





[image: A close-up of a sign

AI-generated content may be incorrect.]




Module Name: Principles of Human Resource Management
Module Code: LCBB5012
Lecturer’s Name: Mr Nadeem Mirza
Student Name: Larisa Monica Dumitrescu
Student ID: 2325081
Assignment Title: Component 2: Coursework: Individual Report












Executive summary 
The principles of human resource management are the most important as they guarantee the best possible management of employees and highest output in organisations. British Petroleum is among the foremost international companies that were analysed in the report. Key findings revealed that British Petroleum modifies its recruitment and HR practices due to the influence of global standards, cultural diversity, technology changes and the economic situation. It was recommended to the company to focus on enhancing its global training programs and offer some flexible policies to address the diverse workforce requirements. Main outcome of the report stated that the external and internal factors both significantly shape a company. It could be suggested further to introduce pioneering HR analytics alongwith the digital platforms as a means to enhance the management of performance and the welfare of the employees.
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[bookmark: _Toc216185226]Introduction
Principles of Human Resource Management (HRM) are the main rules and practices that organisations follow in order to manage their staff efficiently (Armstrong and Taylor, 2023). At the core of these principles are the activities of attracting, training, motivating and keeping the employees for the purpose of meeting the organisational goals. HRM is all about fairness, communication, participation of the employee and the alignment of strategy of people's interests with business objectives. 
HRM guarantees that the processes such as hiring, training, performance appraisal and labour relations are done in a fair and efficient manner. British Petroleum is one of the global energy firms that primarily focus on exploring, extracting, refining and selling oil and gas with the development of renewable energy sources (BP, 2025). Through the HRM principles, organisations provide a conducive atmosphere and keep up with the legal and cultural requirements. HRM takes a systematic approach to people's management.
Through recruitment, right talent that is needed for accomplishment of organisational goals is selected. Workers are provided with training and development so that they are capable of constantly upgrading their skills and accommodating the fluctuations in the requirements of their jobs. The performance management process evaluates the input of the employees, connects personal aims to corporate goals and highlights the areas where development takes place. Employee relations allow for the good relationship among the employees. The report will be showing the internal and external environment, organisation application, the application of the models and a link to the HR functions.
[bookmark: _Toc216185227]Assessment
[bookmark: _Toc216185228]Internal and external environment
The internal SWOT analysis for the company is conducted below:
Strengths: 
· British Petroleum has a competent workforce which contributes to higher productive output (BP, 2025). 
Weaknesses: 
· The limitation of training budgets results in less employee development. 
Opportunities: 
· The potential of recruiting from all over the world could also help the company (BP, 2025). 
Threats: 
· The fast technological changes bring intense competition in the global market. 
The external environment could be discussed with the use of PESTLE as below: 
Political: British Petroleum is influenced directly by the policies regarding energy regulation, taxation and international trade in their worldwide operations and compliance (BP, 2025). The political factors are the actions, regulations and government stability that impact the business environment.
Economic: In the UK, GDP in 2024 has reached an impressive £2,884 billion where the energy industry is responsible for about 3 to 4% of the GDP (Statista, 2025). Economic factors encompass growth, inflation and the various aspects of the market that have an impact on businesses.
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(Source: Statista, 2025)
Social: Organisations considering gender diversity are 21% more likely to beat others in profitability with improved creativity and more innovations (Ganesh, 2025). Workplace behaviour is defined by demographics, culture, education and employee expectations.
Technological: With these, the teams deliver 35% better work, resulting in increased problem-solving abilities (Ganesh, 2025). Organisational changes affect innovation systems infrastructure, improve services adaptation and engage in HR enrichment for commitment and conflict control.
Legal: Employment law, health and safety regulations, anti-discrimination laws and compliance costs are the areas covered by this aspect (BP, 2025). Legal and ethical matters govern British Petroleum’s HR practices and compliance regulations.
Environmental: The environmental sustainability pressures influencing organisational operational decisions (BP, 2025). The factor evaluates the demand for sustainability and the organisation's environmental liability that are influencing the company's policies.
Porter's five forces could be applied to the company as below: 
Competitive rivalry (High): Global companies like British Petroleum are in a tough competition with many others who offer almost the same products or services, which adds up to their pressure (BP, 2025).
