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Introduction
A.P. Moller–Maersk has evolved from a company identified mainly with ocean shipping into a global
logistics business linking Ocean services, terminals, warehousing, inland transportation, customs, air
freight, technology, and other supply-chain capabilities. The company’s 2025 annual report, published
in February 2026, continues to describe Ocean, Terminals, and Logistics & Services as complementary
elements in a strategy focused on reliable and modernized supply chains (A.P. Moller–Maersk, 2026).
This transformation changes the role of human resource management because integration depends
on people who can coordinate across functions, countries, technologies, and customer journeys rather
than optimize one transport activity in isolation. Maersk’s workforce includes seafarers, terminal
operators, warehouse employees, drivers, customs specialists, software engineers, sales teams, and
corporate professionals working under different legal, cultural, and operational conditions. Human
resources must therefore do more than recruit staff and administer policies. It must forecast skills,
support organizational change, build leaders, protect safety, enable mobility, strengthen inclusion,
and create incentives for cooperation. The central HR challenge is to provide enough global
consistency to support one logistics system while adapting practices to occupations, jurisdictions,
labor markets, and local institutions.

Strategy, Workforce Planning, and Capability
Building
Strategic human resource management connects business direction with the skills, roles, and
behaviors needed to execute it. For Maersk, integrated logistics requires employees to understand
handoffs beyond their own unit, use common digital platforms, solve customer problems across
transport modes, and maintain reliability under disruption. Workforce planning therefore needs more
than a headcount forecast. Port and warehouse operations require shift coverage, equipment
competence, local labor knowledge, and physical capacity; seafaring requires licensing, fatigue
management, technical pipelines, and long periods away from home; technology roles may be
recruited globally and demand specialized expertise in data, cybersecurity, automation, or digital
products. Decarbonization adds new requirements involving alternative fuels, emissions accounting,
vessel technology, energy systems, and regulation. Analytics can support these decisions, but
operational managers remain important because data may not capture tacit skills, regulatory

https://academic-master.com/the-a-p-moller-maersk-group/


Copyright © 2026 Academic Master. | 2

constraints, or local seasonality. Buller and McEvoy’s concept of a clear “line of sight” is relevant:
employees should understand how safe work, reliability, customer service, cost discipline, and
sustainability connect their role to corporate strategy rather than experiencing performance targets
as unrelated administrative demands (Buller & McEvoy, 2012).

Internal Mobility, External Recruitment, and Early
Careers
Internal recruitment can be especially valuable in an integrated logistics company because
employees moving across functions carry practical knowledge about operations, customers, systems,
and constraints. A person transitioning from Ocean operations to a customer-solutions role, for
example, may understand vessel schedules and documentation problems that would take an external
hire months to learn. Research has found that external hires can cost more and initially perform less
effectively than internally promoted employees in some organizational settings, supporting the value
of transparent career mobility (Bidwell, 2011). Internal hiring also has limits because it can reproduce
established assumptions and simply move a vacancy elsewhere. External recruitment remains
essential for scarce digital, regulatory, sustainability, and specialist capabilities, as well as for bringing
different professional perspectives into the organization. Early-career and graduate programs can
build long-term capability when participants receive meaningful work, mentoring, structured learning,
and increasing responsibility rather than short rotations with little ownership. A balanced talent
system therefore develops existing employees while recruiting externally where capabilities are
genuinely absent. Selection should emphasize technical competence and collaborative behavior
without using vague “cultural fit” criteria that can reproduce bias.

Learning, Performance, and Cross-Functional
Integration
Continuous learning is strategically important in logistics because technology, trade rules, customer
expectations, fuel systems, and geopolitical conditions change rapidly. Training should include role-
specific technical competence, safety, cybersecurity, compliance, customer experience, and digital
tools, while managers need development in change leadership, labor relations, cross-cultural
communication, and psychological safety. Course completion is a weak measure if employees lack
time or authority to apply what they learn. Mentoring, simulation, supervised practice, rotations, and
real problem-solving can connect development directly with performance. Performance management
also needs balance. Employees influence reliability, cost, safety, customer outcomes, emissions, and
collaboration, and one metric can distort another when incentives are narrow. A terminal manager
pressured only for throughput may underinvest in safety, while a customer-service worker rewarded
only for speed may transfer complex cases rather than resolve them. Integrated logistics also fails
when each business unit maximizes local results while creating delays for the next function. Goals
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should therefore reflect end-to-end outcomes and include regular discussion about barriers,
development, and competing priorities rather than relying on annual ratings disconnected from daily
work.

Safety, Well-Being, Inclusion, and Employee Voice
Shipping, terminals, warehouses, road transport, and air logistics expose employees to physical
hazards, shift work, fatigue, isolation, and complex operational risk, making safety a core HR and
leadership responsibility. Procedures and equipment matter, but employees also need enough
staffing, competence, and authority to stop unsafe work and report hazards without retaliation.
Seafarers can face prolonged separation from families, while frontline workers may experience
physical strain and irregular schedules; corporate transformation can create a different form of stress
through restructuring and uncertainty. Well-being therefore should be addressed through job design
and supervision rather than through wellness programs alone. Inclusion is equally important in a
workforce spanning nationalities, languages, occupations, and levels of authority. Diversity improves
organizational learning only when people can contribute, access development, receive
accommodation, and challenge decisions safely. Global standards against harassment, discrimination,
and retaliation need local implementation that respects different legal and cultural settings without
weakening basic protections. Employee resource networks can create connection, but responsibility
for inclusion remains with leadership and HR systems rather than with volunteers from
underrepresented groups.

Digital HR, Global Governance, and Organizational
Resilience
Digital platforms can improve recruitment, learning, scheduling, workforce planning, and employee
service across a global company, while people analytics can reveal turnover, skills gaps, promotion
differences, or safety patterns. These systems also create privacy and fairness obligations. Employees
should know which data are collected, how they are used, and who has access, and automated
screening or performance tools should be tested for bias rather than assumed objective. Monitoring
should remain proportionate to legitimate operational needs because constant surveillance can
damage trust and encourage gaming. Global HR governance must also accommodate different
employment laws, union structures, working-time rules, benefit systems, and communication norms.
Maersk’s operating environment adds resilience challenges from armed conflict, port disruption, cyber
incidents, extreme weather, trade restrictions, and rapid demand changes. Resilience should not
mean expecting employees to absorb unlimited pressure. It requires crisis roles, cross-training,
leadership capacity, staffing buffers where justified, and psychological support. Human resources
contributes when the organization can redeploy skills, preserve critical knowledge, communicate
clearly, and recover operations without sacrificing safety or employee rights.
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Conclusion
Human resource management is central to Maersk’s strategy because integrated logistics depends on
coordination among people whose work differs dramatically across vessels, terminals, warehouses,
technology teams, customer functions, and countries. Current company reporting continues to
emphasize Ocean, Terminals, and Logistics & Services within a broader effort to modernize and
strengthen supply chains, making cross-functional capability and reliable execution strategically
important (A.P. Moller–Maersk, 2026). Workforce planning must identify future digital,
decarbonization, operational, and leadership skills; internal mobility should transfer knowledge across
functions; external recruitment should add scarce expertise; and early-career development should
build long-term pipelines. Learning and performance systems need to balance safety, reliability,
customer outcomes, collaboration, cost, and sustainability rather than reward one metric in isolation.
Inclusion, employee voice, and well-being are operational requirements in a safety-critical global
network, while digital HR tools require transparent and proportionate governance. Maersk’s physical
assets and technology can connect global supply chains only when the organization also develops
people who can learn, coordinate, challenge unsafe assumptions, and work across institutional
boundaries.
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