

Summary of Learning Approaches
	Session
	Key Learning Goal
	Case Study Title

	Session 1
	Aligning HR with Business Strategy
	"The Digital Disruptor’s Dilemma" (TechNova)

	Session 2
	HRM Models & Their Application
	"From Bureaucracy to a People-Centric Approach" (GreenHarvest)

	Session 3
	HR Structure & Ulrich’s HR Model
	"Restructuring HR for Global Expansion" (Atlas Fashion)

	Session 4
	HR Outsourcing & The Future of HR
	"The Automation vs. Human Touch Debate" (FinServe Bank)



Session 1: Aligning HR with Business Strategy
Case Study: The Digital Disruptor’s Dilemma
Company: TechNova Solutions (TNS)
· Industry: AI & Cloud Computing
· Size: 800+ employees
· Location: London HQ, with offices in Singapore and San Francisco
Scenario:
TechNova has grown rapidly over the past five years, acquiring three AI startups to expand its product portfolio. However, the leadership team is struggling to integrate these acquisitions into a cohesive organizational culture. Employees feel disconnected, turnover has increased by 30% in the past year, and engagement scores are plummeting.
The CEO, Alan Hunter, believes that aligning Human Capital Strategy with Business Goals is key to solving these challenges.
Mock Email from the CEO to HR Team

Subject: Urgent: Aligning HR with Our Growth Strategy
Dear HR Team,
We are at a turning point. Employee engagement and retention have become major challenges. We must align our HR strategy with TechNova’s business vision or risk losing our best talent.
Key issues:
· Turnover up by 30% in the last 12 months
· Low engagement scores (52%), especially in R&D and Product teams
· Lack of a structured career progression framework
· Employees from acquired startups feel disconnected from the culture
I need HR’s strategic plan to address these challenges. Specifically, how can we:
1. Develop a Talent Retention & Engagement Strategy?
2. Implement an HR Model that integrates startup employees?
3. Align HR with TechNova’s long-term business strategy?
Looking forward to your recommendations.
Best,
Alan Hunter
CEO, TechNova Solutions
Supporting HR Data: Employee Engagement & Turnover
	Department
	Turnover Rate (%)
	Engagement Score (%)
	Top 3 Employee Concerns

	R&D
	35%
	48%
	Lack of growth, low recognition, unclear leadership

	Product
	30%
	52%
	Overworked, integration issues with acquired teams

	Sales
	25%
	60%
	High pressure, unclear incentives

	Operations
	20%
	67%
	Lack of development programs



Tasks for Student Groups:
Identify a suitable HRM approach (Hard HRM vs. Soft HRM) for TechNova.
Recommend a Talent Management & Retention Strategy.
Propose an HR transformation initiative (talent mobility, career progression, engagement policies).
Key Takeaway:
Students will link HR strategy with business success, ensuring HR is a driver of competitive advantage.

Session 2: HRM Models in Action
Case Study: From Bureaucracy to a People-Centric Approach
Company: GreenHarvest Ltd.
· Industry: Sustainable Agriculture
· Size: 1,200 employees
· Location: UK
Scenario:
GreenHarvest has operated with a traditional Personnel Management approach for decades. HR focuses on compliance and administration rather than employee engagement. But now, the CEO wants to modernize HR, shifting towards a people-focused Human Resource Management (HRM) model.
Mock Email from the CEO to HR Director

Subject: HRM Strategy for GreenHarvest’s Future
Dear HR Director,
We need to modernize our HR approach. Our current HRM model is outdated, leading to low engagement and high employee dissatisfaction. I want to explore different HRM models that can align with our growth.
Key HR challenges:
· Employees feel HR is a rule enforcer, not a partner
· 56% of employees believe career progression is unclear
· HR’s role is mostly administrative, lacking strategic impact
I need a proposal on:
1. Which HRM model (Michigan, Harvard, or Guest’s) is best for us?
2. How we can transition from Personnel Management to Strategic HRM?
3. Specific steps to improve engagement, talent development, and retention.
Looking forward to your recommendations.
Best,
David Green
CEO, GreenHarvest Ltd.
Supporting HR Data: Employee Perceptions of HR
	Statement
	% Agree

	HR is primarily administrative and compliance-focused.
	74%

	HR helps me grow my career in this company.
	31%

	My performance is evaluated fairly.
	45%

	I feel recognized for my work.
	38%


Tasks for Student Groups:
Compare Michigan (Hard HRM), Harvard (Soft HRM), and Guest’s models.
Recommend the best HRM model for GreenHarvest.
Develop an HR Transformation Plan.
Key Takeaway:
Students will evaluate different HRM models and recommend transformation strategies.

Session 3: HR Structure & The Ulrich Model
Case Study: Restructuring HR for Global Expansion
Company: Atlas Fashion
· Industry: Luxury Retail
· Size: 2,500 employees
· Location: London HQ, with international presence
Scenario:
Atlas Fashion has expanded globally but still operates a centralized HR model. Local offices struggle with slow HR responses, cultural misalignment, and poor HR-business integration.
Mock Memo from CEO to HR Director

Subject: HR Transformation for International Growth
Dear HR Director,
Our current centralized HR model is failing our international teams. We need a new HR structure that balances global strategy and local needs.
Problems reported by country managers:
· HR decisions take too long at HQ.
· Local teams lack HR support for recruitment and engagement.
· Employee satisfaction scores are lower in international locations.
Your challenge:
· Should we adopt Ulrich’s HR Model?
· How do we balance centralized HR and local flexibility?
· What changes do we make to our HR Business Partners and Centres of Excellence?
Best,
Emma Cartwright
CEO, Atlas Fashion

Supporting HR Data: Employee Satisfaction in Global Offices
	Region
	HR Response Time (Days)
	Employee Satisfaction (%)

	UK (HQ)
	5
	80%

	Europe
	12
	60%

	Asia
	15
	55%

	Middle East
	18
	50%



Tasks for Student Groups:
Design a new HR structure using Ulrich’s Model.
Create a change management plan for transitioning to the new HR model.
Define the role of HR Business Partners in the new structure.
Key Takeaway:
Students will apply Ulrich’s model to real-world HR restructuring.


Case Study 4: The Future of HR – Outsourcing & AI in HRM
For Session 4: HR Challenges – Outsourcing, Line Managers & The Future of HR
Case: The Automation vs. Human Touch Debate
Company: FinServe Bank, a UK-based financial institution.
Context:
FinServe Bank is under pressure to cut costs and improve efficiency. The CFO has proposed outsourcing major HR functions like recruitment, payroll, and training to a third-party HR service provider. The CHRO opposes the move, arguing that HR’s value lies in direct employee engagement and an AI-driven HR strategy might compromise company culture.
Challenge for Students:
· Should FinServe outsource HR services or invest in AI-driven HR automation?
· What are the risks and benefits of outsourcing vs. internal HR?
· Propose an HR tech-driven transformation plan that balances cost-saving and human engagement.
Expected Learning Outcome:
Students debate the impact of AI and outsourcing in HRM and develop a future-proof HR strategy.
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