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Executive Summary
Human Resource Management can be called a procedure of controlling activities of people in order to achieve success within organisations by recruiting the right kind of talent, training and nurturing that talent and maintaining its talent in a manner that is appropriate. The report reviewed the effects of the internal and external environmental factors that influence the main functions of the HR using the PESTLE model. The analysis observed that some of the key factors that influence HR strategies are regulation, economic conditions, technology, and cultural differences namely which are important especially in situations involving different countries. To work effectively, HR teams are expected to localise HR policies to local contexts, leverage on data-driven understanding, and commit to continuous learning to counter demands of global workforce in the future by engraining flexibility and inclusivity in their conduct.
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Human Resource Management refers to the strategic organisational activity aimed at maximising the performance of human workforce by means of taking recruitment, training and development, performance management and employee relations (Boselie and van der Heijden, 2024). HRM is even more important in global organisations since it is complicated to manage various workforces in different legal, cultural, and economic landscapes.
Recruitment assists in acquiring talent to fit the organisational needs and the training and development ensure that the employees are geared to face the emerging requirements. The performance management systems motivate efficiency and accountability where good relations between employees lead to good relationships and laws at work.
The HSBC Holdings plc is a global banking and financial services company with its headquarters in London, United Kingdom, which happens to be among the largest financial services and bank organisations. Having operations in over 60 countries in Europe, Asia, the Americas, the Middle East, and Africa, HSBC has more than 40 million customers (HSBC, 2025). This report will examine how effectiveness of the HR managers is being affected due to the different aspects of the internal and external environment. It will begin with the analysis of these factors using such business environment model as can assist in the discovery of challenges and opportunities that HR is exposed to. It will also determine the adaptations of HR practices in various national settings. The report will then take the model applied to see how different environmental forces are affecting the HR strategies followed by implications on the future of global HRM.
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PESLE Model and its usefulness 
PESTLE is an essential model of examining the outside environmental conditions that shape decision making in the organisation. It assesses Political, Economic, Social, Technological, Legal, and Environmental factors, which especially concern the global companies such as HSBC organising its activity in various regions.
Political- It involves regulatory environment, tax regime and political stability of different markets. Policies on trade agreement, foreign investment and banking are paramount in the market in terms of strategies involved to move a workforce around in terms of financial institutions like HSBC.
Economic- Factors like inflation rates, interest rates, unemployment and growth of GDP directly affect the costs of labour and HR planning. The inflation rate of the UK was an average of 4.2% in 2024 year and there was an economic uncertainty that caused different unemployment levels (ONS, 2025). 
[image: ]
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(Source: Cox, 2025)
The above image reflects that the inflation rate was also 2.9% in U.S (Cox, 2025). Such indicators influence wage expectations, affordability in recruiting, and payment. These data reflect that when a business operates globally, the fluctuating GDP of nations like UK and USA can influence business economy greatly. 
Social- This consists of the demographics, educational levels, diversity, and work-life balance and inclusiveness expectations of employees. These are among the things that HSBC is to work around when formulating policies that will suit its multinational workforce which comprises of emerging markets and developed economies.
Technology- The changes in technologies in AI, digital banking, and tools of remote collaboration demand HR organisations to continuously train their personnel, incorporate HR analytics, and move to digital recruiting and educational platforms (Ewim et al., 2021).
Legal -Compliance and legality is also a priority since many jurisdictions have different labour laws that affect contracts, benefits and rights workers have- like GDPR in Europe or the FLSA in the U.S.
Environment- Environmental issues, such as ESG expectations and sustainability commitments, involve HR assisting in the green initiatives, ethical employment, and flexible working solutions in response to environmental objectives.
SWOT analysis
The strengths of the company are its well-established brand name, its presence all over the world, and its solid finances. On the other hand, the weaknesses are the high costs of operations and the intricate systems. The company can take advantage of the digital innovations, the new markets, and the green trends. However, it has to deal with economic fluctuations, changes in regulations, and very strong competition, which all make it necessary for the company to come up with adaptive strategies in order to keep its long-term competitiveness in the ever-changing business environment.