Threat of new entrants (Low): There are obstacles like high investment and government regulations that make it hard for new players to come into the market.
Bargaining power of suppliers (Moderate): Suppliers use moderate power, particularly in the case of providing uncommon inputs or expertise.
Bargaining power of buyers (High): Many options are available for customers, which empowers them strongly to ask for a better price and quality (BP, 2025). The bargaining power of buyers mentions the ability of customers to push for better pricing and quality.
Threat of substitutes (Moderate): There are other goods or services that could be used instead, which are having an impact on the demand and are making the companies to differentiate themselves.
In business environment PESTLE is beneficial as it helps companies to comprehensively review the outside factors that impact the strategic and operational decisions. Nevertheless, Porter's five forces allow the simplification of complex environments, dependence on subjective interpretation and the fact that external factors are constantly changing. In effect, the SWOT model also enables long-term forecasting by pointing out the trends that might affect the availability, costs and employees' standards in the future. Subsequently, Porter's five forces shows the market behaviour and ways that need to be changed resulting in their discontent and increase in turnover (Ndzabukelwako et al., 2024). The environmental conditions that might lead the company to adopt sustainability policies in its operations could affect the flow of information through these channels.
[bookmark: _Toc216185229]Organisation application 
British Petroleum is the worldwide organisation of energy sector which is operating in over 60 nations, with main business tasks involving gas and oil exploration, petrochemical production, expansion of renewable energy portfolios and refining (British Petroleum, 2025). As on the largest energy entities across the world, BP is managing a geographically diverse workforce of more than 60,000 staff members, needing consistent practices of HR (British Petroleum, 2025). As these practices can align with the organisational objectives while accommodating regional cultural and regulatory situations. 
The practices of human resources at BP concentrate on strategic recruitment for securing talent with engineering, technical and online capabilities which are necessary for the emerging transition of an entity to low-carbon energy. The recruitment is organised by worldwide talent pools, online hiring platforms and partnerships with universities for attracting diverse applicants from distinct regions (Rigotti and Fosch-Villaronga, 2024). BP emphasises inclusion and diversity to reinforce innovation and cross-border collaboration. Training and development have a vigorous role in the global operations of BP. The entity is offering mandatory training of safety, programmes of leadership development, e-learning modules and pathways of technical certification for assuring members in nations can continuously update their skills. 
Employee relations are being managed by channels of clear communication, initiatives of health and wellbeing, compliance with regional labour laws as well as diversity programmes (Onkila and Sarna, 2022). BP cultivates collaborative working cultures and assures fair treatment worldwide by implementing consistent principles of HR adapted to particular nation regulations. The performance management at British Petroleum is carried out by a goal-based system in which employee goals are related to the organisational preferences like environmental sustainability, operational productivity and safety performance.
[bookmark: _Toc216185230]Application of model 
The application of models gives British Petroleum with a detailed understanding of how internal weaknesses and strengths, as well as external pressures, influence HRM decision-making and overall organisational effectiveness. The organisation is outlining the strong technical workforce as a main internal resource, facilitating HR to concentrate on succession planning, leadership growth and talent retention. The weaknesses like limited training budgets are placing constraints on ability of HR managers to give ongoing learning, needing more cost-effective approaches like blended learning models and online training. PESTLE further influences practices of HR by determining external factors which HR should deal with proactively (Ainamo, 2023). The legal and political regulations within the sector of energy majorly impact HR activities, as BP is operating in greatly regulated atmospheres which need ongoing compliance training, standards of strict safety and strong employee relations policies. The economic conditions, specifically changing oil prices which are directly impacting workforce planning, compensation structures and staffing levels. 
The social expectations for diversity, ethical behaviour and sustainability push HR to incorporate inclusive practices of hiring and sustainability-focused competencies within procedures of training and recruitment. The technological developments influence HR to give preference to workforce analytics, automation adoption and online upskilling (Prasad et al., 2024). The environmental pressures, involving climate change and sustainability commitments, influencing HR to assist transition of BP to low-carbon operations by green capability-building. The model of Porter shows the requirement for HR to maintain a highly skilled workforce for sustaining competitive benefit at BP, specifically because of high rivalry, rising threat of renewable substitutes and strong buyer power. 
