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HR Functions 

Organisations become successful by having effective HR practices that drive productivity, employee engagement and an overall supportive culture (Crawford-Marks, 2024). Key human resource functions include recruitment, training, development, performance management and employee relations. Sourcing and hiring the right professionals for such a business entity is the topmost priority of the recruitment function, while training and development include upskilling staff. 
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Figure: Training session to increase communication
Source: (Crawford-Marks, 2024)

Accordingly, employee relations are about developing a healthy workplace and managing the relationship between staff and management. Recruitment helps an organisation to have the right talent while training and development give them the skills to succeed. Performance management measures progress and ensures goals are met, which is influenced by employee relations that create a fair, respectful environment. Hence, each of these functions is inter-related and includes distinct yet complementary strategies that make HRM practices and policies successful for an organisation. All these functions are vital as they help leaders and management to build and support a productive workforce.      
Report on Structure

The report aims to analyse different HR functions and their role towards the success of a commercial entity. It will include the key HR functions and their necessity, an explanation of a business environmental model like SWOT and its link to HR functions. Following that, the organisation application will include an overview of Whitbread Plc and its HR practices. Application of the model will follow this section, which will include an evaluation of the impact on HR practices of a company through SWOT. Further, evaluation of environmental forces in different country-specific contexts and future implications will also be highlighted in this report.   
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Business environment model
SWOT framework 
A SWOT framework is regarded as one of the vital strategic management tools that resemble strengths, weaknesses, opportunities and threats (CIPD, 2026). This planning tool is utilised for the purpose of evaluating a business by categorising critical aspects into external market conditions and internal capabilities. 
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Figure: Benefits of SWOT
Source: (CIPD, 2026)

Usefulness of SWOT in understanding the business environment 
The SWOT framework is quite beneficial for the purpose of mapping out external and internal factors (Wells, 2023). Strengths and weaknesses generally describe certain aspects, which include the company’s culture, along with team skills, including finances. Whereas opportunities and threats help in the identification of external market forces, such as competitors' movements or any sort of economic shifts. This tool encourages strategic alignment and improves the risk management process by allowing a business to prepare itself for upcoming problems. 

Limitations of SWOT 
The limitations of this model specifically lie with respect to static framing, lack of prioritisation, as well as oversimplification of complex markets (Tsipursky, 2023). Through using this framework, a snapshot of the business can be obtained at a specific point in time, which can become outdated quickly in the rapidly evolving business markets. A list of factors can be gained with the help of this model, which can impact business operations. However, it does not mention which factors require immediate attention, thereby leaving the decision-makers in a struggling position with respect to long-term projects. 

Link to HR functions  
Linking SWOT to core HR functions 
This model can be linked with the core HR functions in terms of recruitment, hiring, training and development, including employee retention. HR teams examine the employer brand along with the compensation packages that are offered to the staff. If they find that the company struggles in this regard, they can use SWOT to design a new recruitment strategy while highlighting the positive workplace environment. With the identification of the skill gaps, HR departments can focus on making significant investments in developing targeted upskilling programs (Forbes, 2025). By conducting a SWOT analysis, the reason for which employees are leaving the company can be understood, and further strategies can be created for improving employee engagement rates. 






Impact of internal and external factors on HR practices 

Both internal and external factors are responsible for impacting the HR practices of an organisation. A supportive and positive working environment aids in attracting top talent, whereas slow administrative workflows are largely responsible for increasing operational expenses. Highly motivated teams will help in boosting the productivity of the business. All the above-mentioned aspects fall under the category of internal factors. Contrary to this, external factors include labour market trends, technology and regulatory changes. A shrinking talent pool makes the hiring process difficult due to elevated expectations and intense competition (CIPD, 2026). The emergence of new labour regulations will pose threats to the company if the HR policies are not updated promptly, thereby leading to legal risks. 
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Organisation introduction
Whitbread is the biggest hotel brand in the UK with a growing presence in Germany (Whitbread, 2026). It controls multiple hospitality companies through which it has expanded internationally, resulting in operating more than 86,000 rooms (Mena.premierinn, 2026). 
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Figure: Operational market for Whitbread
Source: (Whitbread, 2026)

The workforce of the brand is 31,500 people across the UK and Germany and has been able to provide a superior customer experience through its vertically integrated business model (Whitbread, 2026). The core value of the company is providing quality and affordable hotels that enable it to maintain its distinct service quality and identity. Apart from the UK and Germany, the brand also operates in the Middle East and Ireland through Premier Inn, which is its flagship acquired hotel chain (Mena.premierinn, 2026). This has helped the business to gain access to multiple international markets and have a consistent level of service. 
 

