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A.P. Moller-Maersk is a Danish company whose history is closely associated with ocean shipping,
ports, and global trade. The original essay correctly recognized that human resource management
must be aligned with corporate strategy, but the company’s business profile has changed
substantially. Maersk is no longer accurately described primarily as a shipping, oil, and gas
conglomerate. Its contemporary strategy centers on integrated logistics, linking Ocean services with
Logistics & Services, Terminals, technology, warehousing, air freight, customs, and inland
transportation. This transformation has major implications for human resources. A workforce once
organized mainly around separate transport businesses increasingly needs to operate across
functions, locations, technologies, and customer journeys. The HR function must therefore do more
than recruit employees and administer policies. It must build capabilities, support organizational
change, develop leaders, protect safety, and create an inclusive culture that allows a very large
international workforce to work as one system.

Strategic Context of A.P. Moller-Maersk

Maersk was founded in Denmark and developed into one of the world’s most significant maritime
enterprises. Its modern strategic identity is that of an integrated logistics company rather than a
collection of unrelated businesses. The company’s annual reporting describes Ocean, Logistics &
Services, and Terminals as connected parts of a strategy designed to help customers manage supply
chains from origin to destination. This integration creates operational opportunities but also human-
resource complexity. Seafarers, terminal operators, warehouse employees, drivers, customs
specialists, software engineers, sales teams, and corporate professionals perform different work
under different legal and cultural conditions. HR must create enough consistency to protect standards
and values while allowing local adaptation. It must also support transformation in an industry affected
by geopolitical disruption, automation, decarbonization, cybersecurity, labor shortages, and changing
customer expectations.

Aligning Human Resources with Corporate
Strategy

Strategic human resource management connects people practices with the capabilities an
organization needs to compete. For Maersk, this means identifying the workforce, skills, leadership
behaviors, and organizational structures required for integrated logistics. If the company promises
end-to-end supply-chain solutions, employees cannot remain confined within rigid business silos. They
need to share information, coordinate handovers, understand customer problems beyond a single
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transport mode, and use common digital platforms. HR alignment therefore includes workforce
planning, role design, cross-functional development, mobility, performance management, succession
planning, and reward systems that encourage collaboration. Buller and McEvoy (2012) describe the
importance of creating a clear “line of sight” between employee behavior and strategic outcomes. At
Maersk, employees should understand how operational reliability, safe work, customer service, cost
discipline, and sustainability contribute to the broader strategy.

The Changing Global Business Environment

Maersk operates in an environment where disruption is normal rather than exceptional. Port
congestion, armed conflict, trade restrictions, climate events, labor disputes, cyberattacks, and
sudden changes in demand can alter supply chains quickly. Human resources must therefore help the
company develop organizational resilience. Resilience is not achieved by expecting employees to
absorb unlimited pressure. It requires clear crisis roles, training, adequate staffing, psychological
support, and leaders capable of making decisions under uncertainty. HR also has to anticipate where
skills may become scarce. Digital logistics requires data engineers, cybersecurity professionals,
product managers, and employees who can translate operational knowledge into technology design.
Decarbonization requires technical expertise in new fuels, energy systems, vessel operations,
regulation, and emissions accounting. The changing environment makes continuous learning a
strategic necessity rather than an optional employee benefit.

Workforce Planning Across a Global Network

Workforce planning at Maersk must address both scale and difference. A global company needs to
determine how many employees are required, where they should be located, which skills should be
developed internally, and which capabilities should be acquired from outside. Frontline operations
cannot be planned in the same way as corporate technology teams. Ports and warehouses require
shift coverage, safety competence, local labor knowledge, and physical capacity. Seafaring requires
licensing, technical competence, fatigue management, and long career pipelines. Digital roles may be
recruited globally and may permit more flexible working arrangements. HR analytics can support
planning, but numerical forecasts should be interpreted with operational knowledge. A model may
predict staffing needs, yet local managers can identify regulatory constraints, seasonal pressures, or
tacit skills that the data do not capture.