The cultural dimensions of Hofstede model support in explaining how national culture influences HR practices at BP in distinct nations. For instance, comparing the United Kingdom as home country of BP with China as both are the key locations in which entity is operating. These differences are significantly influencing practices of HR, employee behaviour and leadership expectations.  The score in power distance of UK is lower, which indicates preference for open communication, shared decision-making and equality as shown in the below image (The Culture Factor Group, 2025). The UK workforce of BP is expecting approachable leaders, autonomy in tasks and collaborative problem-solving. In comparison, China scores high in power distance, which reflects on acceptance of centralised authority and hierarchy. HR practices in the nation thus need clearer reporting lines, strong managerial direction and top-down communication. 
[image: ]
[bookmark: _Toc216185234]Figure 2: Hofstede’s cultural dimension comparison of UK and China
(Source: The Culture Factor Group, 2025)
Within individualism, the UK is highly individualistic, valuing personal accomplishment, merit-based rewards and independence. The UK operations of an entity commonly implementing personalised performance appraisals and incentives of an individual. China is collectivist, valuing group harmony and loyalty. As an outcome, HR within China might emphasise team-based rewards, cultivating strong interpersonal relationships and collective objectives. China is also scoring higher in Uncertainty Avoidance as presented in the above figure, where staff members prefer predictable working procedures and structured direction, whereas the UK is more tolerant of risk-taking and flexibility (The Culture Factor Group, 2025). This means HR in China should give clear rules, well-defined expectations and strict policies. These cultural differences influence how BP structures communication, motivation approaches, leadership and performance management in every nation. 
The legal frameworks in the China and UK vary significantly, needing BP to adapt their HR practices to assure adherence and productive workforce management. The UK has a well-developed legal system with robust protections of staff members in areas like working hours, trade union rights, health and safety, and anti-discrimination. The HR managers should therefore maintain transparent procedures of recruitment, vital safety training and formalised grievance processes. The regulatory atmosphere also places obligations on BP to assure equal opportunities and fair assessments of performance. The labour laws of China, while reinforces in recent years, operate under a distinct system. The employment regulations emphasise state influence, strict termination procedures and mandatory employment contract (Perkumienė, Beriozovas and Stanionienė, 2021). While the UK is promoting open staff member representation, China limits independent union activity, as only state-affiliated unions are legally acknowledged. This needs BP to consider a more government-based approach to employee relations. 
Economically, the UK is a high-income country with stable inflation, mature energy market and predictable costs of labour. HR within the UK can concentrate on long-run workforce planning, leadership development and competitive reward systems. Conversely, fast-growing economy of China is presenting challenges and opportunities. The wage growth, regional economic disparities and increasing living costs impact strategies of compensation (Mishel and Bivens, 2021). The talent market of China is highly competitive, specifically in technology and engineering roles, needing BP to give attractive salaries, retention programmes and paths of career development. 
[bookmark: _Toc216185231]Conclusion
In conclusion, the report has focused on the HR management, its main functions and principles such as hiring, training, performance management and employee relations. It has pointed out the extremely important role in the effectiveness of an organisation. It has explored the internal and external environments using SWOT, Porter’s model and PESTLE, showing how the respective factors influence and affect the HR practices.
The future consequences for HR managers in companies are huge as the fast and continuous development of technology, globalisation and the changing expectations of the workforce are the main forces that are constantly reshaping the business world. HR managers have to use digital tools for recruiting, performance management and employee engagement. The necessity of handling cultural diversification and cross-border operations has entailed special concerns given to inclusiveness, compliance with local labour laws and the understanding of socio-economic differences. In addition, the environmental and sustainability issues that lack clarity have required HR to build up corporate responsibility initiatives with their strategies. 
Future HR managers have to be compelled to create and maintain an atmosphere of continuous education, employee health and quick and flexible decision-making to keep the organisation’s competitive ability and resilience. HR managers have to deal with the technological advances, globalisation, diversity and sustainability in such a way that they give priority to employee well-being, compliance, continuous learning and agile strategies for organisational competitiveness and adaptability. HR managers are required to effectively and strategically manage the developments and sustainability in a way that they put employee well-being as priority.
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