Influence on HR functions and practices
The conclusions made during PESTLE analysis directly impact on the creation of the most significant HR functions. Intercountry recruitment strategies should take in consideration political stability and the legal systems in the respective countries and ensure it does not violate the immigration and employment laws. Compensation plans are based on economic data like inflation and wage levels, and talent investments and labour planning are based on unemployment levels.
Regarding training and development, the social trends, which include the rising need to have inclusive workplaces and lifelong learning, force the HR to consider the culturally sensitive training program and leadership development activities (Day et al., 2021). Technological change has impact on integration of digital learning behinds and real time performance management systems. With digital banking being an increasing trend at HSBC, there is more requirements of technically adept employees, which requires special up skilling activities.
The need to synchronise the objective of global employees and align them with regional business situations influences the practice of performance management. Performance measures and incentives depend on economic situations and localised standards of productivity. In the meantime, the environmental aspect has resulted in a sustainable KPIs integration and green workplace behaviour promotion.
The Legal and social expectation are a great influence in employee relations. HR should make sure that local employment laws are implemented and that they enhance an inclusive, engaging environment at the workplace that does not disregard diversity.
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Introduction of organisation
The HSBC Holdings plc is an international banking and financial services corporation located in London, United Kingdom. HSBC was established in 1865, and it has operations in more than 60 countries that are distributed in Europe, Asia, North America, Latin America, the Middle East, and Africa. It operates in retail banking, commercial banking, global banking and wealth management (HSBC, 2025). The concept of global connectivity and local responsiveness is also very strongly used at HSBC, taking advantage of a global network that HSBC has built to facilitate cross-border financial operation. The global structure of the organisation enables it to provide customised services to regional markets and still retain a single corporate strategy of the organisation and its brand identity across other regions of the world.
HR practices
The HSBC uses a global integrated and locally responsive HR strategy to manage its diverse workforce. Recruitments integrate the approach of global employer brands and local approaches to talent acquisition that can entail the use of digital resources and local recruitment providers. The platform of the HSBC standardises training programs, and the regional content reflects any differences in cultures and regulations (Tarawneh, 2025). Performance management also adheres to the international KPIs yet there is local flexibility on how appraisal will be done. The fundamental corporate values and policies are followed in the employee interactions but with the adjusting of the elements to adapt the legal framework and labour regulations of that particular country. This hybrid system guarantees coherency, adherence as well as interest in the global operations of the HSBC.
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PESLTE’s impact on HR practices
By using PESTLE framework, the HR leaders at HSBC proactively respond to the external environment, so that the organisation is resilient and keeping the global environment in mind, is aligned.
Political
HSBC bases its HR choices concerning workforce mobility, adherence to the regulations as well as global operations on the political conditions. As an example, the Brexit aftermath brought more restrictive immigration policies and market uncertainty to the United Kingdom, forcing the HR departments to adjust their talent mobility policies, evaluate their employment pipelines, and move certain operations to the capitals of the European Union (Sindakis and Aggarwal, 2022). Employee safety regulations and policies and relocation decisions are also affected by political instability in the regions like Hong Kong.
Economic
There is a lot of concern regarding economic indicators that affects HSBC compensation packages as well as human resources strategies. The inflation rate in the UK averaged 4.2 percent at the beginning of 2024, so it was pressuring real wages (ONS, 2025). The base rate at the banking of England had 5.25% which raised the cost of borrowing money and an unemployment rate of 4.3 per cent showed that there was a tight labour market (Bank of England, 2023). To counter the move, the HR implemented an inflationary-based salary increase, further employee retention mechanisms, and modulated workforce planning to capture specialised banking and compliance professionals as the sector embraced digitalisation.
Social
The changes in the social values of people affect the engagement, inclusion, and wellbeing framework developed by HSBC among their employees. The increased value of hybrid work, more inclusive policies, and mental health awareness have urged bank to launch the flexible work policy, employee resource groups, and wellness across different countries worldwide (Caragnano, 2023). They are essential in enhancing retention and attracting diverse talents, by generation and location.
