Quidelortho have other concerns that arise from a hybrid workplace model, this type of model can increase the likely hood of “always on” as (Barber, Kuykendall and Santuzzi, 2023) show that with the increase of remote working, and the expectations of e-work communications response is rising and this can lead to exhaustion, stress and work burn-out.  

[bookmark: _Toc161667544]Role and impact of technological advancements on HR strategies
Technological advancements are revolutionizing organisations as Silva (2023) mentions. The use of these such as automation, Artificial Intelligence (AI) and data analytics can be key drivers to improving productivity, employee engagement, simplifying and modernising processes, and improving the employee experience as Silva (2023) shows. Tata Steel UK is a very labour-intensive organisation and as a traditional work environment with employees attending a place of work, they had always tried to drive the numbers of employees down. One way of doing this was to introduce more automation within the organisation. What this achieved was the reduction in operation jobs and a slight increase in skilled jobs which overall lowered the human capital cost of the organisation. Although in areas this was achieved, the amount of investment was never enough to make a substantial difference. Quidelortho has invested in automation heavily over the past years and this has made an impact in many ways. Quidelortho with so much investment was able to create a larger market share which has produced significant increases in customer demand and has consequently increased the employee count on multiple occasions. With such an increase in  employees this has created a need for data analytics to be able to review and dissect to ensure employee retention, experience, satisfaction, and work effort is maintained. It’s for this reason it could be said that Quidelortho has introduced several initiatives to drive a culture of continuous improvement, people matter, and work life balance from the data gathered. As Silva (2023) mentions, using data analytics can improve the way businesses train, develop, retain, and employ talent by using the valuable insights that this data provides. Tata Steel UK as a traditional environment always relied upon group and individual training sessions either at the workplace or the training centre on site. This uses floor spaces, labour and an increase of time which can have a negative impact on the financial and productivity of the organisation. Whereas Quidelortho use a hybrid work environment where there is a need to make sure that the organisation is equipped with the right technology to provide for employees working remotely. This introduced the need for an online distance training platform which they have named “Grow”.  This has opened opportunities for individuals to have access to more training which is structured, tailored and repeatable with a systematic approach to ensure all individuals are trained the same. 








[bookmark: _Toc161667545]Conclusion
To conclude its evident that both Tata Steel UK and Quidelortho have two different ways in which they strive to succeed within their industry from an HR perspective. It has shown from the findings that a traditional workplace environment is not as valued as a hybrid working environment. This could be due to the flexibility, autonomy, and work life balance that a hybrid working environment can provide as shown by CIPD (N.D). Although, the hybrid work environment does not come without its issues as (Barber, Kuykendall and Santuzzi, 2023) shows that the “always on” issue is one problem that remote working brings. From working in both organisations, It could be believed that Quidelortho have the better working environment overall where inclusion is at the forefront of the business and the HR department are working to continually improve their processes and strategies to gain competitive advantage as an employer. It is also clear that a traditional workplace environment can lead to a better collaboration between employees due to the increased face to face time within the work environment, but this can be outweighed by the number of positives found from the hybrid working environment model that Quidelortho have adopted. It can also be seen that both organisations have not invested in enough artificial intelligence (AI) which could negatively impact their growth in the coming years as AI can provide numerous benefits within the HR function. 

[bookmark: _Toc161667546]Recommendations
From this comparative study there are recommendations that can be drawn from the research and findings. To allow Tata Steel UK to become a more desirable place of work for individuals and to retain their best talent they could adopt a hybrid work environment this could benefit the organisation to increase the autonomy, job satisfaction, and work life balance. Tata Steel UK could enhance their employee experience by increasing the use of big data and using this to enhance employee engagement, employee performance and the productivity of the workforce. Quidelortho employ a hybrid working environment and if they increased AI within their HR strategy it could have a positive impact. As Guenole and Feinzig, (2018) mention AI can introduce numerous benefits including enhancing job candidate experience, lead to more effective and efficient recruitment and retain top talent. This could free time from admin responsibilities for HR employees so that more important value-added decision making, and strategic planning can occur to continually grow, develop, and improve the HR strategy and engagement within the organisation. Another recommendation for Quidelortho would be to use time and day control on e-work and communication to ensure that technology doesn’t allow individuals to over work and hybrid working doesn’t impact employee wellbeing and work life balance in a negative way. As Nataša Rupcic, (2024) shows hybrid working can introduce a negative impact when workload is too high and this can over-spill into the personal life of individuals and create stress. The use of AI could be used in both organisations to evaluate, compare, and make changes to organisational pay structures to keep in line with the current market as an on-going commitment rather than a reactive measure. This should ensure individuals are paid fairly and relevant to their discipline which could help retain talent within the organisations. It would also be good to see AI brought into the organisations to monitor, gather data and information on every employee and their daily activities. This will help identify and segregate value and non-value-added tasks so strategies can be put into place to minimise and/or eliminate the non-value-added portion.
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