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[bookmark: _Toc165242022]Chapter 1: Introduction

[bookmark: _Toc165242023]1.1 Background 
The task of managing and organizing the human resource on the international scale is now one of the most important challenges and possibilities for the multinational companies (MNCs) in the current global business environment (Zharikova and Cherkesenko, 2021). While companies operate in countries with different environments, it is very essential to develop a coordinated HR, policies, and practices strategy and carry it out across different country subsidiaries and cultural contexts. The quests for global integration and local responsiveness in strategic HRM are often opposing forces which make the balancing act one of the persistent tensions in strategic HRM research and practice (Cooke, Schuler, and Varma, 2020).
Standardisation of approaches is good for both economies of scale and coordination but offers the risk of disregard of local needs. On the other hand, the absence of centralisation deprives the subsidiaries of vital synergies that could have been achieved across the whole enterprise (Liu and Zhao, 2022).
Finding optimal hybrid solutions continues to elude even the most experienced MNCs. Further complicating the issue is rapid technological change accelerating the blurring of geographic boundaries. With digitalisation transforming workplaces worldwide, strategic talent management must also keep pace (Dorasamy, 2021).
Despite extensive academic inquiry, more context-specific case study insights are still needed. In particular, successful strategic alignment between coordinated HRM and multinational business goals requires further examination, given the diversity of challenges presented by various industries, sizes of operations, and societal conditions around the globe (Malik et al., 2021). By investigating two established multinational organisations operating across different sectors, this dissertation aims to address such contextual gaps and offer new practitioner perspectives.

 
[bookmark: _Toc165242024]1.2 Research Aims and Objectives
The overarching aim of this research is to explore how leading multinational organisations strategically integrate HRM practices to develop and execute business strategies on a global scale.
To achieve this aim, the following key objectives have been established:
· Conduct a comprehensive review of the relevant academic literature regarding strategic management, comparative HRM, cultural influences, and managing talent internationally. This will establish the theoretical foundations and identify remaining gaps in our current understanding.
· Undertake in-depth case studies of Unilever and BP to closely examine real-world approaches to structuring and coordinating HRM worldwide in support of corporate goals. Semi-structured interviews with HR and business leaders will capture strategic thinking, lessons learned, and emerging priorities.
· Compare and contrast the case study insights to identify commonalities and differences between the companies. Best practices will be determined for optimally supporting organisational effectiveness through integrated strategic HRM on a global scale.
· Synthesise the empirical findings with the literature review. This will assess the ability of strategic HRM to enable competitive differentiation in international operations, under various environmental conditions.
· Offer novel, evidence-based theoretical perspectives along with strategic recommendations for HR and business executives managing geographically dispersed, multi-sector talent pools in today's rapidly evolving business context.

[bookmark: _Toc165242025]1.3 Research Questions
To accomplish the stated objectives, this study seeks to answer the following key research questions:
· How do Unilever and BP balance global integration of HRM practices with localisation needs across different country subsidiaries? What organisational structures and management processes do they employ to coordinate strategic talent programs worldwide?
· What factors specific to each company's industry, size, ownership structure influence their chosen strategic HRM approaches? How effectively do these integrate HR with business strategies, and provide competitive advantages in international operations?
· What best practices emerge from comparing the cases? How do Unilever and BP align diverse HR functions like recruitment, performance management, culture shaping to support strategic priorities globally?
· How do institutional conditions like cultural variability, regulatory complexity affect HRM strategies? What lessons can the companies offer other MNCs for navigating such contingencies and dilemmas around globally integrating talent?
Answers to these questions will advance both scholarly HRM theory and business practice through novel multi-dimensional insights on intra-organisational talent dynamics within a global strategic context.

[bookmark: _Toc165242026]1.4 Significance of the Study
This research holds scholarly and practical significance. Theoretically, it furthers organisational theory by illuminating how leading firms balance standardised integration against contextualised responsiveness worldwide. Managerially, the insights will guide strategic talent management for MNCs seeking competitive differentiation at international scale, factoring a diverse array of social, technological and regulatory forces (Liu, 2024).
Given steady diversification across borders, understanding how globally integrated yet locally sensitive HRM supports strategy formulation remains mission-critical for organisational success. For policymakers too, the study sheds light on socio-economic impacts through an ability lens (Söderblom, 2021). Overall, addressing these gaps holds potential to stimulate collaborative growth, innovation and well-being in multinational operations.




