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[bookmark: _Toc137474060]Introduction
Human resources management (HRM) is the management of people in an organization. The department looks after and manages its employees’ affairs on behalf of the company. Though roles and responsibilities may vary from company to company, procuring adequate labor, assessing their performance, and ensuring that the needs of the company are fulfilled are generally among the responsibilities of this department. The human resources department also trains and allocates staff based on the organization's needs. The department acts as a spokesperson of the company for when handling employee affairs. Other responsibilities of the department may include retaining talent and monitoring employee performance regularly. Some organizations also have their finances managed by the HR department. The department is bound to operate within the scope set by organizational policies and government laws (Coursera, 2023).
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[bookmark: _Toc137474062]History and Challenges in Transition 
Human resource management has been in practice for almost ever. The concept has seen a long development journey from sourcing enslaved people and utilizing them to achieve productive outcomes in early times to professional activities in modern HRM. A brief account of developments in the HRM has been given below:
By the commencement of the twentieth century, many factory owners had adopted labor-friendly policies under the pressure of trade unions. The factory owners acted as father figures for their employees, replacing the previous master-slave relationship. The factory owners' interest lay in having employees work uninterrupted. In contrast, the workers wanted a sense of independence and security liberating enough to operate optimally outside the workplace. The new approach satisfies both of them (Kaufman, 2001).
At the same time, an American philosopher, Frederick Winslow Taylor, came up with his scientific management theory in which he emphasized the role of management as a key player in producing maximum employee efficiency. In his theory, he argued that breaking down tasks into most minor pieces and restructuring them could result in better employee productivity and tasks becoming simpler. He further argued that conflicts in the workplace should be avoided to their maximum, and harmony should be promoted. He also encouraged using a differential piece wage system to reward employees with better productivity and promote competition. His theory of scientific management made essential contributions to the standardization of work. McDonald’s is an example of companies practically using scientific management. The company offers its employees performance-based rewards using this theory (Kemp, 2018).
Further developments in human resource management were made during this time when scientists discovered that the social satisfaction of employees is associated with their productivity. In addition, employee interaction, communication between the manager and worker(s), and worker groups influence employee productivity. Companies such as Nvidia and American Express encourage employee satisfaction. (Sharma, 2022).
By the end of the twentieth century, human resource departments started to emerge within organizations due to competition among organizations to hire talented individuals. HR professionals seek to recruit the most qualified staff for their organization's specific tasks. In addition, they ensure staff wellbeing and eliminate discriminatory practices among them. The HR may act as the spokesperson of employees or the management as and when required.
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The post-pandemic era of Covid has brought significant uncertainties in how people will behave, and the businesses will be run. As a result, businesses may see changing customer priorities, diverging employee career plans, and failing business models. In this state, the HRM needs to ensure sustained business operations, find innovative methods to regain pre-pandemic levels of company productivity and save the business from declining again (Anjum, et al., 2022).
HRM globally is likely to face staff shortages, failed international assignments, dealing with different nations' local policies, ethical challenges, and issues in adapting modern technology and new HR practices. Businesses globally are currently facing these challenges after the worst stages of the pandemic passed. Employee shortages exist in different parts of the world for different reasons. For example, companies such as Deloitte and General Electric send employees abroad for different objectives. Employers need help finding candidates with the right expertise and qualifications. The HR managers have also faced losses due to failed international missions for which they could have hired local people who would have worked according to their environment instead. Employees reported facing isolation, domestic issues, and cultural shocks that hindered their work and resulted in a failed mission (Manchester Metropolitan University, 2022)
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The pandemic brought significant changes in the HRM practices. Concepts such as workplace flexibility, personalized training and development, adaptation of metaverse and a concern for employee well-being all saw a rise in popularity though they were not new. These concepts are likely to continue influencing HRM and therefore have a likelihood of transforming into a new shape. HR managers are increasingly in demand of flexible working conditions and some businesses have also permanently left the physical office. The new trends have turned them to look at hotels as ‘on-demand’ offices to be used only when needed (Price, 2022).
