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Abstract 

The emergence of flexible work arrangements, digital platforms, and collaborative business ecosystems 

has transformed traditional employment relationships, giving rise to innovative workforce models such 

as employee sharing. In the Business-to-Business (B2B) employee sharing model, organizations 

collaborate by temporarily sharing skilled employees to address fluctuating workforce demands, 

optimize resource utilization, and enhance organizational agility. This model has gained increasing 

relevance in the present era, characterized by rapid technological advancement, economic uncertainty, 

talent shortages, and evolving employee expectations. The study explores the concept, structure, 

benefits, challenges, and strategic implications of B2B employee sharing for contemporary Human 

Resource Management (HRM). Using a conceptual and descriptive research approach based on an 

extensive review of recent academic literature, industry reports, and organizational practices, the paper 

examines how employee sharing influences key HR functions, including talent acquisition, workforce 

planning, training and development, performance management, compensation, employee engagement, 

legal compliance, and organizational culture. The analysis indicates that employee sharing enables 

organizations to improve workforce flexibility, reduce recruitment and labor costs, enhance employee 

skill development, and strengthen business resilience. However, successful implementation requires 

robust governance mechanisms, transparent contractual arrangements, effective communication, data 

security measures, and compliance with labor laws and ethical standards. The paper proposes a 

conceptual framework illustrating the interrelationship between B2B employee sharing practices and 

strategic HR outcomes, emphasizing the role of HR professionals as facilitators of inter-organizational 

collaboration. The findings contribute to the emerging discourse on shared employment models by 

providing insights into their strategic value and managerial implications in the contemporary business 

environment. The study concludes that B2B employee sharing represents a sustainable and innovative 

workforce strategy capable of supporting organizational competitiveness while fostering employee 

employability and long-term business collaboration. 

 

Keywords: Employee Sharing, Business-to-Business (B2B), Human Resource Management, Workforce 

Flexibility, Strategic HRM, Shared Employment, Talent Management, Gig Economy, Organizational 
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1. Introduction 

The contemporary business environment is characterized by rapid technological advancements, 

globalization, economic uncertainty, changing workforce demographics, and increasing competition. 

These developments have compelled organizations to adopt innovative employment models that enhance 

operational flexibility while ensuring optimal utilization of human resources. Traditional long-term 

employment relationships are increasingly being complemented by flexible workforce arrangements 

such as remote work, contract employment, freelancing, the gig economy, and employee sharing. 

Among these, the Business-to-Business (B2B) employee sharing model has emerged as a strategic 

approach that enables organizations to collaborate by temporarily sharing skilled employees to meet 

fluctuating business demands. 

Employee sharing refers to an employment arrangement in which two or more organizations jointly 

utilize the services of employees through formal contractual agreements while ensuring continuity of 

employment and compliance with labour regulations. Unlike temporary staffing or outsourcing, 

employee sharing allows organizations to retain valuable talent, reduce idle workforce costs, and provide 

employees with continuous employment opportunities and diverse learning experiences. This model has 

become particularly relevant following the COVID-19 pandemic, when many organizations experienced 

uneven demand for labour across industries. 

The growing adoption of digital technologies, artificial intelligence, cloud-based human resource 

management systems, and collaborative business networks has further facilitated the implementation of 

B2B employee sharing. Organizations are increasingly recognizing that strategic collaboration can 

improve workforce flexibility, reduce recruitment and training costs, address skill shortages, and 

enhance organizational resilience. Simultaneously, employees benefit from broader career exposure, 

continuous skill development, and greater employment security. 

However, the implementation of employee-sharing arrangements also presents significant challenges 

related to legal compliance, employment contracts, compensation, performance evaluation, 

organizational culture, confidentiality, occupational health and safety, and employee engagement. 

Human Resource Management (HRM) therefore plays a critical role in designing policies, coordinating 

inter-organizational relationships, managing employee expectations, and ensuring ethical and regulatory 

compliance. 

This paper examines the concept and evolution of the B2B employee-sharing model and analyses its 

implications for contemporary HRM. It discusses the opportunities, challenges, and strategic 

significance of employee sharing in building agile, resilient, and sustainable organizations. 

 

2. Literature Review 

Flexible employment models have attracted increasing scholarly attention as organizations seek 

innovative approaches to workforce management. Earlier studies emphasized numerical flexibility 

through temporary employment, outsourcing, and contract labour. More recent research focuses on 

collaborative workforce models that enable organizations to optimize human capital while maintaining 

employment continuity. 