[bookmark: _Toc165242027]1.5 Definition of Key Terms
For clarity, several technical terms will be defined as follows:
· Strategic human resource management (HRM) refers to aligning HR strategies, policies and practices with overall corporate goals through deliberate coordination worldwide (Verma et al., 2022).
· Global integration entails standardised, centralised approaches to managing talent pools on an international scale for synergies (Feix and Feix, 2020).
· Local responsiveness means tailoring HRM to unique country-level contexts through decentralised, autonomous subsidiaries focused on localisation (Xu et al., 2021).
· A multinational company (MNC) conducts business across national borders through foreign direct investments and managed operations in multiple countries (Lee et al., 2020).
· Strategic flexibility emphasises hybrid, dynamic models that blend integrated uniformity with diversified versatility depending on contingency factors like distance, diversity or uncertainty (Eren and Küçükdemiral, 2024).
These definitional boundaries will apply consistently in synthesising theory and analysing the case studies as part of addressing the research questions comprehensively.


[bookmark: _Toc165242028]Chapter 2: Literature Review

[bookmark: _Toc165242029]2.1 Strategic Management
Strategic management refers to the administrative process of formulating organisational vision and mission statements, developing long-term plans, setting objectives, crafting strategies, and taking actions to increase competitiveness (Charles and Ochieng, 2023). It requires continuous environmental scanning, stakeholder analysis, resource audits and strategic evaluations.
Strategic planning involves determining an organisation's long-term direction and allocating necessary capital and labour resources. It follows an iterative cycle of assessing internal and external contexts, crafting strategic choices, implementing initiatives, and monitoring outcomes (JD, 2023). Key frameworks include SWOT analysis to evaluate strengths, weaknesses, opportunities and threats.
The resource-based view asserts sustainable competitive advantage stems from unique, inimitable bundles of competencies, capabilities and assets. The dynamic capabilities perspective emphasises adapting such resources rapidly through organisational learning amid uncertainty (Juurinen, 2023). Other important strategic management theories include the five forces model addressing industry competition, stakeholder theory considering all impacts, and the Vroom-Yetton model for decision making styles.
Strategic management requires balancing multiple priorities. Strategic flexibility enables adapting resource configurations to diverse challenges over time. Meanwhile, consistency ensures long-term direction remains clear despite disruptions (Zhao and Yan, 2023). Strategic control balances autonomy and centralisation depending on local expertise needs versus integration demands. Strategising also entails innovation management to continually develop new sources of competitive differentiation (Andrews et al., 2022).



[bookmark: _Toc165242030]2.2 Comparative HRM
Comparative HRM emerged analysing how national business systems shape employment relationships and skill formation differently. Initial typologies clustered HRM archetypes by societal models, e.g. liberal market economies versus coordinated market economies (Ahmad and Erçek, 2020).
National HRM further distinguished variances using the "hard", "soft" dimensions of policy regulation, industrial relations, and welfare structures. "Hard" HRM systems in countries like Germany emphasise skills, quality, and long-term attachments. "Soft" systems as in the US prioritise flexibility, motivation, and short-term contracts (Prajogo et al., 2022).
The multidimensional framework studies HRM influences at the individual, organisational and societal levels simultaneously. Individual attributes incorporate demographics, traits, skills. Organisational elements include structure, culture, strategy (Ababneh, 2021). Societal dimensions involve institutions, values, economics. This nested, interconnected perspective better explains complex realities.
National models shape various HRM functions differently. For example, some systems focus heavily on vocational training while others prioritise on-the-job learning. Recruitment and selection practices also diverge, with some contexts emphasising formal qualifications and others experience or social ties (Kruyen and Sowa, 2023). Performance management and rewards are likewise configured as either evaluation-based or seniority-based progressions between nations.
Industrial relations patterns also vary, influencing social dialogue and collective bargaining arrangements. Coordination mechanisms range from market forces to collaborative negotiated agreements across societies. These national institutional factors profoundly impact HR strategies, particularly for MNCs seeking local responsiveness while integrating globally (Gebert, 2024).