Many organizations have already familiarized themselves with managing remote offices and using cloud softwares to ensure smooth workflows. Many companies already used softwares to hire people and help themselves in achieving diversity goals, however, the process has digitized even further. HR softwares are expected to penetrate small-business markets and transform their hiring into new ways (Potami, 2023).
In wake of adapting digital offices, companies are expected to hold virtual meetings, outings, knowing employees, and other interactive activities to ensure employee engagement while the employees set up their working environment at their place of choice. The use of tech equipment such as docking stations and authentication software enables the employees to work from almost anywhere. Employee engagement is a crucial element for developing employees’ interest and hence productivity. It also helps uphold the organization’s work culture. The new employees may develop a sense of disengagement or isolation from the organization if sufficient interaction does not take place. The new HR practices are transitioning into more employee-centric bodies by ensuring their well-being, addressing their evolving needs such as healthcare and wellness, professional development, and employee experience. Part of the influence is also being put by the employees, who refuse to work for employers not facilitating these needs (Potami, 2023).
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The rise of Covid accelerated the adaptation of technology in all businesses. Human resource management was among the most influenced departments and took up several new practices to cope with the changing social dynamics. Businesses started using analytical data to get insights on workforce trends and gain a competitive advantage. HR software’s that provides complete solutions are replacing the use of multiple softwares sourced through different vendors. Engagement initiatives aimed at both employee and customer engagement are becoming common after being found to be associated with higher company profitability and productivity. These techniques have been used to attract talented employees and retain them. Techniques to engage and attract employees of varying backgrounds are being adapted (Deshpande, et al., 2022). Another important trend is the growing occupation of millennials in comparison to Gen Z. Organizations are looking for new talent which has led to their estimated share of employment crossing 50 percent. Lastly, the use of cloud computing has emerged as an important result of adapting digital technology. The new technology has brought faster and much more effective way of communication while also allowing flexibility. Adaption of cloud computing saves the business from the hassle and the costs of maintaining tech equipment. Use of technology has not only benefitted businesses with productivity and effectivity but has also enabled them to hire talent from across the borders and widen their scope of operation (Theintactone, 2019).
Dixit (2023) has noted hybrid work models, adaption of metaverse, use of people analytics, employee well-being and diversity to be promoted by increased use of technology. The hybrid work model allows employees to work either from their homes or office and at their ease. This practice has shown increased employee productivity, satisfaction and a decrease in stress levels. This model is more effective than both, office-based work and home-based work. As also evident in the case of Lloyd’s, the company has been able to achieve greater productivity and talent retention by allowing the employees to work flexibly. This is because strictly home-based work disengages the employees from the organizations whereas a strict office routine may induce stress and affect work-life balance of employees.
The adaptation of advanced tools like Zoom is what has enabled organizations to operate remotely. This technology makes use of an online platform or portal that acts as an office and enables employees to be at the office just by logging in. Organizations using Zoom can allow employees to work from the place of their comfort, making it more employee-friendly and effective way for company to enhance productivity (Caminiti, 2021).
Employee well-being is another important trend initiated by the growing use of technology. Research has found that employee well-being to be essential in ensuring healthy organization. The use of technology has enabled organizations to spare some time and resources to be invested in employee well-being, which pays back through increased productivity. The elements of a healthy organization are physical well-being, mental well-being, financial well-being, social health, community service, safe workplace, and a healthy culture. The case study of Lloyd’s shows that the company recognizes complex lives of its employees in and out of work and designed its policies in a way that allows employees to play their role in personal and professional affairs seamlessly. Companies are also increasingly looking for diversity, equity, and inclusion (DEI) to eliminate bias, discrimination and harassment. The new work models, including in-person, virtual, and hybrid models, showed an increased need for DEI to promote positive behavior in a workplace environment. It can be achieved by the following methods: recruitment metrics, hiring metrics, day-to-day activity metrics, onboarding metrics, and compensation, advancement, and retention metrics (Dixit, 2023).
Having that said, the use of technology can also be challenging at times particularly for small companies. For instance, organizations using multiple softwares for employee benefits and payment, the management may face issues in handling data retrieved in different forms or through different interfaces. Further, the organization may cost itself more than traditional management if it needs to acquire IT equipment and softwares, and train staff to be able to deal with it. These systems would also require upgrades and maintenance from time to time. The case could get even worse if different vendors were involved. Also, using third-party softwares and equipment may make data transactions insecure. For smaller businesses, using software’s from lesser-known vendors with weaker data protection systems may make company’s sensitive data to be vulnerable to unauthorized access and misuse (Yellow, 2022).
