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Human resource management refers to a strategic approach to recruit, develop, motivate, and retain employees by ensuring legal compliance and a positive work environment. The key HR functions involve recruitment and selection, training and development, performance management, and employee relations (Armstrong and Taylor, 2020). Recruitment and selection is the process of identifying vacancies, attracting candidates, and selecting the best talent for the organisation. This is important for the effective functioning of organisations, as it helps in filling the roles by building a strong pipeline of talent and boosting productivity. Training and development helps in managing the skills and knowledge of the employees, aligning with the current roles and future development through technical training, development plans, and workshops (Torrington et al., 2020). Besides, performance management involves the process of setting goals, offering feedback, explaining employee performance, and tracking their progress. This is essential for the effective functioning of an organisation, as it ensures that the individual efforts align with goals of the company, along with recognised performance. Furthermore, employee relations focus on the positive and supportive working environment for the employees to handle grievances and policy compliance. This function of HR helps in boosting employee morale, retention, and engagement of the employees. 
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The study aims to provide the discussion of HR strategies of GSK (GlaxoSmithKline) and the impact of internal and external factors on the human resource practices. The study will include the explanation of the PESTEL model for addressing the impact of internal and external environment on the HR functions of the organisation. An evaluation of the differences in the impact of these environmental forces related to the variations of country-specific factors is provided. 
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Figure 1: PESTEL model
(Source: Taken from Material)
The PESTEL model is the strategic model for analysing external macro-environmental factors through political, economic, social, technological, environmental, and legal forces. The model is useful for identifying risks and opportunities by supporting the market entry decisions. It also improves the long-term strategic planning of an organisation. In this way, the application of this model offers a 360-degree view of the external landscape. 
Usefulness of the model  
Understanding the political factors is necessary for understanding the government policies, political stability, and tax policy of a country, along with the trade restrictions. On the other hand, the understanding of economic factors provides the idea of economic growth of a country, its inflation rate, interest rates, exchange rates, and others, which influence the operations and affect them critically (CIPD, 2021). Social factors offer the understanding of population growth rate, career attributes, health-consciousness, cultural barriers, and others of a country, which directly influence the business operations and the customer behaviours. Based on the technological factors, the technology incentives, research and development activities, technological changes, and level of innovations can be counted, which allow an organisation to develop the business through renovating new products and services. Environmental factors are responsible for understanding the current environmental factors that shape the operations of the organisation, while legal factors ensure that the business follows the required rules and regulations for operating in the market. These aspects provide the idea of risks and threats from a market and make strategic decisions. 


Limitations 
The PESTEL model cannot provide a deeper understanding of the internal factors, which also influence the business operations. Besides, this model is used for evaluating the environment based on the current period, which indicates that in the fast-moving industries, the model may not be able to provide the deeper insights. Therefore, the model totally focuses upon its six factors, while a further analysis is necessary for the most critical risks.     
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Political 
HR adopts the changes in the employment law, immigration policies, and government hiring incentives in the organisation. Therefore, it also allows the organisations to maintain the basic wages for the employees.  
Economic 
Based on the economic factors, HR adjusts benefits, salaries, and recruitment strategies. For example, the inflation rate helps in maintaining the salary levels of the employees. Therefore, the unemployment rate of a country allows a company to increase the job vacancies to manage the employment rate to contribute to the economic development. 
Social 
Social factors allow the HR to address changing expectations of the employees, such as perspective reading, work-life balance, cultural norms, and aging workforce. Through determining these aspects, HR can help in providing better work-life balance to the employees. 
Technological
Technological factors allow HR to manage the effects of AI, automation, robotics, and other relevant technologies on the job roles. In this way, the understanding can help in developing required training programs. 
Environmental 
The environmental factors drive HR to incorporate sustainability goals into the HJR functions to contribute to the overall organisational goals. It also incorporates corporate social responsibilities (CSR) into the employee policies. 
Legal 
HR embraces that compliance of the employees is aligned with the country's laws and regulations, such as minimum wage laws, health and safety regulations, and other employment regulations.  
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Figure 2: The official logo of GSK
(Source: GSK, 2025)
GSK is a biopharma company of the UK, which has a significant global presence. It has its headquarters in London and focuses on combining technology, talent, and science for preventing diseases (GSK, 2025). The company focuses on vaccines and specialty medicines, such as HIV, respiratory, immunology, and oncology. The company operates over 75 countries, including Europe, USA, and the emerging markets. The company has more than 65,000 employees worldwide. 
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Recruitment 
GSK employs a comprehensive approach of recruitment and talent acquisition. It combines the internal and external hiring for finding skilled candidates for the organisation. The process involves online applications, verbal reasoning tests, interviews, and assessment centres. 
Training and development 
The organisation offers a learning-oriented culture that focuses on in-house training and job rotations. The programs include rational placements, academic qualification, inclusivity and wellbeing, mentorship and coaching, professional development initiatives, and hands-on experiences (GSK, 2025). Besides, the organisation also provides digital and technology-based trainings, commercial, and business operations and procurement programs
Performance management 
The organisation uses a “Past Oriented Appraisal Method” and “Behavioural Anchored Rating Scales” for tracking the performance and aligning them with the business goals of GSK (GSK, 2025a). Besides, the organisation offers reward packages against the industry standards for encouraging the high performance of the employees.  
Employee relations 
The company focuses on building a high-performing and inclusive culture. This focus allowed the company to achieve a high employee engagement rate in 2024 (GSK, 2025a). The executive directors can see up to 300% of their salary as bonus based on the remuneration policy of the company (GSK, 2025b). 
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	Factors 
	Description 
	Impact 
	Influence 

	Political 
	Governmental regulations of the UK  
	Positive 
	The HR policies of GSK are designed to comply with the legal frameworks, including non-discrimination in recruitment, development, and management for fostering inclusive culture in the organisation (GSK, 2026). 