Internal Recruitment and Mobility

Internal recruitment allows an organization to fill roles with people who already understand its
systems, customers, values, and operating environment. At Maersk, internal mobility can be
especially valuable because integrated logistics depends on knowledge crossing organizational
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boundaries. An employee who moves from Ocean operations to customer solutions, for example, can
bring practical insight into vessel schedules, documentation, and service constraints. Internal hiring
may reduce onboarding time and strengthen retention by showing employees that careers can
develop within the company. Bidwell (2011) found that external hires can cost more and initially
perform less effectively than internally promoted employees in some settings. However, internal
recruitment also has limits. It can reproduce existing assumptions, reduce diversity of thought, and
create vacancies elsewhere. A fair internal process should advertise opportunities transparently,
assess candidates against clear criteria, and provide development routes for employees who are not
yet ready.

External Recruitment

External recruitment is necessary when Maersk needs skills that are unavailable internally, enters a
new market, expands rapidly, or wants to challenge established thinking. Technology, sustainability,
air logistics, and specialized regulatory work may require candidates with experience from other
industries. External hiring can also improve representation and introduce different professional
networks. The process is usually more expensive and uncertain because the organization must attract
applicants, evaluate unfamiliar candidates, verify technical competence, and support their
integration. Maersk’s public recruitment process includes application review, recruiter contact,
interviews involving HR and hiring managers, and, where relevant, functional assessments. The
company also emphasizes inclusive hiring and equal opportunity. A strong external process should
evaluate both technical capability and the candidate’s ability to work safely and collaboratively, while
avoiding vague notions of “cultural fit” that can become a cover for bias.

Graduate Recruitment and Early-Career
Development

The original essay observed that Maersk has historically recruited graduates and developed them
through structured programs. Early-career hiring remains strategically useful for a company with long-
term skill needs. Graduates can be trained in company systems, exposed to different business units,
and developed for future specialist or leadership roles. However, recruiting inexperienced employees
should not be treated as a way to secure cheap labor or unquestioning loyalty. New entrants need
meaningful supervision, realistic job previews, fair compensation, and opportunities to learn from
experienced colleagues. Rotational programs can broaden understanding, but rotations should be
long enough for participants to contribute rather than merely observe. Early-career development is
most effective when it combines formal learning, operational assignments, mentoring, feedback, and
increasing responsibility.
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Learning and Professional Development

Maersk states that employees should master their jobs, continue developing skills, and pursue careers
that benefit both the person and the company. This talent philosophy fits the demands of integrated
logistics. Training must include technical competence, safety, compliance, customer experience,
digital systems, and leadership. It should also support knowledge transfer between experienced
employees and new recruits. For frontline roles, simulation and supervised practice may be more
effective than classroom instruction alone. For managers, development should include change
leadership, cross-cultural communication, labor relations, ethical decision-making, and psychological
safety. Learning should be linked to real work and evaluated through performance rather than course
completion. A company can offer many modules without building capability if employees lack time,
managerial support, or opportunities to apply what they learn.

Performance Management and Goal Alignment

Performance management should connect individual contribution with organizational priorities
without reducing complex work to a narrow set of numbers. Maersk’s employees influence reliability,
safety, cost, customer satisfaction, emissions, and collaboration. These outcomes sometimes create
tension. Pressure to reduce cost or accelerate throughput can undermine safety or service quality if
targets are poorly designed. Effective goals should therefore be balanced and appropriate to the role.
A terminal employee should not be held responsible for factors beyond local control, and a customer-
service employee should not be rewarded for speed if it encourages incomplete problem resolution.
Managers need regular conversations with employees, not merely annual ratings. Feedback should
clarify expectations, identify barriers, recognize contribution, and agree on development.
Performance systems should also reward cooperation across units because integrated logistics fails
when each function optimizes only its own results.