Kalleberg (2009) argued that globalization and technological change have transformed employment 

relationships, leading organizations to adopt flexible workforce strategies to remain competitive. 

Similarly, Cappelli (2015) highlighted that talent shortages require organizations to develop innovative 

approaches to workforce planning beyond traditional recruitment. 
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Research by Eurofound (2016) identified employee sharing as an emerging employment model in which 

multiple organizations jointly employ or temporarily exchange workers to address seasonal demand 

fluctuations and skill shortages. The study reported that employee sharing enhances employment 

stability while improving labour market efficiency. 

Scholars have also examined the relationship between employee sharing and strategic human resource 

management. Boxall and Purcell (2016) emphasized that HRM has evolved from an administrative 

function to a strategic partner responsible for developing flexible workforce systems that align with 

organizational objectives. Employee-sharing arrangements require HR departments to coordinate 

recruitment, performance management, compensation, learning, and employee relations across 

organizational boundaries. 

Recent studies indicate that digital transformation has accelerated the growth of collaborative 

employment models. Digital HR platforms facilitate talent matching, workforce scheduling, 

performance monitoring, and communication among participating organizations. Artificial intelligence 

and data analytics enable organizations to predict workforce demand and allocate employees more 

efficiently. 

The COVID-19 pandemic significantly increased interest in employee sharing. During periods of 

reduced business activity, organizations in sectors such as hospitality, aviation, and retail temporarily 

shared employees with industries experiencing labour shortages, including healthcare, logistics, and e-

commerce. These arrangements helped organizations reduce layoffs while ensuring business continuity. 

From the employee perspective, the literature suggests that employee sharing promotes continuous 

employment, skill diversification, career mobility, and enhanced employability. Exposure to different 

organizational cultures enables employees to develop broader professional competencies and 

adaptability. However, researchers also caution that employees may experience role ambiguity, divided 

organizational commitment, inconsistent performance expectations, and psychological stress arising 

from multiple reporting relationships. 

Legal and ethical issues remain important concerns. Labour laws in many countries have not fully 

adapted to shared employment arrangements, creating uncertainty regarding employer liability, 

occupational safety, taxation, social security, confidentiality, intellectual property rights, and dispute 

resolution. Consequently, effective governance frameworks and transparent contractual agreements are 

essential for successful implementation. 

Overall, the literature indicates that B2B employee sharing represents a promising workforce strategy 

capable of improving organizational agility and resource utilization. Nevertheless, empirical evidence 

regarding its long-term impact on HR practices, employee well-being, organizational performance, and 

sustainable business competitiveness remains limited. 

 

3. Research Gap 

Although flexible employment models have been widely discussed in human resource management 

literature, the concept of B2B employee sharing remains relatively underexplored. Existing studies 

primarily focus on temporary staffing, outsourcing, contract employment, and the gig economy, while 

limited attention has been given to collaborative employee-sharing arrangements between organizations. 

Several gaps are evident in the existing literature: 

1. There is limited comprehensive research examining B2B employee sharing as a strategic HRM 

practice rather than merely an alternative employment arrangement. 
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2. Existing studies provide insufficient analysis of how employee sharing influences major HR 

functions such as recruitment, performance management, compensation, employee engagement, 

learning and development, and talent retention. 

3. Few studies integrate digital HR technologies, artificial intelligence, and workforce analytics into the 

employee-sharing framework. 

4. Comparative research examining the benefits and challenges of employee sharing across different 

industries and organizational contexts remains scarce. 

5. Limited research has explored legal, ethical, and governance issues associated with employee-

sharing arrangements in emerging economies. 

6. There is a lack of conceptual frameworks explaining the relationship between B2B employee 

sharing, organizational agility, workforce flexibility, and sustainable competitive advantage. 

Addressing these research gaps will contribute to the development of strategic HRM literature and 

provide practical guidance for organizations considering collaborative employment models. 

 

4. Objectives of the Study 

The study is designed to achieve the following objectives: 

1. To examine the concept and evolution of the B2B employee-sharing model in the contemporary 

business environment. 

2. To analyse the factors driving the adoption of employee-sharing arrangements among organizations. 

3. To evaluate the implications of B2B employee sharing for Human Resource Management functions, 

including recruitment, training and development, performance management, compensation, 

employee engagement, and talent management. 

4. To identify the benefits and challenges associated with implementing employee-sharing 

arrangements. 

