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[bookmark: _Toc235643000]1.1 HR Functions
In the organisation, one of the strategic functions is human resource management (HRM).  This function primarily involves attracting, developing, retaining, and motivating the workforce to support organisational performance and objectives (Arokiasamy et al., 2024). The initial functions of HR involve recruitment and selection, training and development, performance management and employee relations (Alam et al., 2024). Recruitment and selection ensure that the organisation hires qualified and experienced employees to achieve competitive benefits. Meanwhile, training and development are significant in supporting the existing workforce to know and improve professional capabilities (Hamza et al., 2021). Meanwhile, performance management provides significant support for the career progression of individuals. Finally, employee relations maintain a positive working environment by strengthening employer-employee relations. Overall, these HR functions support improvements in institutional success by enhancing productivity, performance management, and sustainability. 
[bookmark: _Toc235643001]1.2 Report Structure
The report structure presents an introduction that introduces the significance of HR functions along with an overview of the report structure. Further, the report analyses the internal and external environment by selecting a specific model. This section explains the usefulness of the selected model in the context of the business along with its limitations. Further, it links the model with HR functions to highlight how external and internal factors impact HR functions.  Moreover, the report further presents an organisational application to introduce institutional introduction and HR practices and the chosen organisation, InPost.  Furthermore, the application section describes the chosen model for the organisation, especially in HR functions. Moreover, this section evaluates the key differences between the influences of environmental forces following the country-specific factors. 
[bookmark: _Toc235643002]2.0 Internal and External Environment 
[bookmark: _Toc235643003]2.1 Business Environment Model
In order to analyse the impact of various external factors on the business process of the company, PESTLE analysis has been selected. 
Political Factors
InPost operates in various European countries. The company is required to follow the trade regulations, import and export laws and other regulatory frameworks within its business process. Changes in the political aspects, trade laws, regulations, and export and import laws can impact the business process of a company (Morozov et al., 2024). The impact of the external factors on the business process of InPost is negative.
Economic Factors
Inflation fluctuations, high prices of resources, the cost-of-living crisis and other issues have impacted customer purchasing and repetitive purchasing patterns (Sharma and Sinha, 2025). Economic conditions have affected customer spending, resource collection, manufacturing, and delivery of the products for InPost. The impact of the economic factors is negative for the company.
Social Factors
The demand for sustainable, affordable and high-quality products has increased in the global market (Lopes et al., 2022). Growing practices of digitalisation, urbanisation and busy schedules have supported the business development model. The company is required to make continuous investment in innovation and sustainability; the impact of the social factors is moderately positive.
Technology Factors
Technology and digitalisation are the major competitive advantages for InPost. The company has adopted automation, blockchain, and IoT services within the business to support efficiency and continuous growth. The impact of various technological factors is positive on the business.
Legal Factors
In the process of protecting the data and information of the customers, organisations are required to follow the rules of GDPR and the Data Protection Act of the UK (Morić et al., 2024). The organisation is required to comply with employment legislation, protection laws and security systems within the process to support the brand reputation in the global market. The impact of the legal factors is moderately negative for the business.
Environmental Factors
Environmental sustainability has become an increasingly important factor for organisations in the logistics industry. InPost is required to adopt sustainable strategies to reduce carbon emissions and support environmental sustainability. These strategies can help the brand reduce the rate of carbon emissions, support waste management and reduce vehicle mileage. The increasing environmental impact and stakeholder expectations for sustainability have distorted green logistics within the system. The impact of the environmental features is negative for the company.
[bookmark: _Toc235643004]2.2 Link to HR Functions 
The company, in the process of developing its HR functions, can align the aspects of PESTLE analysis. HR of the company is required to follow the legal guidance and regulatory frameworks supporting the employment laws, health and safety, well-being and GDPR requirements for ensuring data protection and security. It is the responsibility of the human resource management of a company to ensure fair wages, employment regulations and labour rights within the business. The social factor of a business promotes the aspects of diversity and flexibility, supporting employee engagement, flexible working and adaptability within the business system. In order to ensure technological advancement within the business, the HR management of the organisation is required to promote employee training, digital skills development and automation in digital learning. The organisational strategy and culture are required to be aligned with the leadership strategies to support market competition and regulatory compliance, supporting the long-term growth of the business. Strategic alignment with the HR function builds organisational strength, capability in the workforce and long-term competitive edge during environmental change.
[bookmark: _Toc235643005]3.0 Organisation Application
[bookmark: _Toc235643006]3.1 Organisation Introduction 
InPost is a popular and leading out-of-home e-commerce platform in Europe. It was founded in 1999 in Poland by Rafal Brzoska. The company offers efficient delivery services through an out-of-home network. It includes door-to-door courier and fulfilment facilities for e-commerce merchandise. Following the excellent services in home delivery, the company has expanded their business in the UK and Italy (InPost, 2024b). Currently, the company operates with more than 40,000 AMPs and almost 33,000 PUDOs in nine European countries. The company is continuously making efforts to build its position beyond Poland with the launch of new services and capitalising their synergies. InPost believes that offering new services allows them to expand customer usage and develop adjacent services. Recently, InPost has successfully integrated Mondial Relay with UK acceleration, which has helped them to prioritise the international market (InPost, n.d.). They have also engaged with the use of digital technologies to optimise their business processes at international functions.
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Figure 1: InPost Services
(Source: InPost, 2024) 
[bookmark: _Toc235643007]3.2 HR Practices
HR practices at InPost support the excellent international expansion. It mainly focuses on recruitment, workforce development, performance management and employee engagement.  Recruitment strategy at the organisation involves a combination of digital and physical hiring strategies. It helps to attract a talented workforce. Meanwhile, excellent career opportunities and training practices facilitate workforce retention. Moreover, performance management involves the offering of constructive performance reviews and feedback. This allows InPost to support improvement in workforce performance (InPost, 2024a). Furthermore, employee relations are managed through equity, diversity and inclusion policies and maintaining compliance with employment legislation. 