[bookmark: _Toc165242031]2.3 Culture and its Influence
Organisational culture denotes implicit norms, values and behaviours ingrained through continuous learning. The competing values framework depicts cultures as flexible combinations of internal integration-external differentiation orientations and stability-flexibility tendencies (Carter, 2021).
MNC subsidiaries display varying cultural configurations based on distance from headquarters and local diversity. Culture profoundly shapes strategic choices, HRM systems, industrial relations patterns. Subsidiary autonomy positively relates to responsiveness but harms integration if divergence surpasses thresholds (Shahani, 2020).
Cultural intelligence entails traits like Drive (motivation to adapt cross-culturally), Knowledge (culture-general and culture-specific understanding), Strategy (selecting best behaviors), Action (executing verbal/nonverbal skills appropriately across situations) supporting global assignments (Chedru and Ostapchuk, 2023).
At the national level, cultural dimensions such as individualism-collectivism and power distance impact HRM practices. Performance appraisals, for example, prioritise team accomplishments over individual goals in collectivist societies.
Subcultures develop in workplaces, occupations, functions, and generations, thus, influencing the values at and the preferences for work. The crucial element of cultural analysis is to comprehend as well as the superficial appearances and the more profound assumptions. (Costa, et al., 2022)
Cultural diversity draws the world closer yet stimulates innovation from the new perspectives in unity. Integration-responsiveness and culture clashes can be triggered by miscommunication if left unattended. This is why leveraging diversity requires managing these two tensions (Fuchs, 2022). National cultural intelligence, which is the awareness and understanding of culture among the national population, is the solution to these risks.

[bookmark: _Toc165242032]2.4 Integrating Local Responsiveness with Global Integration
The GRI (global integration-local responsiveness) framework aims to create a common strategic standard across the board while also making local changes to stay relevant to the customers (Carpenter and Lozano, 2020). Integration at all levels may make the system impervious to changes, while uncoordinated decentralisation may deprive of cooperation benefits.
Strategic flexibility builds on such dynamic, reversible and multi-dimensional organisational structures, processes and resource allocation between these extremes (Eren, 2023). Adaptations get effected through a process of modification with environmentally varied features according to the situation. When an integration that has more similarities than differences is pursued it is called integration.
Given hybrid arrangements such assets and marketing vary worldly but the production processes have been modified uniquely to the locality. Factors such as uncertainty, diversity, organisational learning abilities (Zahoor, Khan, and Shenkar, 2023) are influencing the balance. International firms must achieve balanced strategic interfaces between global and local factors to deliver best international outcomes.
Under the conditions of integration-responsiveness dilemma, the issue is solved by the application of control modes, coordination mechanisms and incentive structures depending on the demand for standardisation-adaptation. The international product divisions are used to integrate the companies, while the international or multi-domestic structures are applied to make the products tuned to the local needs (Tippmann et al., 2023).
Strategic human resources management has an important role to play by providing the global context to fit for the local conditions. The competency models and talent rotation policies provide perspectives and delegation brings autonomy to the workforce (Purgał-Popiela, Pauli, and Pocztowski, 2023). Intermediate level structures make the vertically grouped collective capabilities of countries work together horizontally.

[bookmark: _Toc165242033]2.5 Theoretical Perspectives
The resource-based view proposes combining distinctive competencies as an endogenous source of competitive advantage, if they are valuable, rare, inimitable and non-substitutable. Applied to MNCs, strategically leveraging talent pools through global talent management can provide differentiation (Selivanovskikh, 2020).
Institutional theory, explanations lies at the core of exogenous competitive pressures which comes from societal rules, norms and stabilising organisational structure in field of human resource management and other aspects. 
The contingency theory is against the adoption of a universal best practice, because it is much better to match the company’s competencies according to its surrounding circumstances for a superior performance. The factors shaping up the HRM design consist of the uncertainty element, organisational dependence, as well as size and others (Opara and Waheduzzaman, 2024). Configuration refers to the way in which efficient subsystems influence each other.
From the transaction cost economics perspective the issue of coordination cost of the centralisation versus the local adaptation is considered. From the knowledge-based perspective, the processes of knowledge accumulation, transfer and usage are regarded as a base of a competitive advantage (Loonam and O'Regan, 2022)..
Stakeholder theory guides how firms balance demands from employees, customers, communities, governments and other groups through responsible strategies. Transformational leadership concepts elucidate driving organisational change and development.
Furthermore, the Upper Echelons perspective emphasises top managers' demographic traits, experiences, and cognitive frames shaping strategic choices. Behavioural strategy perspectives reveal biases, heuristics and routines affecting decision making (Acciarini, Brunetta and Boccardelli, 2021). Such diverse theoretical lenses provide multifaceted insights into strategic HRM phenomena.