5. To explore the role of digital technologies in facilitating effective employee-sharing practices. 

6. To propose a conceptual framework for integrating B2B employee sharing into strategic Human 

Resource Management. 

7. To provide recommendations for organizations and policymakers to promote sustainable and legally 

compliant employee-sharing practices. 

 

5. Research Methodology 

5.1 Research Design 

This study adopts a qualitative, descriptive, and conceptual research design to examine the emerging 

concept of the Business-to-Business (B2B) employee-sharing model and its implications for Human 

Resource Management (HRM). The research primarily relies on secondary data to develop a 

comprehensive understanding of the phenomenon and to propose a conceptual framework for its 

implementation in contemporary organizations. 

5.2 Data Sources 

The study is based on an extensive review of secondary data collected from multiple reliable sources, 

including: 

 Peer-reviewed journal articles 

 Books on Human Resource Management and Strategic Management 
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 Reports published by international organizations such as the International Labour Organization 

(ILO), Eurofound, OECD, and the World Economic Forum (WEF) 

 Industry reports and business publications 

 Government policy documents 

 Recent conference proceedings and scholarly databases 

The literature reviewed spans approximately 2009–2026, ensuring that both foundational theories and 

recent developments in flexible employment models are incorporated. 

5.3 Data Analysis 

A thematic content analysis approach was employed to identify recurring themes related to employee 

sharing, workforce flexibility, strategic HRM, organizational collaboration, and digital transformation. 

The literature was systematically categorized into conceptual dimensions, including workforce planning, 

talent management, legal compliance, employee engagement, technological support, organizational 

performance, and sustainability. 

5.4 Scope of the Study 

The study focuses on the B2B employee-sharing model across industries where workforce demand 

fluctuates due to seasonality, technological change, or economic uncertainty. Particular emphasis is 

placed on the implications of employee sharing for strategic Human Resource Management rather than 

operational staffing practices. 

5.5 Limitations 

The research is conceptual in nature and relies exclusively on secondary data. Consequently, the findings 

are not based on primary empirical evidence. Future studies may validate the proposed framework 

through surveys, interviews, case studies, or longitudinal analyses across different industries and 

countries. 

 

6. Conceptual Framework 

The proposed conceptual framework illustrates how B2B employee sharing contributes to organizational 

effectiveness through strategic Human Resource Management. 

Inputs 

 Labour market uncertainty 

 Skill shortages 

 Seasonal demand fluctuations 

 Digital transformation 

 Organizational collaboration 

B2B Employee-Sharing Practices 

 Shared workforce agreements 

 Joint workforce planning 

 Employee mobility 

 Shared training and development 

 Digital HR platforms 

 Collaborative performance management 

HRM Functions 

 Recruitment and selection 

 Workforce planning 
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 Learning and development 

 Performance management 

 Compensation and rewards 

 Employee engagement 

 Industrial relations 

 Legal compliance 

Organizational Outcomes 

 Workforce flexibility 

 Reduced labour costs 

 Improved talent utilization 

 Higher employee employability 

 Increased organizational agility 

 Business continuity 

 Sustainable competitive advantage 

The framework suggests that effective HR policies and collaborative governance act as mediating 

mechanisms between employee-sharing practices and organizational performance outcomes. 

 

7. B2B Employee-Sharing Model 

The Business-to-Business (B2B) employee-sharing model is an innovative employment arrangement in 

which two or more organizations collaboratively utilize employees through formal contractual 

agreements. Unlike outsourcing or temporary staffing, employees remain employed by one organization 

or under a jointly managed arrangement while providing services to partner organizations according to 

mutually agreed terms. 

Components of the Model 

1. Partner Organizations 

Organizations establish strategic partnerships based on complementary workforce requirements. One 

organization may have excess employees during low-demand periods, while another experiences 

temporary labour shortages. 

2. Shared Employees 

Employees are temporarily assigned to partner organizations while maintaining employment continuity, 

salary protection, and statutory benefits according to contractual arrangements. 