Other drawbacks of the use of technology include exclusion of face-to-face communication, lack of diminished humane considerations, distractions, and laziness. Digital communication eliminates the face-to-face communication in which employees and employers may even communicate about topics not related to work, which does not let the employees form relationships with their peers and those whom they report. It can also create communication gaps as employers do not see the employees and may burden them with excess workload. The automated functions in a tech atmosphere could stop prompting managers to think of creative ideas, nor do they practice their skills, taking advantage of which, employees may indulge in non-productive activities and distract from their role (Sintelly, 2021).
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As the use of digital technology witnesses a rise globally, HRM gets its share too. The management at Lloyd’s recognized and adhered to the emerging socio-economic norms far before its competitors could envision it and hence attained a competitive advantage in retaining high caliber talent in the age of competitive HRM. As of now, global HRM is soon expected to adopt artificial intelligence and cloud based HRM, which was planned before the pandemic. The 2018 World Economic Forum Report showed AI as a critical component in fostering changes. The new technology would revolutionize HRM and influence all organizational activities. Cloud-based HRM is expected to transform current practices into much more effective HRM and considerably raise the effectiveness and productivity of the organizations. In addition, the increasing remote work trends make cloud based HRM more relevant for modern environments where people from various locations need to access the platform (Yarrow, 2021).
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Flexible working refers to the working conditions in which the employees adjust their working hours and places of work according to their wish. The concept existed before the pandemic but gained much more popularity during the restrictions. Flexible working can be of many types such as working from home, job sharing, hybrid mode, compressed hours, and flexi time. Job sharing refers to division of a single full-time role into two people, compressed hours refer to working more hours on some days to spare other day(s), working from home refers to performing office tasks from home without the need to visit office, hybrid mode refers to the combination of office-based and home-based work. The rise of Covid led businesses to have work from home or operate in a hybrid mode (Wheatley, 2017).
Flexible working enables the company to operate more productively and coupling it with use of technology by practices such as the company having its own metaverse allows them to keep track of employee contributions and enable more efficient management across constituents of the company located at different parts of the world. Further, collaborations among different departments are also enhanced as the distance to the person right next and one in another city becomes equal (Planday, 2023).
[bookmark: _Toc137474069]Effectiveness
Flexible working has been found to boost employee productivity. Castrillon (2022) finds flexible working to be effective in raising employee productivty and attractt top talent. Multipple surveys have found remote employees to produce more work and work efficiently. In a comparison, flexible workers were also found more focused on their job while the effect of distraction was substantially higher in the office employees. Castrillon (2022) further notes that flexible employees had developed a more secure connection with their employers and has lesser turnover than their office counterparts. Engagement levels were greater among flexible employees, making them more enthusiastic and energetic at work. Statistical analysis have showed that flexible employees have a better work-life balance, and can be twice as much productive under flexible conditions. They are likely to extract more productivity out of themselves when this task is handed over to them. To support this, a campaign has been launced by the name of ‘ Four Day Week’ to promote reduction of woring days to four and working hours to 32 per week. This benefits the employees as well as the employers as they get a competitive advantage over their competitors.
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Flexible working has several benefits for both, the employer, and the employee. Ranging from cost effectiveness for the company to better work-life balance for the employee, the concept benefits in many ways. Under flexible conditions, employees are eased of the work pressure and are better able to manage their personal affairs while still being productive at work. Employees with flexible working hours are found to be less stressed and more productive at work. Being free of office’s bounds, the employees have been found to increase the amount of productive work.
The phenomena do, however, have some drawbacks too. The staff managers find it difficult to complete office tasks in time due to uncertainty of the availability of the employee for the tasks which require their presence. It could however still be excusable if the staff need to be somewhere else at a given time of the day but having them set free could prompt them to take advantage of.