HR Practices 

Force for Good is the value-led model which is followed by Whitbread in the UK and Germany. Under this framework, the brand uses an efficient application process combining face-to-face discussions with practical job skills testing (Whitbread, 2026). In international regions such as the Middle East, recruitment costs and visas are managed locally by a centralised HR team to ensure compliance with regional labour law. Accordingly, training and development are a core focus of HRM of the organisation that includes digital learning, customised learning materials and hands-on experience. Regular pay and incentives suggest regular evaluation of the performance of staff is common in both the markets, while separate criteria of evaluation for each market are time-consuming. Apart from that, Force for Good remains the foundational pillar of employee relations that includes opportunity, community, and responsibility (Whitbread, 2026).       
[bookmark: _c42333u8s1s0]
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Impact on Organisation
SWOT analysis
A SWOT analysis dictates human resources of Whitbread by aligning its workforce strategies with business realities.
	Strengths 
	Weaknesses

	Internal Factors:
Strong brand equity, such as being the parent company of Premier Inn, robust training infrastructure and established internal talent pipelines, provide strong internal strength to Whitbread Plc (Mena.premierinn, 2026).   
External factors:
Positive brand reputation that attracts skilled employees in the UK and Germany supports the brand to have access to talented people. 
	Internal Factors:
High employee turnover rates and teams working in multiple locations weaken communication and standardisation of services of Whitbread Plc (Hotelbusiness, 2026).  
External factors:
Fluctuations in labour market capability in different markets, like in the UK, where there is a digital skill shortage, influence HR practices of the brand (Kelly, 2026).  

	Opportunities 
	Threats

	Internal Factors:
Strong brand equity means consistent profitability and sales that can be used to integrate digital tools, which might lead to inclusion and diversity. Furthermore, established training and development programs alongside a consistent supply of talent reduce the cost of business operations. This provides the opportunity for increased technology integration and expanding into new markets.    
External factors:
Positive reputation means professionals would want to work with the brand that enhances accessibility to the right professionals, resulting in increased capability of the workforce of Whitbread. 
	Internal Factors:
High employee turnover increases recruitment and training costs, which might threaten competitive advantage due to loss of expertise. Furthermore, teams in different geographic locations might result in slow decision-making and adoption of new HR practices, resulting in poor performance and confusion among the teams. It might result in loss of quality-of-service delivery, risking operational efficiency, competitive position and market share.
External factors:
A different labour market means diverse rules and regulations, implying HR of Whitbread has to comply with several labour laws that require customised HR practices. It threatens staff satisfaction as they might view it as discrimination, risking expensive lawsuits. Further, different skill sets in the labour market might delay operational efficiency of Whitbread, threatening brand reputation.  



Impact of business models on HR practices
Using models like SWOT allows HR managers to align recruitment, training, and retention with macro-environmental shifts. The chosen business model supports the HR of Whitbread to identify the internal and external strengths as well as weaknesses (Evans, 2024). Based on these factors, the HR practices are modified to maximise opportunities and develop the workforce to mitigate possible risks. Integrating AI-driven recruitment and digital scheduling tools or adapting to the laws and regulations of the UK and Germany becomes systematic and clearly goal-oriented for the HR of Whitbread.
    
Influence of internal and external environmental factors on HR manager’s effectiveness 
The effectiveness of the HR manager of Whitbread depends on internal assets like robust training and development, a consistent talent pipeline to have a productive workforce. It increases retention rate, resulting in quick adoption of organisational changes, which supports HR managers to distribute resources effectively, enhancing the internal capability of the brand. Accordingly, external factors like fluctuations in labour market capability demand HR agility. For example, economic inflation and tight staff markets demand innovative reward strategies and robust workforce planning to maintain service excellence (BBC, 2026). This means the effectiveness of HR managers at Whitbread depends on robust management of internal assets to manage and adapt organisational capability to tackle external factors.    
Country Differences
Culture
Employees in the UK expect open communication and transparency, whereas people in Germany respect direct feedback as well as strict boundaries between personal and work life (Clearborder, 2025). Therefore, the HR practices of Whitbread must shift their people management strategy in both countries. 
Legal regulations
Companies operating in the UK must adhere to laws like the National Minimum Wage Act 1998, while in Germany, companies operate under stricter environmental policies (Gov.UK, 2026). It means HR practices of the brand must structure payment structures to maintain workforce trust and comply with the act in the UK. In contrast, the brand has to focus more on sustainability to operate successfully in Germany.       
Economic conditions
Whitbread requires cost-effective, scalable efficiency to deal with the increased inflation rate in the UK (BBC, 2026). 
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Figure: Inflation rate of the UK
Source: (BBC, 2026)

However, the German government offer subsidies for prioritising green practices. Hence, HR practices of the brand must focus more on cost-cutting measures in the UK, while for Germany, sustainable practices must be the focus for managing staff.     
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Summary
HR practices determine the success of organisations like Whitbread and create a productive workforce. It is the structured process of setting clear goals, monitoring outcomes and providing continuous feedback that supports management of a business to manage performance. Accordingly, this function influences engagement and motivation of staff to actively contribute towards organisational success. Internal and external environments determine the effectiveness of HR managers. These factors are highly connected, with a clear difference which is about controlling and managing. The SWOT model has been highlighted in this report, providing this distinction where HR professionals use internal strengths to gain maximum opportunities while mitigating internal weaknesses to overcome threats. Further, this report also highlighted that the effectiveness of HR managers depends on planning and anticipating demand in lower markets. Organisations like Whitbread that operate in multiple locations must consider culture, regulations and economic conditions, which have been underscored in this report.   

Future Implications
HR managers must shift from handling routine paperwork to driving major business decisions. Internal and business environments highly influence the labour market, which means HR managers must consider cultural context, social norms and governmental rules. Further, these managers need to focus on consistently providing training and development along with opportunities to grow. It can help the staff to be motivated and actively engaged with organisational values and principles. Communication, constructive feedback and balancing the work-life of the staff should be the core values of the HR managers to play a significant role in future for enhancing organisational performance. 
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