3. Human Resource Coordination 

HR departments jointly coordinate: 

 Workforce planning 

 Employee deployment 

 Training 

 Performance evaluation 

 Attendance management 

 Employee welfare 

 Conflict resolution 

4. Technology Platform 

Digital HR systems facilitate: 

 Employee scheduling 
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 Skills matching 

 Payroll coordination 

 Performance tracking 

 Communication 

 Compliance monitoring 

5. Governance Structure 

Successful implementation requires: 

 Memoranda of Understanding (MoUs) 

 Service-level agreements 

 Confidentiality clauses 

 Data protection policies 

 Occupational safety standards 

 Legal compliance mechanisms 

Advantages 

 Improved workforce utilization 

 Lower recruitment costs 

 Reduced employee layoffs 

 Enhanced organizational flexibility 

 Better knowledge sharing 

 Continuous employee development 

 Greater business resilience 

Challenges 

 Legal and regulatory complexity 

 Confidentiality concerns 

 Cultural differences 

 Dual reporting relationships 

 Performance evaluation difficulties 

 Payroll coordination 

 Employee loyalty issues 

 

8. Implications for Human Resource Management 

The adoption of B2B employee sharing significantly transforms traditional HRM practices by expanding 

the role of HR professionals from administrative managers to strategic partners responsible for 

coordinating collaborative employment relationships. 

8.1 Workforce Planning 

HR managers must forecast workforce demand jointly with partner organizations to optimize employee 

allocation and reduce labour shortages or surplus staffing. 

8.2 Recruitment and Selection 

Instead of recruiting exclusively for a single organization, HR professionals increasingly emphasize 

transferable competencies, adaptability, digital literacy, teamwork, and learning agility suitable for 

multi-organizational environments. 

8.3 Training and Development 

Shared employees require continuous learning programs that enhance technical expertise, cross-functio- 
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nal capabilities, communication skills, and adaptability. Joint training initiatives also reduce 

development costs while promoting standardized competencies across partner organizations. 

8.4 Performance Management 

Traditional appraisal systems need modification to incorporate feedback from multiple supervisors and 

organizations. Multi-source performance evaluation, measurable performance indicators, and 

collaborative appraisal processes improve fairness and accountability. 

8.5 Compensation and Benefits 

Transparent policies regarding salaries, incentives, insurance, taxation, statutory benefits, travel 

allowances, and reimbursement mechanisms are essential to avoid disputes and maintain employee 

motivation. 

8.6 Employee Engagement 

Employees working across organizations may experience role ambiguity and divided organizational 

commitment. HR departments should strengthen engagement through regular communication, 

mentoring, recognition programs, and psychological support to foster trust and belonging. 

8.7 Legal and Ethical Compliance 

HR managers must ensure compliance with labour legislation, occupational health and safety standards, 

social security regulations, anti-discrimination policies, confidentiality agreements, and data protection 

requirements across participating organizations. 

8.8 Talent Management 

Employee sharing broadens career opportunities by exposing employees to diverse organizational 

environments. HR professionals can leverage this model to enhance leadership development, succession 

planning, and long-term talent retention. 

8.9 Strategic HRM 

The employee-sharing model aligns HR strategy with organizational resilience by enabling firms to 

respond rapidly to market changes while maximizing the utilization of human capital. HR leaders play a 

pivotal role in building collaborative partnerships, fostering innovation, and supporting sustainable 

organizational growth. 

Overall, B2B employee sharing represents a strategic evolution of workforce management, positioning 

Human Resource Management as a key driver of organizational agility, employee development, and 

inter-organizational collaboration in the modern business environment. 

 

9. Challenges and Opportunities of the B2B Employee-Sharing Model 

The Business-to-Business (B2B) employee-sharing model presents a transformative approach to 

workforce management by enabling organizations to collaborate in utilizing human resources efficiently. 

While the model offers significant strategic and operational advantages, its successful implementation 

depends on effectively addressing various organizational, legal, technological, and human resource 

challenges. Simultaneously, it creates new opportunities for sustainable talent management, 

organizational resilience, and business innovation. 

 

9.1 Challenges of the B2B Employee-Sharing Model 

9.1.1 Legal and Regulatory Compliance 

One of the most significant challenges is the absence of comprehensive legal frameworks governing 

employee-sharing arrangements in many countries. Organizations must ensure compliance with labour 
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laws, employment contracts, social security regulations, occupational health and safety standards, 

taxation policies, and employee welfare provisions. Ambiguity regarding employer liability, insurance 

coverage, and dispute resolution can create legal risks for participating organizations. 

9.1.2 Role Ambiguity and Dual Reporting Relationships 

Employees working across multiple organizations may experience uncertainty regarding reporting 

authority, job responsibilities, performance expectations, and organizational priorities. Dual reporting 

relationships can create communication gaps, reduce accountability, and increase workplace stress if 

responsibilities are not clearly defined. 