[bookmark: _Toc165242034]2.6 Gaps in existing literature
Research on intra-MNC coordination could focus more on diverse contexts. Industries like financial services, healthcare, technology alongside sectors like manufacturing remain underexplored (Svystunova et al., 2023). Regional/country specificities also warrant examination separately from cross-national averages.
Due to accelerating digitalisation, future skills development, virtual team coordination presents new challenges for strategic HRM yet remains understudied. Sustainability practices too connect closely with global talent integration but lack depth (Biron et al., 2021).
Additionally, qualitative methodologies like comparative case studies elucidating ‘how’ strategic HRM enables multinational competitive advantages remain limited compared to variable-based quantitative surveys (Ly and Pathak, 2024). Configurational thinking analysing complementarities and equifinality merits further exploration.


[bookmark: _Toc165242035]Chapter 3: Research Methodology

[bookmark: _Toc165242036]3.1 Research Philosophy
This study is guided by an interpretivist paradigm based on a subjective ontology and transactional epistemology. The goal is to comprehend strategic HRM phenomena holistically through analysing various ways of looking at them and cultural meanings in definite organisational contexts. Interpretivist ontology postulates the existence of reality as socially constructed through subjective interpretations, whereas transactional epistemology makes a case for knowledge being created as a result of interaction between the researcher and artifacts being studied. This point thought brings to mind the importance of learning in the real world as well as the various strategies and techniques that are required.

[bookmark: _Toc165242037]3.2 Research Approach 
By inductive research method the process of theory building occurs from the qualitative data that are observed, instead of a deductive approach that tests hypotheses. The deductive method works on specific observations to reach more generalised thoughts and conceptualisations that emerge from complicated data. A methodology emphasising a qualitative approach by using descriptive narrations instead of a quantifiable approach was chosen to study multifaceted phenomena hidden within complex organisational settings. This is akin to realising whether or not HRM is effectively aligning to the mission and vision to achieve staff objectives.

[bookmark: _Toc165242038]3.3 Research Strategy
A case study looks at Unilever and BP separately, thus making it possible to make an in-depth examination of strategic HRM in real-world situations that are not being limited to one-dimensional analysis. The sampling was theoretical based on representative variation between industries and country scope to select the cases to reveal different strategic HRM contexts. The case study method is very suitable for answering "how" and "why" questions by using up-to-date issues that happen in actual real life. Multiple data sources are used to examine the issues. The embedded units of analysis such as HR departments and subunits in a specific case were considered. Capturing both cross-case similarities and within-case particulars in the analysis intensifies analytical generalisability.

[bookmark: _Toc165242039]3.4 Data Collection Methods 
Secondary data collection included an extensive review of annual reports, sustainability reports, HR policies and internal documents from 2000-2020. This provided a comprehensive longitudinal examination of changing strategic HRM approaches over time within each organisation. Academic literature was also reviewed to contextualise findings theoretically within strategic management, comparative HRM and related bodies of knowledge (Cooke, Schuler and Varma, 2020). Publicly available archival records such as organisation charts aided analyses of structural transformations. No primary data was collected to maintain focus on documented insights.

[bookmark: _Toc165242040]3.5 Data Analysis
Qualitative thematic analysis moved inductively from decontextualising data through line-by-line open coding to reconstructing conceptual categories representing emergent themes relatable to research questions. Computer assisted qualitative data analysis software facilitated systematic organisation and coding. Within-case analyses generated thick descriptive profiles whereas cross-case comparison explored divergences and commonalities (Love and Corr, 2022). An iterative process cycled between theme development and constant checking against source documentation to reduce potential for selective bias in interpretations.

[bookmark: _Toc165242041]3.6 Establishing Rigor
Establishing trustworthiness involved documenting an audit trail of sampling decisions, data sources and the evolution of analytic thinking. Prolonged engagement with literature and case materials through iterative reviews facilitated comprehensive understanding to minimise misinterpretations. Reflexive memos critiquing potential subjectivities enhanced confirmability (Melanson, 2024). Within and cross-case analyses produced confirmable, consistent results. Peer debriefing with supervisors provided external audit perspectives to refine explanations.
Rich description aimed for naturalistic generalisation whereby readers evaluate transferability to other contexts. Integrating divergent perspectives into concise yet nuanced syntheses demonstrated adherence to multiple inherent realities within the cases and credible use of evidence (Nowak, 2023). In summary, meticulously executed qualitative methods using an explicit research design increases this study's rigor and defensibility.