	Economic 
	Inflation rate of the UK 
	Negative 
	The inflation rate of the pharmaceutical industry of the UK is over 3.4%, which drives the cost of manufacturing, logistics, and raw materials (Clark, 2026). This increase in the costs directly affects the operational costs of GSK. 

	Social 
	Health-consciousness 
	Positive 
	The rising health consciousness in the UK reshapes the pharmaceutical industry and the HR policies of GSK (GSK, 2026a). The company focuses on inclusive workplace culture and the health and safety of the employees. 

	Technological 
	Technological advancements in the UK 
	Positive 
	GSK invested around £1 billion in a research and development hub for the development of the employees to embrace innovations (GSK, 2025d). 

	Environmental 
	Environmental policies 
	Positive 
	The integration of net-zero goals into employee performance targets helps in prioritising health and safety training of the employees and fostering the culture of sustainability (GSK, 2024a). 

	Legal 
	Employment laws 
	Positive 
	GSK provides a statement based on the Modern Slavery Act and promotes comprehensive HR policies regarding third-party suppliers (GSK, 2021). 


Analysis 
According to the impacts of government regulations on the HR practices of GSK, it can be stated that the company establishes non-discrimination in recruitment, development, and management of the employees for fostering an inclusive culture in the organisation. Based on the economic impacts, it can be stated that inflation rate fluctuations in the UK is significant, which is responsible for the increase in the prices of raw materials. It negatively affects GSK and its operations by elevating the business costs. The social environment of GSK, such as health-consciousness of people in the UK allows the company to promote wellness programs for employees, such as “Speak Up” channels, along with responsible recruitment by prohibiting child labour, forced labour, and discrimination (GSK, 2025c). 
The technological advancements in the UK positively affect the HR policies of GSK. It allows the company to invest a large amount of money in an R & D hub for encouraging the employees to innovate and show creativity in their tasks. Therefore, the company digitalised its HR services through partnership with PwC for streamlining HR processes, such as payroll, onboarding, and recruitment. The application of net-zero goals in HR policies of GSK positively affects nature and the employees’ performance management systems. In this way, the culture of sustainability is established in the workforce (internal environment). The Modern Slavery Act and the commitment of the company to an inclusive work culture (internal environment) allow GSK to embrace the fair recruitment, and workplace policies. It helps in influencing the employees towards better employee management. 
The way internal and external environmental factors influence HR managers’ effectiveness
Internal factors 
The organisational culture and values of GSK embraces the alignments among technology, talent, and science. In this case, HR managers ensure that employee behaviours are aligned with performance management (Potgieter and Ferreira, 2022). The internal structure and change of the company influence their HR managers to merge through centralised recruitment and diverse employee groups.  
External factors 
The company also manages all Human Rights for the employees by enforcing strict policies on working hours, labour, and safety, which is an influence of the external factor (legal compliance). The HR managers understand the economic factors and market changes, which allows them to recruit contractual staff (Cross and Swart, 2022). Therefore, technological advancements require the HR managers to facilitate a high-tech work environment. 
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Culture
Based on the implication of Hofstede cultural dimensions, the UK and USA share a similar culture of high individualism, masculinity, and low power distance (Liimatainen, 2023). Hence, in the UK the HRM of GSK influences a strong employer representation. In this country, the workplace culture tends to have a work-life balance and employee wellbeing. Similarly, in the USA, GSK focuses on the individualistic performance metrics and high-stakes reward systems for better employee recognition. 
Legal regulations
In the UK, the Employment Rights Act 2025 increases the protection of employees. The HR managers need to follow strict redundancy processes, along with the Equality Act 2010 for promoting DEI (Diversity, Equality, and inclusion) (Ng et al., 2025). However, in the USA, “at-wil” strategy influences employment with faster terminations with minimal mandatory notice (Exmeyer, 2026). Therefore, the country pauses some DEI activities in GSK for reevaluating compliance. 
Economic conditions
The labour shortage and structure of the UK are impacted by the slow recovery and shrinking supply of skilled workers. In this case, the HR of GSK faces challenges in sustaining productivity and retaining talent. On the other hand, in the USA, wage inflation and innovation force the HR of the company to manage higher employment costs for hiring more experts. 
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According to the study, it can be stated that the PESTEL model can help human resource (HR) for identifying the external factors, along with the internal factors, such as workforce planning, talent acquisition, and compliance. In this way, the HR functions can adjust the policies for managing risks, such as skill shortages, economic shifts, and legal changes. Therefore, GSK utilises human genetics, artificial intelligence, and machine learning for targeting the immune system to accelerate drug discovery. It also maintains the global network of manufacturing sites for offering medicines. GSK manages a high-performance HR strategy through prioritising talent development, diversity, and flexible working arrangements for the employees. The company utilises strategic human resources for providing structured training, performance-driven compensation, and strong ethical standards by leveraging digital tools. 
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Adoption of global approach of policy framework 
GSK needs to centralise its core values for ensuring the suppliers and partners comply with Human rights and labour rights principles by adopting standardised ethical policies in the global market. 
Setting measurable goals 
The pharmaceutical company should set measurable inclusion goals, which can be tracked based on gender and ethnic diversity. After that, the company is required to ensure that HR policies and performance management are free of discrimination. 
Offering flexible benefit schemes 
The company needs to evolve the benefits through adopting flexible benefit schemes, which can help in meeting diverse needs of the global workforce. In this case, a strong focus on the upskilling and up-skilling programs can help in keeping the workforce on the track. 
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