9.1.3 Organizational Culture Differences 

Each organization possesses its own culture, leadership style, communication patterns, and operational 

procedures. Employees moving between organizations may encounter difficulties adapting to different 

workplace norms and expectations, potentially affecting productivity, job satisfaction, and team 

cohesion. 

9.1.4 Performance Management Complexity 

Evaluating employee performance becomes more challenging when individuals work under multiple 

supervisors or across different organizational environments. Establishing fair and standardized 

performance appraisal systems that incorporate feedback from all participating organizations is essential 

but often difficult to implement. 

9.1.5 Confidentiality and Data Security 

Employee-sharing arrangements may expose organizations to risks associated with confidential business 

information, intellectual property, customer data, and proprietary technologies. Robust confidentiality 

agreements, cybersecurity measures, and ethical guidelines are necessary to protect sensitive 

organizational information. 

9.1.6 Employee Engagement and Organizational Commitment 

Employees may develop divided loyalties when simultaneously working for multiple organizations. 

Reduced organizational identification can negatively influence motivation, commitment, collaboration, 

and long-term retention. HR professionals must therefore implement engagement initiatives that 

strengthen trust and employee well-being. 

9.1.7 Coordination and Administrative Complexity 

Effective employee sharing requires continuous coordination among HR departments, managers, payroll 

administrators, legal teams, and participating employees. Differences in compensation structures, 

attendance systems, leave policies, and work schedules can increase administrative workload and 

operational complexity. 

9.1.8 Technology Integration Challenges 

Organizations often use different Human Resource Information Systems (HRIS), payroll software, and 

workforce management platforms. Integrating these technologies while maintaining data accuracy, 

privacy, and interoperability remains a significant implementation challenge. 

 

9.2 Opportunities of the B2B Employee-Sharing Model 

9.2.1 Improved Workforce Flexibility 

Employee sharing enables organizations to respond rapidly to fluctuating business demands without 

engaging in large-scale recruitment or layoffs. Flexible workforce allocation enhances organizational 

agility and business continuity during periods of economic uncertainty. 
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9.2.2 Cost Optimization 

By sharing skilled employees, organizations can reduce recruitment expenses, onboarding costs, training 

investments, overtime payments, and redundancy costs. Better utilization of existing human resources 

improves operational efficiency and financial sustainability. 

9.2.3 Talent Development and Skill Enhancement 

Employees gain exposure to diverse industries, technologies, management practices, and organizational 

cultures. Such experiences broaden professional competencies, encourage continuous learning, and 

improve long-term employability. 

9.2.4 Enhanced Organizational Collaboration 

The employee-sharing model strengthens strategic partnerships among organizations through knowledge 

exchange, collaborative innovation, and resource optimization. Shared expertise contributes to improved 

organizational learning and competitive advantage. 

9.2.5 Business Resilience 

During economic downturns, seasonal demand fluctuations, or unexpected disruptions such as 

pandemics and natural disasters, employee sharing enables organizations to retain skilled employees 

while maintaining operational continuity. This contributes to greater organizational resilience and 

sustainability. 

9.2.6 Digital HR Transformation 

The adoption of cloud-based HR platforms, artificial intelligence, workforce analytics, and digital 

collaboration tools enhances the efficiency of employee-sharing arrangements. Technology facilitates 

workforce planning, skill matching, performance monitoring, and communication across organizations. 

9.2.7 Employee Retention and Career Growth 

Rather than facing layoffs during periods of reduced business activity, employees can continue working 

in partner organizations. This approach promotes employment stability, career progression, income 

continuity, and higher job satisfaction. 

9.2.8 Sustainable Human Resource Management 

Employee sharing aligns with the principles of sustainable HRM by maximizing the utilization of human 

capital while reducing workforce redundancy. It supports inclusive employment practices, responsible 

resource management, and long-term organizational competitiveness. 

 

9.3 Balancing Challenges and Opportunities 

The effectiveness of the B2B employee-sharing model depends on an organization's ability to balance its 

potential risks with its strategic advantages. Successful implementation requires transparent contractual 

agreements, clearly defined governance structures, integrated digital HR systems, standardized 

performance evaluation mechanisms, continuous communication, and adherence to legal and ethical 

standards. Human Resource Management plays a pivotal role in designing policies, fostering employee 

engagement, managing organizational partnerships, and ensuring regulatory compliance. 

