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Transcripts:
Introduction
Human Resource positions are frequently unfortunate occupations in which HR managers have to equate their demands with their staff (Edwards, and Rees, 2011). Often, both parties do not value this hard effort. Few employers start recognizing that the human resources staff is hardly an essential resource, but it can assist build a competitive edge that enables the firm to beat the competitors (Minnaar and De Morree, 2019). HR teams carry several tasks which might influence the competitiveness of a firm versus other companies directly. The following presentation shows the structure, design, and strategy of Coca-Cola company HR function and role in establishing and maintaining the company's competitive advantage for the next five years.
Company Background
Coca-cola company is a worldwide multinational beverage manufacturer with one of the finest brands in the world, as stated by. The firm manufactures several non-alcoholic drinks marketed in more than 200 countries (Coca-Cola Company, 2021a). The manufacturing process of Coca-Cola beverages covers the firm that produces and distributes. In some instances, it sells it to retail outlets, sales machines, and persons for ultimate manufacture and distribution to end customers (Coca-Cola Company, 2021a). This firm aims to provide a worldwide beverage brand to satisfy peoples choices drink needs, promote the connection of top clients and suppliers, and generate amusement and long-term value. 
The company manages twenty-five worldwide operating divisions. The company HR department creates a bond with Coca-Cola family (Jones and Comfort, 2018). This is achieved in two key areas: First, by promoting a shared concept of human resources inside the industry and by creating corporate human resources approach in the firm (Coca-Cola Company, 2021b).  The company HRM group sees its purpose as one way that local firms may create their respective Human resource practices and provide the underpinning concepts (Jones and Comfort, 2018). The company has a common wage concept to help in gaining a competitive advantage.  The company is also aimed at gaining client loyalty, increasing unit sales, and charging premiums. The marketing goal is also good, which includes growing consumer engagement, increased market capitalization, sustainable rivals, and an increase in the worldwide scale of Coca-Cola (Coca-Cola Company, 2021b).
Human Resource Management for competitive advantage
According to Marchington et al. (2016), HRM is critical to the organization's development; the creation of the management is meant to create and develop the company's achievement and is an essential component of the growth of all organizations. The human element produces the aggressive aggregate corporation, especially for a worldwide multinational firm such as Coca-Cola. As an international company, the aggregate rules and regulations of all its divisions worldwide are virtually difficult to have (Armstrong, 2017). The diverse cultural, economic, and political disparities are mainly addressed. Managing human resources plays a crucial role in addressing varied recruiting, productivity, leadership development, workforce management, and transition planning (Delery and Roumpi, 2017).
The Company HRM views its purpose as the underpinning concept for local enterprises to build their strategy in human resources. For instance, Pepsi has a salary mechanism instead of a uniform wage policy for its national businesses. The whole reward system should be comparable with the most successful local market competitors (Lee et al., 2019). A fortnight HRM orientation program for workers in each of its 25 operational divisions should be held twice a year and for the company HRM group. These meetings can introduce both the HRM concept of the organization and discuss how local companies may transform it into policy on human resources (Collins, 2021). 
HRM Structure
Human resource structure covers recruitment, training & development, offering compensation and benefits, safety and health and employees, and work relations. The dimension and sophistication of the human resources department is based on its size, nature, and demands (Armstrong, 2017)
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Creating a HR Strategy
A strategy on HR is a global plan of the firm to manage its human resources to match them with its business operations (Diaz-Carrion et al., 2019). The HR Strategy guides recruiting, performance assessment, growth, and pay for all-important HR functions (Vulpen, 2021). The standard causal model HRM demonstrates where HR strategy comes from and how HR productivity and performance are affected (Anbu, 2019).
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The model illustrates that a more prominent (company) strategy has led to HR strategy. It demonstrates that HR operations produce value whenever they match the goals of the company. HR will help achieve organizational goals if alignment (fit) exists between both (Jiang and Li, 2019).
The way Netflix handled its workers was a fantastic example of an HR strategy. Netflix had to lay out a third of its staff just after the dot-com boom, and attacks of 9/11 broke out. Netflix's strategy was to employ only A gamers as a chance (Volpen, 2020). The surviving workers were better off overall by allowing the B-players to leave. Netflix's holiday policy was influenced by working solely with A players. Following the publication of Netflix, the strategy of the pay-off period was formalized. After a bit of study, McCord opted in discussion with their supervisor to implement a method where staff may take as long as they thought it was right (Volpen, 2020).