[bookmark: _Toc165242042]Chapter 4: Result and Discussion
[bookmark: _Toc165242043]Case Studies

[bookmark: _Toc165242044]Unilever Case Study

Unilever, the British-Dutch multinational corporate, was started in 1929 through the merger of soap manufacturers based in the United Kingdom. It is owned by the company today and it has more than 400 brands across food, home and personal care, including Hellmann’s, Knorr, Dove, Lux, and Lipton. It works through numerous operating Business Units which include Home Care, Beauty & Personal Care and Foods & Refreshment. The Home Care portfolio is composed of brands like Cif, Domestos and Sunlight, which together account for about 30% of the group turnover in 2021. Unilever has a considerable global presence in both the developed and emerging markets and in the North America and emerging Asia region only, they earn nearly half of their revenue (Boudreau, Cajal-Grossi and Macchiavello, 2023).
Unilever’s international operations span over 190 countries organized into 5 GBDs (Geographic Business Divisions): The regional segmentation will be North America, LatinAmerica, Asia/AMETRUB (Africa Middle East Turkey Russia Ukraine Belarus), Europe, and Home Care (Dilyard and Zhao, 2023). Each international branch is further structured into about 50 country-level operations that localize the corporate operations into local market dynamics. This multiple national model strives to find a balance between these two principles, i.e., integration and flexibility. The firm has underlined that the decision authority should be there with locations closest to the local consumers as this creates agility (Nienabera, Woodcockb and Gutc, 2021). GBDs are primarily responsible for overall strategic direction on their regions, from P&L management to countries’ marketing, sales, and distribution roles.
Strategic HRM is centralized via the Human Resources Leadership Teams in twin headquarters of London and Rotterdam, and the framework is established. Real local HR teams format in accordance with local realities. There are global centers in Budapest, Manila and Wroclaw which take care of transactional operations, such as recruitment administration and payroll, and training and coordination. Here, the vertical approach holds on to unity and at the same time allows flexibility. Provision of an effective framework for governance and appropriate delegation would be an important factor towards achieving the strategic alignment of the company across its wide international presence.
To realize its mission of sustainable development, Unilever put in place several transformative Human Resource Strategies at a global level. The Future Leaders program is designed to attract talented global leaders with a cultural intelligence to manage regional roles globally. The graduate scheme which is the source of university leavers for fast-tracked development, is the Management Trainee scheme. Competency models are scaled up by embedding leadership and digital skills throughout different levels to enable a business transformation. Particular competencies are named to contribute to Unliever's strategy to achieve its strategic priorities in marketing innovations, supply chain efficiencies, and portfolio management.
For instance, in India the rapid growth required the organizational development process that included the deployment of digital technologies across all the functions of the organization. Thus, Future Ready program of Unilever by the end of the period 2018-2020 trained over 7,000 employees in advanced manufacturing, data analytics and e-commerce competencies. In the same tune the US strategy was designed around DEI as the social landscapes also changed. HR unions with business units to build inclusive recruitment programmes and entrepreneurial guidelines. The existence of a supplier code of conduct led to the adoption of fair employment practices at the supply chain’s various levels.
Unilever’s talent identification and succession planning approach scans the leadership pipeline regularly using a 9-box grid rating potential and performance. High-potentials are nominated for accelerator programs at the India Leadership Center and Singapore ASEAN Campus to broaden strategic mindsets through cross-cultural exposures. Rotational assignments in multiple regions build well-rounded experience. The company utilizes advanced technology tools for competency-based assessments and tracking employee movement within the organization. Succession data provides insights to strengthen talent pipelines (Tapia and Kirtzman, 2023).