As organizations continue to operate in increasingly dynamic and competitive environments, the 

opportunities associated with employee sharing are likely to outweigh its challenges when supported by 

effective leadership, technological innovation, and collaborative HR practices. Consequently, the B2B 

employee-sharing model has the potential to become an integral component of strategic workforce 

management, promoting organizational agility, employee development, and sustainable business growth 

in the present era. 
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10. Case Examples of B2B Employee Sharing 

The practical implementation of Business-to-Business (B2B) employee sharing has demonstrated its 

value across various industries, particularly during periods of labour shortages, economic uncertainty, 

and fluctuating market demand. The following case examples illustrate how organizations have 

successfully adopted employee-sharing practices to improve workforce utilization, maintain employment 

continuity, and strengthen organizational resilience. 

10.1 Case Example 1: Lufthansa and Aldi (Germany) 

During the COVID-19 pandemic, the aviation industry experienced a dramatic decline in passenger 

traffic, resulting in excess workforce capacity. At the same time, food retail chains such as Aldi faced a 

surge in customer demand and required additional employees to maintain operations. 

To address these contrasting labour market conditions, Lufthansa facilitated the temporary deployment 

of some of its employees to Aldi stores. Employees whose regular duties were suspended were able to 

continue working, earning income while supporting essential retail operations. 

Key Outcomes 

 Reduced employee layoffs and income loss. 

 Addressed labour shortages in the retail sector. 

 Enhanced employee morale and job security. 

 Demonstrated the effectiveness of cross-industry workforce collaboration. 

 Highlighted HR's role in coordinating employee redeployment and training. 

This case became one of the most widely recognized examples of collaborative workforce management 

during the pandemic. 

10.2 Case Example 2: Hospitality and Healthcare Collaboration 

During the COVID-19 crisis, many hotels experienced extremely low occupancy rates, while healthcare 

facilities required additional non-clinical personnel for administrative support, logistics, sanitation, and 

patient services. 

Several hospitality organizations temporarily assigned employees to healthcare institutions after 

providing appropriate orientation and skill training. 

Key Outcomes 

 Continued employment for hospitality workers. 

 Improved workforce availability in healthcare facilities. 

 Enhanced employee adaptability and transferable skills. 

 Reduced unemployment during the crisis. 

 Strengthened collaboration between public and private organizations. 

This example demonstrates how employee sharing can contribute to societal resilience during 

emergencies. 

10.3 Case Example 3: Manufacturing Sector Collaboration 

Manufacturing industries frequently experience seasonal fluctuations in production demand. Some 

organizations have adopted collaborative agreements that allow employees to be temporarily assigned to 

partner manufacturers during peak production periods. 

For example, automotive component manufacturers and industrial equipment producers have 

collaborated to share technicians, engineers, and machine operators possessing specialized technical 

skills. 
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Key Outcomes 

 Improved utilization of skilled labour. 

 Reduced recruitment and overtime costs. 

 Increased production efficiency. 

 Enhanced knowledge transfer among organizations. 

 Strengthened long-term strategic partnerships. 

10.4 Case Example 4: Information Technology (IT) Industry 

Information technology companies often face rapid changes in project requirements and fluctuating 

demand for specialized technical expertise. Collaborative talent-sharing arrangements allow partner 

organizations to temporarily exchange software developers, cybersecurity experts, data analysts, and 

cloud engineers. 

Such arrangements are particularly useful for project-based work where specialized expertise is required 

for a limited period. 

Key Outcomes 

 Faster project completion. 

 Better utilization of highly skilled professionals. 

 Reduced hiring costs. 

 Improved innovation through knowledge exchange. 

 Enhanced employee exposure to diverse technologies and business environments. 

10.5 Case Example 5: Agricultural Cooperatives 

Agricultural cooperatives in several countries have informally practiced employee sharing for decades. 

During harvesting seasons, workers are deployed across multiple farms according to crop cycles and 

labour requirements. 

Modern cooperative farming organizations have further institutionalized these practices through 

coordinated workforce planning and centralized labour management. 

Key Outcomes 

 Efficient management of seasonal labour demand. 

 Reduced labour shortages during harvesting periods. 

 Stable employment opportunities for agricultural workers. 

 Increased agricultural productivity. 

 Better coordination among cooperative members. 

10.6 Lessons Learned from the Case Examples 

The above examples demonstrate that B2B employee sharing can be successfully implemented across 

diverse sectors when supported by effective Human Resource Management and strong inter-

organizational collaboration. Several common success factors emerge: 

 Clearly defined contractual agreements between participating organizations. 

 Transparent communication among employers, managers, and employees. 

 Effective workforce planning and scheduling. 

 Continuous employee training and skill development. 

 Standardized performance evaluation systems. 