Technological
Due to the fast changes in fintech, AI, and automation, the HSBC HR should concentrate on developing digital capabilities. The recruitment will focus on talent that is technology-savvy, and training will be based on digital learning, provided by HSBC. HR systems apply AI-based selection of the CV, along with predictive analytics to understand talent planning, yet HR should also be careful of data literacy and digital inclusion within the workforce so that there are no talent gaps (Kadirov et al., 2024).
Legal
The different labour legislations in different nations demand that HSBC follows the law in all the HR undertakings. As an example, the GDPR regulations in the UK influence data protection procedures in the recruitment process and respect to employees (Vargas, Budz and Onete, 2021). The employment-at-will customary prescribes alternative treatment with respect to dismissals in the USA. HR is required to make localisation of contracts, dispute management processes, and regulation on working hours within the jurisdiction.
Environmental
Being sustainable and adhering to ESG is a concern of HR. The HR of HSBC reinforces the green initiatives by facilitating remote working conditions allowing the company to decrease carbon footprints, integrating environmental concern into the employee development training, and involving the workforce into CSR projects. These activities boost the image of the organisation as well as making it comply with employee expectation of responsible employment practices.
SWOT for business
· HSBC’s strengths stay in its worldwide reach, strong brand, and virtual capability. 
· Weaknesses cover regulatory pressures and high compliance prices. 
· Opportunities raise from sustainable finance, AI innovation, and growing markets.
· While threats stem from economic volatility, geopolitical hazards, fintech competition, and growing cybersecurity concerns.
Variation in influence due to country specific
The impact of environmental forces is very distinct in the United Kingdom and the United States although the HSBC operates a global HR system resulting in differences in the legal, cultural and economic differences.
England, specifically, has highly detailed employment legislation that sets the tone of HR practices and ensures formidable protection to workers. Platforms of unfair dismissal, right under redundancy and equal pay require HR planning carefully. International recruitment has also been made tricky by post-Brexit immigration regulations and higher-levels of talent strategy is needed (Nakonechna, 2024). The local culture places emphasis on the formal communication style, organisational structure, and work-life balance, which is the reason why HSBC should focus on employee wellbeing programs, training on compliance, and flexible working hours.
On the contrary, nations can be characterised as employer-oriented, with the policy of employment-at-will that provides more accepting ground in hiring and firing. Nevertheless, this multiplies the role that the HR plays in the management of possible conflicts and promotion of positive employee relations. The American culture facilitates individual performance, competitiveness, and goal-orientation, which allows HSBC to follow performance-based reward systems and diversity and inclusion policies improved in accordance with social expectations (Arora, 2022).
At the economic level, the greater inflation rate and modest post-pandemic recovery in the UK have caused strategic changes to compensation structures and retention programs. The squeeze in the labour market and robust economic recovery in the U.S. has forced the HSBC into proactive employment initiatives, attractive benefits, and reduction of the duration of employment decisions.
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This report has concluded the impact of both the internal and external environmental factors towards human resource management where the alignment of the HR functions to the overall business environment becomes imperative such recruitment, employee relations, training, development and performance assessment. With the help of the PESTLE model, it has been concluded that political, economic, social, technological, legal, and environmental factors are crucial components that influence the way HR is implemented as well as how well managers perform their tasks. The implication of cultural norms, regulatory system and economic conditions on HR practices has further brought out by the comparison of two different national contexts.
In context of the future implications, the HR managers of international organisations should also be sensitive to the changing business environment. Further development of digital technologies, changes in the expectations of the workforce, and new requirements in legal and sustainability measures will continue to ask HR professionals to move to changes in how they behave. There is also need for analysing the trends in the environment, executing policies that are relevant to the local environs and being able to reconcile cross-national uniformity with regional adaptability will be essential. Moreover, employee wellbeing, ethical leadership and inclusive workplace cultures are emerging as factors having increasing significance in human resource development of the coming era. This profound awareness of environmental forces will thus remain vital towards developing sound, powerful, and progressive HR systems in a novel globalising world.
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