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Employee engagement helps companies achieve sustainability goals by having employees adapt to company’s day-to-day practices and being better informed of sustainability challenges faced by the company. These employees can therefore suggest and implement sustainability practices tailored according to the company’s context and achieve continuous progress. In contrast, oft-changing employees may take time to adjust to and learn about the company’s environment and its ways of attaining sustainability. This may not allow the company to achieve its long-term goals and keep revolving around initial stages repeatedly. Long-term employees are also better able at working together in teams (FutureTracker, 2023).
Employees engaged with their employers develop sentimental relationships with them, which forces them to stay true to them. These employees are likely to play a supporting role in favor of their employer in time of crisis. They assume such a role to be their duty rather than a favor due to an unwritten, but mutually understood, psychological contract. Companies such as Apple and Google are top examples of those practicing employee engagement (Guest, 2004).
Traditional employment contracts decided operational terms for service provision including location, working hours, policy for leaves, and benefits. However, the case with new hybrid and remote jobs is much different. Employees have much more freedom and therefore an ability to harm the employer by damaging their property, leaking their information, and exploiting their intellectual property. In such cases, employers are triggered to create strict contracts making employees responsible for handling such affairs with sensitivity. For example, some employers may also bind the employees to work certain number of hours at minimum and require them to be traced through software which may or may not monitor using webcam. These requirements make it necessary for the employer to have consent for that agreed by the employee. Employers may also find the need to address situations aspects of remote work such as technical glitches hindering work, reimbursement of service-related expenses (Surana, 2022),
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The evolution of human resource management and the emergence of new trends is making the job tougher for the management. New trends such as including people from diverse backgrounds, globalization, increasing employee demands and expectations, and technological innovations have made human resource management much more complex. This makes the task undoable for one or a few managers, while the larger teams may be able to achieve the results but at a much slower pace and high chance of error in comparison to the tech alternatives available. The demographic changes alone pose a challenge to HR management as now it must deal with diverse people and have them collaborate for the organizational goals to be achieved. What employee diversification means to the management is dealing with different cultures, norms, and lifestyles. Despite being inclusive, such practice can also result in increased conflicts and communication barriers. Also, the organization may need to develop different training programs for different ethnicities. Certainly, these changes have made the organizations more competitive by being able to hire talent from a bigger pool of candidates; the HRM may need to look for new ways to get it done efficiently (ScholarArtcicles, 2015).
In addition to inclusion and diversity, the age factor has also been a cause of concern for the HRM. In the 2000s, many companies shifted their focus towards hiring young employees due to their creativity and productivity. This thought, however, has been replaced by the understanding that a company operates best in a balance of young and old employees, for which they were required to provide equal opportunities to all age groups. This was also supported by the fact that the European Council had announced their political goal to be including more older people into active employment so that Europe’s aging population could face their economic challenges.  Further, the companies were also not able to fulfill their needs of qualified staff in the younger population, prompting them to be inclusive towards the older groups (Day, 2007). 
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Globalization is getting increasingly popular, which requires employers to manage the workforce in a way that all departments could have sufficient expertise and talent. Companies with global workforce are prone to challenges posed by local laws of the employee country, diverging interests of employees leading them away from company goals, varying perception of ethics, varying basic capabilities requiring different training programs, and varying time zones. In order to deal with these, strategies such as mentor programs, strategic deployment, motivating workforce and reward systems for outperformers could be brought into place (Pick, 2020).
HR managers need to acknowledge the cultural differences and cooperate with employees to develop employee engagement and community building. For issues related to diversity, mentor programs could be held where the managers lead the staff through their guidance. In addition to this, employers must also seek increased cultural awareness through training initiatives to ensure intercultural harmony. What one could joke about may be a matter of concern for others, therefore, employers must aim to increase sensitivity over cultural issues. This would result in better working relationships and effective job outcomes (Study, 2022).
To help with this, companies can incorporate use of technology to ensure success in various areas of HRM. The case study of Lloyd’s is also an example of how certain outcomes can be achieved by effective use of technology. It addressed the emerging need for flexibility by allowing employees to work from home, at flexible times using computers. The present case is also similar where there is an emerging need for greater efficiency and attracting the best talent, which could be fulfilled using modern HRM system that are aided by artificial intelligence.
