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[bookmark: _Toc222681654]INTRODUCTION 
Human Resource Management (HRM) plays a central role in helping organisations achieve both strategic and operational objectives. Through core functions such as recruitment and selection, training and development, performance management, and employee relations, HR managers ensure that employees are skilled, motivated, and aligned with organisational goals (Torrington et al., 2020). These functions are particularly important in highly competitive industries, where employee capability directly influences organisational performance and reputation. This report focuses on Dior a global luxury fashion organisation operating across multiple countries. According to Christian Dior SE (2023), the company operates an extensive international network of boutiques, production facilities, and corporate offices, supporting its global brand strategy. As a brand competing in a fast-changing international market, Dior faces challenges linked to talent management, technological development, sustainability expectations, and economic uncertainty. According to Taylor (2025), organisations that depend on specialist skills and strong employer branding must adopt effective resourcing and retention strategies. In my view, this is especially relevant for Dior, where designers, artisans, and retail employees contribute directly to brand identity and customer experience. The report briefly discusses the key HR functions and explains why they are essential for organisational effectiveness. It then applies the PESTLE model to analyse how internal and external environmental factors influence HR practices within Dior. Finally, the discussion evaluates the impact of these factors on HR managers’ effectiveness and reflects on future implications for global HR management. In addition, recent research highlights the growing importance of employee wellbeing, diversity, and digital skills in modern organisations (Taylor and Woodhams, 2022). For global brands such as Dior, balancing high performance expectations with ethical and inclusive HR practices remains a key managerial challenge. In my opinion, organisations that fail to address these issues risk losing valuable talent and damaging their long-term reputation.

[bookmark: _Toc222681655]Internal and External Environment
Organisations operate within complex internal and external environments that influence managerial decisions and organisational performance. One widely used framework for analysing these influences is the PESTLE model, which examines political, economic, social, technological, legal, and environmental factors. According to Torrington et al. (2020), understanding environmental pressures enables HR managers to develop more effective and flexible people management strategies. For a global luxury brand such as Dior, these factors play a significant role in shaping HR practices and workforce management.
Although the PESTLE model is useful for identifying key environmental influences, it also has several limitations. The model mainly focuses on external factors and may overlook important internal organisational issues, such as leadership style and organisational culture (Torrington et al., 2020). In addition, PESTLE provides a broad overview but does not explain how different factors interact. In my view, relying solely on this model may lead to oversimplified analysis, and HR managers should therefore combine it with other strategic tools.
Political factors include government policies, trade regulations, and international relations that affect business operations. As Dior operates across Europe, Asia, and North America, it must comply with different political and regulatory systems. Changes in trade agreements, import duties, and employment policies may influence recruitment costs and workforce mobility. In my view, political uncertainty can make long-term workforce planning more difficult.
Economic factors refer to inflation, exchange rates, economic growth, and consumer spending patterns. The luxury industry is highly sensitive to economic fluctuations, as demand for premium products often decreases during periods of recession. Taylor (2025) suggests that economic instability can increase pressure on organisations to control labour costs. For Dior, this may result in hiring freezes or reduced training budgets. However, excessive cost-cutting may negatively affect employee motivation and service quality, which could damage brand reputation.
Social factors relate to demographic changes, lifestyle trends, and employee expectations. Modern employees increasingly value work-life balance, diversity, and meaningful work (Taylor and Woodhams, 2022). In the luxury sector, younger workers may prefer flexible working arrangements and strong organisational values. In my opinion, although Dior benefits from its prestigious image, it must continuously adapt its HR policies to meet these evolving social expectations to attract and retain talent.
Technological factors have become increasingly important in recent years. Digitalisation, artificial intelligence, and e-commerce platforms have transformed the fashion industry. Armstrong and Taylor (2014) argue that technological change requires continuous skill development. For Dior, this creates a need for training in digital marketing, data analysis, and online customer service. While technology improves efficiency, it may also increase pressure on employees.
Legal factors include employment legislation, health and safety regulations, and data protection laws. Operating in multiple countries means that Dior must comply with diverse legal frameworks. Marchington et al. (2025) highlight that inconsistent legal requirements can complicate HR policies and increase administrative burden. Failure to comply with labour laws may result in financial penalties and reputational damage.