[bookmark: _Toc235643008]4.0 Application of Model
[bookmark: _Toc235643009]4.1 Impact on Organisation
The selected model of PESTLE provides a framework for understanding external environment factors impacting HR practices at InPost. Operating as a multinational logistics organisation, the business is likely to experience the impact of the external environment. Based on these, InPost is required to continuously adapt its HR practices to changing environmental factors. These factors have a direct impact on training, performance management and workforce regulations. In the context of political factors, it can impact the HR activities of InPost. It involves labour legislation, government employment regulations, changing taxation and immigration policy. In this context, HR managers in the organisation need to ensure alignment with government standards, especially developing recruitment strategies, employment contracts, and policies. Political instability and continuous changes in the regulations have a major impact on workforce planning (Su and Xie, 2023). Therefore, HR managers at InPost are required to monitor changing policies regularly to minimise risk.
 Additionally, economic conditions can also impact the HR functions.  For instance, changing inflation rates, labour shortages and increasing wage expectations can impact recruitment costs and put pressure on organisations (Cova, 2024). During the demand for parcel delivery at a high level, the company is likely to develop productivity and profitability. However, economic uncertainties can raise pressure on HR managers to control labour wage expectations and labour costs. Social factors indicate that there is an influence of changing employee expectations, institutional culture and workforce diversity. The current workforce is likely to prefer flexible working arrangements along with diversity, inclusion and excellent career opportunities (Yimsook and Theerakosonphong, 2026). In this context, HR managers working at InPost are required to develop an inclusive and diverse working environment. This environment can allow employees to thrive and be involved in different activities. It can efficiently support satisfaction and workforce retention. 
Furthermore, technological factors support the opportunity for HR functions to operate digitally. Initially, the functions of InPost are dependent on digital systems like a digital tracking platform, data analytics, automated parcel lockers and artificial intelligence (InPost EU, 2024). These technologies support the operational proficiency of the company. However, using these technologies requires digital competencies among the workforce (Audrin, Audrin and Salamin, 2024). Therefore, HR managers need to play a role in offering digital training  to improve the digital skills of the workforce. Engaging the workforce with digital onboarding, electronic performance management, virtual learning, e-learning platforms and digital interviews improves the efficiency of the HR department. Moreover, legal factors also showcase their influence on HR responsibilities. As InPost operates within different European countries, they are likely to comply with varying employment legislation, safety standards, Working regulations and GDPR. Maintaining compliance with regional standards is important to protect the institution from penalties, reputational damage and disputes (Seera, Subramaniam and Samuel, 2025). Therefore, HR managers need to adopt a strategy to comply with the regional standards to remain adaptable across different countries. In terms of environmental factors, there is a higher sustainability awareness among consumers towards logistics sectors. InPost is already engaged with the offering of sustainable logistics practices with their automated lockers and sustainable transportation (InPost, 2024c). However, to meet changing environmental expectations of customers, HR managers need to equip their workers with environmental responsibilities. This could be facilitated through training programs and motivation. 
[bookmark: _Toc235643010]4.2 Country Differences
Making improvements in HR practices is needed for InPost while operating within multiple European countries. This is needed based on the changing culture, legal standards and economic uncertainties. Even if the company has similar corporate values, its HR policies need to reflect regional standards or country-specific requirements. Cultural differences are one of the factors impacting leadership, workforce motivation and workplace expectations (Chua, Sun and Sinha, 2023). Countries like the United Kingdom are likely to promote workforce participation and flexible working arrangements. Meanwhile, Central and Eastern European countries possess a major focus on hierarchical organisational models (Swindle, Dorius and Melegh, 2019). Therefore, HR managers need to adopt varying leadership styles to meet cultural differences. Additionally, legal regulations are also changing from region to region. InPost can experience the variations in employment regulations, wage standards, working arrangements and protection in countries like Poland, France, Spain, the UK and Italy. For this, managers must comply with the regional employment regulations by maintaining consistency in organisational policies. Localised policies of HR additionally enhance employee engagement, legal adherence and organisational efficacy across global operations. Failing to meet regulations and standards causes reputational damage and penalties (Chua, Sun and Sinha, 2023). Additionally, there is a variation in the economic, technological and environmental dimensions across countries. This can affect the operational efficiency of the business. For economic dimensions, managers need to invest in workforce development and training to improve their abilities. Meanwhile, technological readiness can be improved through digital training, and environmental expectations can be met by improving employees' knowledge of sustainability policies.
[bookmark: _Toc235643011]5.0 Conclusion
[bookmark: _Toc235643012]5.1 Summary
The report supports a significant function of HRM in achieving success. It is identified that HR has an important role in recruitment, selection, retention, training and development, performance management and employee relations. The selected model for the report is PESTLE, which provides an understanding of external factors and their impact on decisions about HR practices. The analysis has highlighted the case of the InPost organisation, which functions in different international markets. Given its international operations, the company requires an efficient HR function that responds to changing external conditions. These factors have a major influence on HR functions. The impact of external factors varies from country to country.
[bookmark: _Toc235643013]5.2 Future Implications
[bookmark: _Toc235643014]The future implications for the business will be the opportunity to engage with the new HR practices and manage challenges efficiently. Considering the global environment in which the company operates, there is a higher chance of experience in the struggle in maintaining HR practices. The major reasons behind the changing environment is the technological adaptation, consumer expectations, workforce expectations and competition. For this HR needs to focus on remaining adaptable and possesses new abilities.
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