The employing companies also need to design a consistent pay structure to attract and retain talent. Companies not rewarding the additional input of employees by taking overseas assignments or otherwise may lose their employee to their competitor. Overseas tasks or other demanding roles induce reward expectations in an employee. Employers must agree on terms, such as role to be assigned upon repatriation, with the employees to manage their expectations. In addition, employers need to be careful in assigning cross border roles to employees who are likely to turnover in pursuance of better career. Use of computers to track employee performance and any extra inputs given can help the company assess the extent to which rewards of employees are due (Kela, 2023).
To deal with varying local laws and tax systems, HR managers must comply responsibly to avoid any legal action. The company should adhere to local employment laws, minimum wages, local holidays, cultural practices, and other needs (Goldfeder, 2023). Having these tasks done by artificially intelligent devices can help the manager be informed about company’s compliance status and the tax implications of the company’s current operations in a timely manner and enable them to compare future option to make best decisions.
As for language barriers, employers may offer assistive tools to help comprehend messages and therefore enable effective communication. In addition, employers can also make efforts to familiarize themselves with their employees’ languages to promote inclusivity and effective collaboration. The use of technology has proven to be a key enabling factor in achieving global workforce to collaborate and work for similar goals. Online platforms could be utilized for communication, collaboration and tracking productivity and play a significant role in shaping the organization and its operations (Indeed, 2022).
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Lloyd’s TSB Group is an exemplary organization offering flexible working. The case study shows that the company was the first of its kind to adapt such a policy and had therefore formulated its ways of implementation on its own rather than following an already developed mechanism. The businesses appear to have successfully implemented the flexibility policy and reap its benefits by upholding employee commitment and retention. However, the rise of pandemic caused the socioeconomic dynamics to alter significantly, leaving many employees out of work and causing businesses to suffer, the revival of which is uncertain even after the pandemic has been curbed. In the wake of such a situation a company like Lloyd’s TSB could adapt alternative paths of operation to enhance its already booming flexibility. One such path could be the use of technology to the extent that the company creates its own metaverse where the employees’ work can be tracked, and the employees can have an accessible platform to keep their managers updated. This method is potentially the most suitable for the company given its spread across the world and high number of employees. Also, the use of the internet is common in most parts of the world which makes the idea inclusive. Further, the organization also has a record of staying ahead of the competition by foreseeing future trends and taking steps to comply with them as soon as they are recognized. The concept of metaverse has started being adapted by big companies with Siemens and Hyundai being some of the examples. The trend is likely to spread further, given the changing trends. The cost implications of such adoptions are insignificant as compared to the potential losses it would have suffered by being absent in the digital scenario. This shall however require the employees and employers to gain familiarity with the new office interface but that too could be assisted by a user-friendly interface being developed for most of the employees, whereas the management may need professional training to adapt to the complex structures of the platform and, also the ways various functions are performed. Overall, this could be a key step in ensuring the company’s growth and immunity to similar future events and may even help the company recover any losses incurred.
Another area of improvement could be the return of female employees after maternity leave, where the rate of return is 87 percent. What company could do in this case is practice employee engagement and stay in touch with the employee on leave to stay updated about their conditions and predict whether they could join back or work from home any time soon. Some new mothers may need longer to return to recover and revert to pre-childbirth conditions than others. The flexibility provided by the company could lead them to stay back at their company.
Zimmerman (2017) highlights a case of a new mother returning back to work after maternity leave due to understanding approach by their employer who provided flexible work from home tasks that the employee may even turn down upon inability to do. The employee who was offered this was motivated for the opportunity and is reported to have turned down assigments ‘almost never.’ In contrast, in another case, an employee was denied paid maternity leave due to being pregnant at the time of joining the company an having not stayed there long enough. The employee eventually resigned and took up freelance assignments.
That said, it is essential to note that flexibility and post-pandemic recovery challenges were dealt with in various ways. Taking Microsoft as an example, the software company took different initiatives to deal with different aspects of the crisis. For example, to overcome the reduced customer turnover in the markets, Microsoft developed a remote model of retailers interacting with customers to continue providing customer support and retaining the retail staff. Moreover, finding the employees suffering from stress and mental exhaustion over working post-office hours, the company acknowledged the issue by renaming "sick days” to “sick and mental time.” The company overall became human-centric in human resource management. The managers were taught new ways to interact with the issues brought up by employees. They were trained regarding the approaches taken on different issues (Colletta, 2021).