Organization and Job Design
The framework, leadership, connections, and duties of the company and its work are key tasks to maintaining its competitive advantage (Amarkoon et al., 2018). The organization's design and work consider the job description features, which identify the characteristics of those who would be best appropriate for the roles (Mulolli et al., 2020). The individuals are employed in different functions inside the company. The persons in management roles are entitled and have the power to supervise and manage the company's operation (Chapman et al., 2018). Good terms and connections are crucial for the members of the organization. As friendly terms and conditions, they will contribute to the execution of their tasks adequately planned (Obeidat et al., 2018). All people in the organization receive varied tasks, which means they have particular duties to perform well. The company's design and work contribute to the hiring and training of appropriate individuals to accomplish organizational goals (Hamid, 2019).
Recruitment 
To gain and maintain competitiveness for the next five years, the company's HRM should hire and retain its top positions in the competition for beverages worldwide (Kasasbeh et al., 2017). HR is accountable for maintaining that the firm has the appropriate person in the right position to reach its overall aims and objectives by setting rules, laws, practices, and directives. Their tasks include personnel recruitment, retention of employees, employee growth, estate planning, workplace environment, salary, benefits, and job mobility (Gupta, 2020). Therefore, HR is constantly consulted with operational managers on recruiting requirements concerns, current shortages, and how they may be resolved. In establishing a favorable environment that promotes cohesiveness among employees, HR constantly has to convince executives to successfully do their tasks as a person and as a team. In addition, the company views its staff as its biggest asset (Turbull and Harvey, 2020).
Retention Strategy 
The operation of Coca-Cola globally necessitates recruiting and retaining local workers to meet the needs of the local customers, legal requirements, and the local culture (Paramarta et al., 2021). The company must aim to restrict international workers and focus on local involvement since the people in their areas are more prepared to do their activities (Mirsepasi, 2021). However, for an excellent reason, the requirement for knowledge remains vital. That is, complete the need for specialized talents that could not be there at the site (Minbeava, 2018). 
The second factor is the growth of employees and the top professions requiring international know-how (Yanli et al., 2020). The firm should appreciate the greatest and most precious asset for its employees.  In other terms, the retaining strategy employed to inspire employees inside the enterprise appears to be the principle of assessing employees as their finest asset (Singh et al., 2019). A valued staff member remains committed and achieves the individual set goals that lead to higher performance; hence the company gains a competitive advantage.
Compensation and Benefits
Remuneration and benefits shall include the company's compensation, wage, or other financial or non-finacial advantages (Tawalbeh and Jaradat, 2020). Compensation and benefits are essential elements of HRM since they motivate employees to execute their tasks. Compensation is remuneration or trade for labor carried out by workers and provided by companies in financial terms. This might take the shape of incentives, rewards, and salaries that can motivate workers to increase productivity and gain a competitive advantage (Muisyo et al., 2021).  In addition to the essential facilities and services offered, the company should offer its employees reasonable pay and pensions, and the company promotes its employee growth strategy, realizing its visions in the context that it engages in several innovative schemes that encourage employees to be more creative (Kaur, 2017).
HRM Strategies for employee engagement
According to Robescu et al. (2020), a human resources department has to utilize effective strategies to assist it in accomplishing the corporation's strategic goals by supporting an organizational strategy. The employees are the company's ambassadors, wherever they may be, in varied contexts. In terms of corporate values, the company must treat its employees equally and, in all matters, correspondingly (Poopatanapong, 2019). The aim should be to provide pleasant working environments which are as varied as the operating centers worldwide. 
To gain a competitive advantage, the company should provide the employees with many possibilities for development, including training and mentoring programs (Sukartini et al., 2018). To promote direct conversation, an ideal cycle, and to promote cooperation, thus often establishing conversations with various employees across the world. In these discussions, the firm obtains essential information about reinforcing its corporate strategy, improving its recognition, and asking for new possibilities and competitiveness (Mwesigwa, 2019). This was the concept of the companies' workers and partner companies, such as the Beijing Olympics in 2008, organized to advertise their goods.
Conclusion
Considering the above mentions HR practices that can establish and maintain the competitive advantage of Coca-Cola. HR may utilize data to assess employee turnover and predict where issues potentially lie, enabling the firm to uncover and resolve issues more rapidly (Irawan et al., 2019). For instance, if the data reveals that almost all sales come from new contracts, the team may concentrate on what issues this can bring. Or, if the data shows that one company has a more significant turnover rate than another company, it can focus (Yadav and Yadav, 2017). Also, HR can understand the current skills market prices and what it may entail acquiring high-quality employees on board. HR may look into the competitive personnel scene and evaluate which compensation plan is most linked to business objectives (Brewster, 2017).
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