Safety and Employee Well-Being

Safety is a fundamental HR responsibility in shipping, terminals, warehouses, road transport, and air
logistics. It includes procedures, equipment, competence, reporting, staffing, fatigue management,
and leadership behavior. Employees must be able to stop unsafe work and report hazards without
retaliation. A global safety culture requires common principles but must respond to local operations
and legal requirements. Well-being also includes mental health, workload, respectful supervision, and
support after traumatic incidents. Seafarers and mobile employees may face isolation and extended
periods away from family, while frontline workers may experience shift disruption and physical strain.
Corporate transformation can produce uncertainty and change fatigue. HR should therefore treat well-
being as part of operational effectiveness, not as a separate collection of wellness activities.
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Culture, Inclusion, and Belonging

Maersk publicly describes inclusion as a condition in which employees across status, sites, shifts, and
silos can contribute and speak up. Its workforce spans many nationalities, countries, occupations, and
levels of authority. Such diversity can improve judgment and customer understanding, but diversity
alone does not guarantee inclusion. Employees need fair access to hiring, development, promotion,
accommodations, and decision-making. Psychological safety is particularly important in operations
where silence can create safety or compliance failures. Employee resource networks can create
connection and inform policy, but responsibility for inclusion should not be transferred to volunteer
groups. Leaders and HR systems must address harassment, discrimination, bullying, inaccessible
work, and unequal career progression. The company’s “embassy” approach to inclusion illustrates the
challenge of maintaining global standards in jurisdictions where legal and social conditions differ.

Managing Across Cultures and Jurisdictions

Global HR cannot simply export one country’s practices everywhere. Employment law, union
structures, communication norms, benefits, working time, and expectations of leadership differ.
Maersk needs global principles for ethics, safety, equality, and performance, but implementation must
be locally informed. Cross-cultural competence involves more than learning national stereotypes.
Managers must listen, ask how decisions are understood, and recognize differences within countries
and professions. Labor relations are equally important. Many transport operations are unionized, and
constructive relationships with employee representatives can improve change implementation and
workplace stability. HR professionals need the ability to negotiate, interpret local law, and distinguish
legitimate adaptation from exceptions that weaken fundamental standards.

Digitalization and People Analytics

Digital systems can improve recruitment, learning, scheduling, workforce planning, and employee
service. People analytics may reveal turnover patterns, skills gaps, promotion differences, or safety
risks. However, HR technology creates ethical obligations. Employees should understand what data
are collected, how they are used, and who can access them. Automated screening or performance
tools can reproduce bias if their design and training data reflect past inequalities. Monitoring should
be proportionate and should not turn operational visibility into intrusive surveillance. Human
judgment remains necessary, especially when decisions affect employment, discipline, or promotion.
The most valuable use of analytics is to support better questions and targeted action, not to create an
appearance of certainty.
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Recommendations for Maersk’s HR Function

Maersk should continue strengthening the connection between people strategy and integrated
logistics. First, workforce planning should identify future capability needs in digital systems,
decarbonization, operations, and customer solutions. Second, internal mobility should be made visible
and accessible so that operational knowledge travels across business units. Third, external
recruitment should bring in scarce skills and diverse experience without undervaluing internal talent.
Fourth, learning should be embedded in work through rotations, mentoring, simulation, and
supervised responsibility. Fifth, performance systems should balance safety, reliability, customer
outcomes, collaboration, cost, and sustainability. Finally, HR should measure inclusion and employee
experience across occupational groups, including frontline and seafaring employees whose
perspectives may be less visible in corporate surveys.

Conclusion

The human resource function at A.P. Moller-Maersk is central to the company’s transformation from a
traditional shipping-centered group into an integrated logistics organization. Recruitment, selection,
development, performance management, safety, inclusion, and workforce planning must all support
collaboration across a complex global network. Internal recruitment offers organizational knowledge
and retention benefits, while external hiring supplies new skills and perspectives. Graduate programs
can create long-term capability when they combine formal training with meaningful work and
mentoring. The strongest HR strategy is flexible without being inconsistent: it protects global values
and standards while adapting to occupations, countries, and changing business conditions. Maersk’s
assets and technology matter, but its ability to integrate them depends on people who can learn,
coordinate, speak up, and act responsibly across the entire supply chain.
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