[bookmark: _Toc165242045]British Petroleum Company (BP) Case Study

[bookmark: _Hlk160687570]The British Petroleum Company (BP) is an oil & gas British multinational with its headquarters in London with over 78 countries (Alm, and Brown, 2021). The history of this oil company is traced back to the precursor companies that were amalgamated in 1909 giving birth to the Anglo-Persian Oil Company, the parent company that has, over the years, become a market leader across the entire energy value chain from exploration to refining, marketing and trading. BP’s production successes include the discovery of Prudhoe Bay in Alaska and the completion of a number of large-scale and deepwater projects in hostile environments around the globe. It has slowly incorporated renewable energy into it portfolio by buying developers of solar and wind power through acquisitions. Remaining skilled across offshore and onshore drilling, liquefied natural gas, petrochemicals and convenience retail is a key commitment BP will continue to meet for the decades ahead.
BP's operations span three main business segments: Upstream deals in oil and natural gas exploration, production and transportation to about 30 countries; Downstream is all about refining crude oil into products and transporting fuels through the globe and Rosneft is a stake 19.75% in the Russian oil producer (Guo, Yang and Wang, 2021). The Upstream area, which covers the bulk of capital expenditure, is mostly through major projects that have been established in Oman Azerbaijan, Egypt, Angola, and the Gulf of Mexico, helping to reinforce BP's reserve base. Upstream covers concessions, fields, and other facilities while Downstream manages refineries, lubricant plants, and service stations in consumer markets. Rosneft has a significant share of oil reserves and downstream infrastructure that puts it on the list of the most crucial partners BP wants to be associated with as it is pursuing the strategy of maintaining presence in promising regions.
BP follows the dual approach in HR with global standards but freedom in implementation at local levels. Organizations like Upstream and Downstream have that HR at a chief level while the HR executive officer who is at the CEO level ensures consistency throughout the company. Policies are global but countries businesses require convening in local issues (Pucik et al., 2023). This creates a coherence within the contexts, which are proxied by the different locations. Global policies have talent acquisition, performance management, and reward standards while local teams adapt programs with cultural sensitivities and operational regulations specifications. Different regional centers located in Asia, Middle-East, Africa, and the Americas aim at strengthening ties between national level HR experts and thus facilitate the exchange of knowledge among them.
Strategic workforce initiatives of capability building are perfectly coordinated with energy transition objectives. Programs that target activities along the lines of green economy expansion and support of the low carbon business development. The program for graduate serves the young professionals, and the programs for executive leadership are designed to inspire the experts on biofuels, carbon capture and renewable power generation. Job rotation represent a chance to learn different sets of skills, concepts, and rules that are applicable in the technical and business world. The graduate rotational program is an example of many strategies used to empower the early career hires with cross-disciplinary and cross-regional understanding needed for them to move around the world navigating the complex energy markets and leading the transition from within. The customized learning trips will have a range of topics such as corporate social responsibility, project management basics and emerging technologies like carbon footprint and clean hydrogen.
The model of leading competency is designed to define the key behaviors aimed at developing self and others to achieve BP's purpose and strategy. Success profiles determine what it takes for a manager to become a full-fledged executive. Through an "Insight Assessment" individuals can recognise their own strengths and areas of development. Future leaders' or Executive Scrum projects being customized in order to develop an agile way of thinking among business leaders. The leadership competency model rooted in BP's purpose and values is guiding it. It is the cognitive and interpersonal capacities that help to lead the diverse teams and operate strategically across the globe that are laid out in this role (Edmund et al., 2023). Assessment data drives the AI assisted mapping of career paths and succession planning tools. Individual development plans (IDP) are the basis for multi-dimensional assignments, coaching or external executive education.
In the context of BP's efforts to ensure sustainability of India's growing energy demand, "Skill India" program enrolled 5000 youth to get skilled in trades such as welding and instrumentation and hence better employability (Amulya and Raju, 2021). Also, the workshops digitalized in the Brazil platform workers were reskilled in data analytics to improve production optimization. Consequently, modern technology renders HRM management more efficient. Use our automated essay checker to verify your written work. In addition to providing the common people of India skills so as to enable them to have productive careers and to ensure a pool of talent sensitized to process safety for industries critical to India's GDP, the 'Skill India' program has also developed them. The Brazilian platform used upskilling in data visualization and reporting that was technologically based on SCADA systems to facilitate remote monitoring and efficiency gains for offshore drilling rigs. Digital learning platforms made these projects global with cost effective adaptations of the relevant content in local languages. Environmental standards are placed within HR systems through the use of competency frameworks, goal-setting, acquisition sourcing and contract management. It is the social dialogues that are very carefully managed and they are designed to be drivers of change agendas like energy transition agreements.
Otherwise, these rules add to the responsibility. BP set up a Compliance function on the Upstream side to ensure compliance. Each operating entity was also responsible for compliance. The local and central models (regional/central) allow for flexibility and risk management at the same time. Localization more often than not involves dealing with unions in places like Germany as opposed to Australia which are quite different in terms of the way things work. Compliance is a responsibility that is overseen by a Vice President who makes sure that our operations are compliant with all international and local laws across different business units and technical functions. Environmental standards are placed within HR systems through the use of competency frameworks, goal-setting, acquisition sourcing and contract management. It is the social dialogues that are very carefully managed and they are designed to be drivers of change agendas like energy transition agreements (Bashynska, 2023).