Environmental factors relate to sustainability, climate change, and ethical business practices. The fashion industry faces growing criticism regarding waste, carbon emissions, and supply chain transparency. Taylor and Woodhams (2022) note that employees increasingly expect organisations to demonstrate environmental responsibility. For Dior, integrating sustainability into HR policies may enhance employer branding but requires additional investment.
Overall,  PESTLE analysis demonstrates that Dior operates within a highly dynamic environment. In my view, effective HR management depends on the organisation’s ability to respond proactively to these external pressures while maintaining internal stability and employee engagement. Failure to adapt may reduce long-term competitiveness in the global luxury market.

[bookmark: _Toc222681656]Organisation Application 
Dior is a global luxury fashion organisation headquartered in France, operating in Europe, Asia, North America, and the Middle East. The company manages a wide network of boutiques, production sites, and corporate offices across multiple countries. Its international presence requires consistent brand standards while adapting to different cultural, economic, and legal environments. As a result, HR management plays a crucial role in maintaining operational effectiveness and brand identity on a global scale. In terms of recruitment, Dior focuses on attracting highly skilled professionals, including designers, artisans, marketing specialists, and retail employees. According to Taylor (2025), global organisations must align recruitment strategies with employer branding to compete for international talent. Dior uses its strong reputation to attract candidates, while adapting selection processes to local labour markets. Training and development are central to maintaining quality and consistency across countries. Armstrong and Taylor (2014) emphasise that continuous training supports performance and organisational competitiveness. At Dior, training programmes may include product knowledge, luxury customer service standards, and leadership development for managerial roles. Performance management systems are designed to align employee objectives with organisational goals. Marchington et al. (2025) suggest that clear performance expectations enhance motivation and accountability. However, balancing global performance standards with local cultural differences can be challenging. Finally, employee relations across multiple countries require sensitivity to diverse legal frameworks and cultural norms. Taylor and Woodhams (2022) highlight that effective communication and inclusive practices strengthen organisational commitment. In my view, Dior’s global success depends largely on its ability to manage these HR practices consistently while remaining adaptable to local contexts.
[bookmark: _Toc222681657]Application of the PESTLE Model 
This section applies the PESTLE model to evaluate how internal and external environmental factors influence HR management effectiveness at Dior. The analysis focuses on political, economic, social, technological, legal, and environmental forces and explains how these factors affect HR practices and managerial performance in a global context.
[bookmark: _Toc222681658]Impact on Organisation
Political factors influence HR practices, particularly in relation to workforce mobility and regulatory compliance. Operating across multiple countries requires compliance with visa regulations, employment policies, and international labour standards. According to Torrington et al. (2020), political uncertainty can reduce organisational flexibility and increase administrative burden. In my view, frequent regulatory changes may limit HR managers’ ability to plan long-term recruitment and succession strategies effectively.
Economic factors also play a central role in shaping HR decisions. Inflation, exchange rates, and changes in consumer spending influence labour budgets and remuneration policies. Taylor (2025) suggests that economic pressure often leads organisations to prioritise cost control. For Dior, this may result in reduced recruitment, limited salary growth, or restricted training budgets during economic downturns. However, excessive cost-cutting may reduce employee motivation and service quality, which could negatively affect brand reputation and long-term competitiveness.
Social factors influence employee expectations, workplace behaviour, and organisational culture. Modern employees increasingly value diversity, wellbeing, and work-life balance (Taylor and Woodhams, 2022). In the luxury sector, creative professionals and retail staff expect supportive and inclusive working environments. In my opinion, if Dior fails to respond to these social expectations, it risks losing skilled employees to more flexible competitors. Therefore, HR managers must continuously review policies related to wellbeing, equality, and employee engagement.
Technological developments have significantly transformed HR management in the fashion industry. Digital platforms, artificial intelligence, and data analytics affect recruitment, training, and performance monitoring. Armstrong and Taylor (2014) argue that technological change requires continuous skills development. For Dior, this creates a strong demand for training in e-commerce, digital marketing, and online customer engagement. While technology improves efficiency and data accuracy, it may also increase pressure on employees to adapt rapidly, leading to stress and potential skills gaps.