 Compliance with labour laws and occupational safety regulations. 

 Adoption of digital HR technologies for workforce coordination. 

These case examples also indicate that employee sharing is not merely a crisis-response mechanism but  
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a strategic workforce management approach capable of enhancing organizational flexibility, improving 

talent utilization, reducing operational costs, and promoting sustainable employment. As organizations 

continue to navigate technological disruption, demographic changes, and global economic uncertainty, 

B2B employee sharing offers a viable model for building resilient and collaborative workforce 

ecosystems. 

The insights gained from these examples support the argument that employee sharing can become an 

integral component of strategic Human Resource Management, enabling organizations to achieve both 

economic efficiency and long-term employee development while fostering mutually beneficial business 

partnerships. 

 

11. Discussion 

The findings of this conceptual study indicate that the Business-to-Business (B2B) employee-sharing 

model represents a significant evolution in workforce management. Unlike traditional employment 

practices that emphasize exclusive employer–employee relationships, employee sharing promotes 

collaborative utilization of human resources across organizations. This approach enables firms to 

respond more effectively to changing market conditions, labour shortages, and economic uncertainty 

while maintaining employment continuity for skilled workers. 

The literature and case examples suggest that employee sharing contributes to organizational agility by 

allowing businesses to adjust workforce capacity without relying heavily on layoffs or large-scale 

recruitment. Such flexibility is particularly valuable in industries characterized by seasonal demand, 

project-based work, and rapid technological change. From an organizational perspective, the model 

improves workforce utilization, reduces recruitment and training costs, enhances productivity, and 

strengthens business resilience. 

From the Human Resource Management (HRM) perspective, employee sharing expands the strategic 

responsibilities of HR professionals. HR departments are no longer limited to recruitment and 

administrative functions; they must coordinate inter-organizational partnerships, workforce planning, 

employee development, performance evaluation, compensation, legal compliance, and employee 

engagement across multiple organizations. Consequently, HRM becomes a strategic facilitator of 

organizational collaboration and sustainable workforce management. 

The study also highlights the increasing importance of digital transformation in supporting employee-

sharing arrangements. Cloud-based Human Resource Information Systems (HRIS), artificial intelligence 

(AI), workforce analytics, and digital collaboration platforms enable organizations to identify skill 

requirements, match employees with suitable assignments, monitor performance, and facilitate 

communication among participating organizations. Technology therefore serves as a critical enabler of 

efficient employee-sharing practices. 

Despite its advantages, the B2B employee-sharing model presents several challenges. Legal ambiguities 

concerning employer liability, social security, taxation, occupational safety, and employment contracts 

require comprehensive regulatory frameworks. Additionally, employees may experience role ambiguity, 

divided organizational commitment, and cultural adjustment issues when working across different 

organizations. These challenges underscore the importance of transparent governance structures, 

standardized HR policies, effective communication, and ethical management practices. 

Overall, the discussion suggests that the long-term success of employee sharing depends on balancing 

organizational flexibility with employee well-being. Organizations that establish clear contractual 
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agreements, invest in digital HR technologies, foster collaborative organizational cultures, and prioritize 

employee development are more likely to realize the full strategic benefits of this employment model. 

As labour markets continue to evolve, employee sharing has the potential to become an integral 

component of sustainable Human Resource Management and organizational competitiveness. 

 

12. Recommendations 

Based on the findings of this study, the following recommendations are proposed for organizations, 

Human Resource (HR) professionals, and policymakers to facilitate the successful implementation of the 

B2B employee-sharing model. 

12.1 Recommendations for Organizations 

1. Develop formal employee-sharing agreements that clearly define roles, responsibilities, 

compensation, confidentiality, intellectual property rights, dispute-resolution mechanisms, and legal 

obligations. 

2. Establish long-term strategic partnerships with organizations that possess complementary workforce 

requirements to ensure mutual benefits and workforce stability. 

3. Invest in digital Human Resource Information Systems (HRIS), workforce analytics, and cloud-

based collaboration platforms to improve workforce planning, employee deployment, and 

performance monitoring. 

4. Design standardized policies for recruitment, performance appraisal, training, and employee welfare 

to ensure consistency across participating organizations. 

5. Strengthen organizational communication by conducting regular coordination meetings among HR 

managers, supervisors, and employees involved in sharing arrangements. 

12.2 Recommendations for Human Resource Professionals 

1. Integrate employee sharing into strategic workforce planning to improve labour utilization and 

organizational flexibility. 