[bookmark: _Toc165242046]Discussion
[bookmark: _Toc165242047]Balancing Global Integration and Local Responsiveness
Unilever brought system integration and responsiveness into the forefront through its multinational organizational structure. The company has organized with the help of its five Geographical Business Divisions, which covers the regions and 50 country operations. A new GBD model has been developed for decentralized management of this process in the market (Gargano, 2021). This is achievable by placing decision rights close to actual local consumers in order to promote responsiveness by the brand to a variety of needs in 190 markets. GBDs were top level of management serving as the overall strategic vision setters and profit/loss managers for their territories. However, countries developed localized marketing, sales and distribution processes they fitted.
Strategic HR frameworks were developed though the headquarters of London and Rotterdam jointly and being standardized globally. Yet, the regional HR measures were executed with due regard to the existing situations. Targeting a situation in India, the 'Future Ready' digital skills program that is meant for e-commerce and analytics will be introduced for over 7,000 employees (Hong, 2022). The speaker implied shifting of foreign policies to suit local contexts. The same thing happened to the United States as social challenges became the US’s main strategic goal. The HR department started inclusive recruitment partnerships in that direction and supplier guidelines.
BP also adopted a combination of policies which both centralized the decision-making and delegated implementation to the divisions and subunits. The core frameworks of talent management, performance, and reward process was uniform, but the affecting factors such as cultural nuances and regulations varied by country. One example is BP that was using competency models in which they were including skills that are are most in demand in transformations, like carbon offsetting knowledge. In India the 'Skill India' trades training program aimed at building long-term skills and sustainable employability has proven to be very effective. In Brazil, digital reskill happened to the platform crews and that led them to remotely monitor the offshore rig production.

[bookmark: _Toc165242048]Integrating Strategic HRM to Support Business Goals
Unilever integrated HRM with other business processes to push the organization’s agenda of digitalization and diversity in the world. In India, where the speed of growth required digital readiness of an enhanced level, more than 7,000 employees obtained the Future Ready course in analytics, advanced manufacturing, and online channels in the 2018-2020 period (Bresciani et al., 2021). The program was instrumental in enhancing digital skills to ensure the marketplace transformed itself.
Also, the US ensured this by pressing the matter of inclusion since the society was changing its customs and views. HR led the way with new recruitment partnerships and a supplier code of conduct to make sure that underprivileged communities are treated fairly, and the vulnerable supplier communities can last sustainably in terms of procurement. The following examples illustrated how HR function was coming up with skilling initiatives which became a part of strategic agenda.
BP tapped into its creative capabilities across the value chain and targeted technology domains like renewable energy and carbon services through programs providing hands-on experience (Kalpaka et al., 2020). STEM graduates were recruited on the graduate program, the executives were trained to develop a deep understanding about the sustainability imperatives across different functions. The competency banks that kept track of proficiency shifts inform the business of facing the future with caution in its system design that allows diversification into lower carbon spaces.