The role of managers in Microsoft's case was crucial. They had the job of incorporating new employees into the workforce in a way that they could streamline with the company's objectives and become the workforce's integral part. The managers ensured carrying out this job in a supportive environment that developed connectivity among the employees and ruled out feelings of isolation. The leaders encouraged managers to listen to employees more carefully and responsibly. This caused the employees to participate more actively in the meetings and post-meeting discussions (Velush, 2023).
Like Lloyd's, Microsoft was flexible when offering hybrid work models and flexible office hours before Covid. However, the rise of Covid opened up the company to many more dimensions of flexibility. The company realized that the flexibility needs of the employees could vary from person to person, and it is essential to identify the dimensions of flexibility that are important to their employees. Flexibility can come in many dimensions, such as timings, including the number of working hours and the time of day, type of job, place of work, methods of delivery, and work intensity (Segal, 2021).
Though these flexibility measures may have allowed the companies to sail through tough times, the new working mechanisms have constricted the room for non-professional interaction and have therefore caused relationships among employees to suffer. The HR department at Microsoft realized this and decided to encourage employee interaction before meetings where they would ponder upon their fellows' lives and not the work (Colletta, 2021).
In this view, what can be learned from the rival company is that the contextual changes may sometimes require adaptation measures despite overwhelming success under normal circumstances. The key takeaways retrieved from the case of Microsoft are that post-pandemic recovery and growth are not unachievable if the right strategies are adopted. Microsoft dealt with the Covid challenges by formulating context-specific solutions, mainly comprising enhanced flexibility and a deeper understanding of the issue. The company recognized changing employee needs and working conditions and emphasized such changes to its model so that company operations could continue despite challenging conditions.
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This report shows that HRM practices had continuously evolved before such a concept was known. The case was similar when the changing needs demanded further evolution and an alternative to work practices. The HRM used mixed methods of hiring, training, evaluating, and retaining employees. The HR managers used digital as well as in-person communication and evaluation techniques. Some companies have already started their journey of transforming HRM into a tech-centric job by using tech equipment and software for all sorts of communication. In this, the employees and the employers interacted using online platforms that eliminated the need for both parties to be present in the same physical space at a given time or be online at the same time. Some efforts to incorporate the use of artificial intelligence were also being made.
However, the rise of the pandemic compelled HR managers to look for alternative ways to get the company's tasks done, given the sociopolitical context. Many companies even faced existential crises, whereas some took immense losses. Under these circumstances, companies eyed technology as an alternative to in-person interaction and tried to have employees work out of the office. On the other hand, the employees tended to have their priorities shift from working solely in exchange of money to working for a human-friendly, flexible, and understanding employer. This ignited an overall change in the HR functions. Employers now need to work in their business's interest, take a more employee-centric approach, and work as an intermediary facilitating communication between the employee and the employer.
In the current times, HRM has incorporated technology to a great extent. Many companies hire and evaluate employee performance through software. The ways of service provision and office use have been rethought. Incorporating the use of technology means that many roles now do not require a set physical space to work at. The use of offices has been reduced, which also positively impacts climate as traveling has been reduced. Communication between the employee and employer has also been eased. Further, technology has also enabled employers to source services from a broader range of providers by not confining themselves to people in their physical reach.
In addition to this, HRM today is more employee-centric than ever. Employers try to attract top talent by offering competitive packages. Flexibility has reached the core of offerings because employees prefer easy working conditions that allow them to balance work and life without stressing over office demands. The hybrid work models are gaining more popularity, in particular, because they are suitable for employees and employers. The employees get to de-stress by working from home on some days, while their office days allow them to strengthen their connection with the office and not become isolated. On the other hand, employers get to monitor employee performance on office days, whereas non-office working days help make the employees more productive. Also, maintaining an office is costly for the employer compared to sourcing remote services; however, absolute dependence on remote work may make the company vulnerable to employees' non-cooperation.
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