2. Provide continuous training and skill-development programmes that prepare employees to work 

effectively in diverse organizational environments. 

3. Implement multi-source (360-degree) performance appraisal systems that incorporate feedback from 

supervisors in all participating organizations. 

4. Promote employee engagement through mentoring, career development opportunities, counselling 

services, and recognition programmes to reduce role ambiguity and strengthen organizational 

commitment. 

5. Ensure strict compliance with labour legislation, occupational health and safety standards, data 

protection regulations, and ethical employment practices. 

12.3 Recommendations for Policymakers 

1. Formulate comprehensive legal and regulatory frameworks that clearly define employer 

responsibilities, employee rights, taxation, social security, insurance, and occupational safety in 

employee-sharing arrangements. 

2. Encourage public-private partnerships that support collaborative employment models, particularly 

during economic crises, labour shortages, and disaster situations. 

3. Promote digital workforce platforms that facilitate transparent and secure employee-sharing practices 

among organizations. 

4. Support research and pilot programmes to evaluate the long-term economic and social impacts of  
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employee-sharing initiatives across different industries. 

12.4 Recommendations for Future Research 

1. Conduct empirical studies using surveys, interviews, and case analyses to validate the proposed 

conceptual framework. 

2. Compare employee-sharing practices across countries, industries, and organizational sizes to identify 

sector-specific success factors. 

3. Investigate employees' perceptions of job satisfaction, organizational commitment, psychological 

well-being, and career development within shared employment arrangements. 

4. Examine the role of artificial intelligence, blockchain, and advanced workforce analytics in 

improving the effectiveness and governance of employee-sharing systems. 

5. Explore the long-term relationship between employee sharing, organizational resilience, 

sustainability, and competitive advantage through longitudinal research. 

In conclusion, the effective implementation of the B2B employee-sharing model requires coordinated 

efforts from organizations, HR professionals, and policymakers. By combining sound governance, 

technological innovation, employee-centric HR practices, and supportive public policy, organizations 

can leverage employee sharing as a sustainable strategy for enhancing workforce flexibility, business 

resilience, and long-term organizational performance. 

 

13. Conclusion 

The Business-to-Business (B2B) employee-sharing model has emerged as an innovative and sustainable 

workforce management strategy that responds effectively to the changing dynamics of the contemporary 

business environment. Increasing globalization, rapid technological advancement, fluctuating labour 

demand, skill shortages, and economic uncertainty have encouraged organizations to move beyond 

traditional employment relationships and adopt more collaborative approaches to human resource 

utilization. Employee sharing enables organizations to optimize the use of skilled employees while 

simultaneously providing greater employment continuity, career development opportunities, and 

organizational flexibility. 

This study examined the concept, characteristics, opportunities, challenges, and Human Resource 

Management (HRM) implications of the B2B employee-sharing model through a conceptual review of 

existing literature. The analysis demonstrates that employee sharing contributes to improved workforce 

planning, reduced recruitment and labour costs, enhanced employee skill development, greater 

organizational agility, and stronger business resilience. At the same time, successful implementation 

requires effective governance, transparent contractual arrangements, robust digital HR systems, and 

compliance with labour laws and ethical standards. 

The study further highlights the expanding strategic role of HR professionals in facilitating collaborative 

employment relationships. HR managers must coordinate talent acquisition, training and development, 

performance management, compensation, employee engagement, legal compliance, and organizational 

communication across participating organizations. Consequently, HRM evolves from a traditional 

administrative function to a strategic partner responsible for building collaborative workforce 

ecosystems. 

Despite its numerous advantages, the B2B employee-sharing model also presents challenges related to 

legal ambiguity, confidentiality, organizational culture, dual reporting relationships, employee 

commitment, and technology integration. Addressing these challenges requires coordinated efforts 
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among organizations, policymakers, and HR practitioners to establish supportive legal frameworks, 

standardized HR policies, and technology-enabled management systems. 

Overall, the B2B employee-sharing model represents a promising direction for the future of work. 

Organizations that strategically integrate employee sharing into their human resource practices are likely 

to achieve greater workforce flexibility, improved talent utilization, enhanced employee employability, 

and sustainable competitive advantage. As digital transformation and collaborative business ecosystems 

continue to evolve, employee sharing is expected to become an increasingly important component of 

strategic Human Resource Management. Future empirical research across industries and countries will 

further strengthen theoretical understanding and provide practical evidence for the long-term 

effectiveness of this innovative employment model. 
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