[bookmark: _Toc165242049]Leveraging Diversity and Agility for Adaptation and Innovation
The culturally intelligent programs rolled out by Unilever across the globe were the key to diversity within perspectives. Through the ILC training, the participants got to experience diverse mindsets and leadership styles, which are critical for a business executive to effectively manage ethnically and culturally diversified markets. The exposure to locations other than the home market made me more flexible, and I embraced the opportunity to create new products to match the local preferences or adapt products from market to market.
Digital reskilling platforms enabled upscaling learning opportunities at competitive prices globally. For BP, a blended package including sustainability modules were done on the web and then followed by training at the work site by giving the crew some tailored simulations. Through self-guided study, trainees utilized knowledge gained however they were coached to the end. It was this flexibility that made this lean manufacturing effective and rather efficient in creating a better product.
The company now offers tailored learning itineraries, which are adapted according to roles. By submitting Unilever sales teams to data analytics workshops, the skills of number-oriented marketing were reinforced, which in turn became closer to the preferences of consumers. The BP combined between classroom learning and the practical training under the supervision of professionals, as such they could achieve the goals of safe and efficient operations by solving problems through hands-on practice (Amalu et al., 2023).
[bookmark: _Toc165242050]Addressing Challenges through Strategic Flexibility
Their successes were due to the fact that they had to confront the same difficulties which needed to be dealt with swiftly. The problem now is the complex nature of work. Societies and technologies are rapidly evolving. And the future for skills was no longer clear, as in a world where careers got shorter and digitalization blended traditional boundaries. The young population's changing values and expectations is a problem for the recruitment process (Karthikeyan and Director-ASB, 2017).
BP faced the challenge of geopolitical instability in many areas where the company traded and influences in oil prices would interfere with planning. Strategy workforce plans had to be developed to seamlessly forecast and respond to the fluctuating demand between the traditional and emergent energy spaces as well as risk mitigation from external disruptions.

[bookmark: _Toc165242051]Theoretical Lenses on Strategic Flexibility
The cases clearly illustrated the strategic viewpoints from a variety of management approaches. Configuration theory, as a matter of fact, helps us to understand the complex systems of hybrid structure as subcomponents designed to achieve the same result in different ways. For Unilever and BP, the control structure of joint centralized-decentralized control was right fit for contextually differentiated situations in a way that was adaptive.
Their worldwide learning and sharing mechanism illustrated the dynamic capabilities approach, which non-stoply adjusts the talent pools while the world is changing in a non-established manner. Collaborative learning platforms and peer-to-peer leadership programs create an environment where knowledge can be exchanged easily and business leadership capacities can be aligned with strategies. These platforms serve as a medium to transform traditional businesses into dynamic businesses through engaged workforces that can transfer learning seamlessly (Abrantes, Preto, and Antonio, 2022).

[bookmark: _Toc165242052]Chapter 5: Conclusion

This study focused on the ways how Unilever and BP integrate HR functions worldwide in order to support the business plans. According to the case analysis, the MNCs with large sizes are capable of nurturing integration and responsiveness throughout the organization through dynamic hybrid structures that are configured based on many contingent factors.
Some of these findings are the criticality of strategic flexibility in the structuring of the HRM systems. Two firms relied on coordinated HRM infrastructure with central control and local autonomy through regional structures as well as empowering of local decision-makers. The competency models and a talent that was demonstrated to enable respective organisations to use their talent pools as a source of a competitive differentiation was proved to be very efficient. Local programs also happened to be well-tuned to the varied institutional and stakeholder influences and stresses.
Integrations of theory, ultimately, showed the multi-faceted character of the interpretations which went beyond the single theoretical perspective. The resource-based view elaborated that competencies of talent can be transformed into a competitive edge when they were employed in an appropriate scale. Institutional theory, which states that both isomorphic pressures that lead to uniformity and the need to adapt to the specifics of the environment should be balanced. Institutional factors, which are parts of the national system, were again proved to be a powerful force in shaping the different national HRMs. The holders of a cultural intelligence perspective were bridging the gaps between the subsidiaries worldwide.
Study had several limitations, which were a heavy dependence on external data source and scope of case studies in the two big companies in a specific industry Future research could continue to look at mixed-methods, broaden sectoral and regional comparisons as well as examine various aspects of digital transformation such as challenges. Another area that might be looked into is in-depth research employing configurational analysis techniques such as qualitative set theory to reveal more fresh outcomes.
In summary, the study contributes to the development of academic knowledge on how leading MNCs manage strategic flexibility at the global level by applying empirical deductions to theoretical grounds. Conclusions show the continuing hardness of synchronising the aspect of staff management procedures that ensure a balance between global integration and local responsibility to support the achievement of the objectives of a company in the long run as seen from various management perspectives. Sustained flexibility and quickness in adaptation is what is needed for the global labor resources to be leveraged perfectly in the future.
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