Legal factors remain a major constraint on HR decision-making. Employment law, health and safety regulations, and data protection policies differ across countries. Marchington et al. (2025) note that legal complexity increases managerial workload and compliance costs. Failure to comply with labour regulations may result in financial penalties and reputational damage. Consequently, HR managers must invest time and resources in monitoring legal changes and standardising policies where possible.
Environmental factors are increasingly influential in the fashion industry. Sustainability, ethical sourcing, and carbon reduction have become key organisational priorities. Taylor and Woodhams (2022) highlight that employees expect organisations to demonstrate environmental responsibility. For Dior, integrating sustainability into HR practices may strengthen employer branding and employee commitment. However, implementing environmentally responsible policies requires additional training and financial investment, which may create further managerial challenges.
Overall, the PESTLE analysis shows that HR effectiveness depends on balancing external pressures with internal stability. In my view, proactive adaptation enables HR managers to support long-term organisational performance and employee satisfaction.
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The impact of environmental forces on HR practices varies across countries due to cultural, legal, and economic differences. These variations influence how HR managers implement policies and manage employees in different regions.
Cultural factors strongly affect leadership styles, communication patterns, and employee expectations. In France, where Dior’s headquarters are located, workplace culture is characterised by formal structures and strong employee protection. Trade unions and collective bargaining play an important role. In contrast, in the United Kingdom, employment relationships tend to be more flexible, with greater emphasis on individual performance and rewards. In many Asian countries, hierarchical systems and high-performance expectations are common, which may increase work pressure but also strengthen organisational loyalty.
Legal frameworks also differ significantly between countries. European nations generally provide strong employment protection, including strict rules on dismissal and working hours. This improves job security but limits managerial flexibility. In contrast, the UK and some Asian economies offer more flexible labour markets, allowing faster recruitment and restructuring. Marchington et al. (2025) argue that managing inconsistent legal systems increases administrative complexity for multinational organisations. For Dior, this requires adapting HR policies to local regulations while maintaining global standards.
Economic conditions further influence HR strategies. High-income countries such as France and the UK require competitive salaries and extensive benefits due to high living costs. In emerging markets, labour costs may be lower, but skills shortages may be more severe. Taylor (2025) suggests that economic disparities affect recruitment and retention. In my opinion, unfair pay differences may reduce employee engagement and create perceptions of inequality within the global workforce.
These country-specific differences highlight the importance of contextual HR management. Fully standardised global policies may ignore local needs, while excessive localisation may weaken organisational identity. Therefore, a hybrid approach combining global coordination with local adaptation is most effective.
In conclusion, the application of the PESTLE model demonstrates that environmental pressures and national differences strongly influence HR management effectiveness. In my view, Dior’s long-term success depends on managing these complex forces strategically while supporting employee development and wellbeing.
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This report has examined how internal and external environmental factors influence the effectiveness of HR management at Dior. By analysing key HR functions, applying the PESTLE model, and considering country-specific differences, the discussion has highlighted the complex challenges faced by HR managers in global organisations. The findings demonstrate that political, economic, social, technological, legal, and environmental forces all shape recruitment, training, performance management, and employee relations. Economic uncertainty, digital transformation, changing employee expectations, and increasing sustainability pressures were shown to have a significant impact on HR decision-making. The analysis also emphasised the importance of adapting HR practices to different national contexts. Cultural values, legal regulations, and economic conditions vary considerably across countries, requiring HR managers to balance global consistency with local responsiveness. In my view, organisations that fail to recognise these differences may struggle to maintain employee motivation, organisational commitment, and long-term competitiveness. Looking ahead, HR managers in global organisations are likely to face increasing pressure as business environments continue to evolve. Rapid technological change, growing demand for flexible working, and rising expectations regarding diversity and sustainability will require continuous adaptation. According to Taylor and Woodhams (2022), future HR strategies must focus on employee wellbeing, ethical leadership, and lifelong learning. For Dior, investing in digital skills, inclusive practices, and sustainable policies may strengthen its employer brand and support long-term success. In conclusion, effective HR management depends on a strong understanding of environmental influences and their implications for people management. In my opinion, HR managers who adopt a proactive, flexible, and employee-focused approach will be best positioned to respond to future challenges in the global luxury industry.
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