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Human Resource management (HRM) refers to the management of people to accomplish organisational strategic goals. HRM emphasises core operations, including recruitment and selection, training and development, performance evaluation, and employee relations. Recruitment is focused on choosing suitable job candidates with the necessary skills, while training and development ensures that employees adapt to job requirements and remain employable.
 Performance management systems align individual performance indicators to organisational performance objectives. Employee relations help facilitate a positive and productive work environment. As stated by Jotobá et al. (2022) good HR practice is associated with innovation and long-term organisational performance.
However, HR performance is also influenced by internal organisational practices and external environmental factors. These are technological, economic, legal, and cultural factors. Organisations in dynamic environments need to constantly adapt their workforce strategies to changing working conditions (McKinsey & Company, 2023), which increase pressure on organisations. This may create challenges for HR managers in maintaining workforce stability and employee engagement. Therefore, HR managers must develop effective and flexible workforce strategies. This highlights the growing strategic importance of HR in responding to external pressures.
This report analyses how environmental factors affect Human Resources managers’ effectiveness using Google as a case study. The report will start with an introduction of internal and external environmental factors, which are examined using the SWOT model. 
Then it discusses these insights in the context of Google’s global operations and HR practices and reviews environmental factors and country differences. The report concludes with key findings and implications for the future. It reveals that the effectiveness of Human Resources is increasingly dependent on how managers respond to internal and external factors.
[bookmark: _Toc228448322]Internal and External Environment
The SWOT (strengths, weaknesses, opportunities, threats) analysis is one of the most used approaches to analyse the internal and external environment. This method assists organisations to understand their current position and to identify areas for improvement. 
Strengths and weaknesses are internal factors. Opportunities and threats are external environmental factors.  As stated by Puyt et al. (2025) SWOT provides a very useful baseline for insight into organisational environments. However, its effectiveness depends on how frequently organisations update the analysis, as outdated information may lead to poor HR decision-making. Moreover, the framework is particularly informative in the Human Resources domain, as it links external factors to core HR functions such as recruitment, training, and performance management. 
However, SWOT analysis has its disadvantages. The model can be subjective, as it depends on managerial judgement, which can lead to an incomplete or biased perception. This may result in HR strategies that do not fully reflect real organisational challenges. 
One good example of internal resources that can enhance recruitment by attracting and engaging high quality talent is organisational culture. Internal constraints such as weak management structures may negatively impact performance management and employee relations. 
External opportunities such as new technologies can support HR programmes by providing more advanced and effective training methods. HR can thus increase productivity and efficiency. World Economic Forum (2023) recommends organisations to invest in reskilling and up-skilling their workforce to adjust to technological developments.
However, external threats including rising competition and regulatory pressure pose additional challenges for Human Resources managers. This is further supported by the increasing competition for talent and the growing difficulty in recruitment, as well as legal restrictions that limit flexibility of HR practices. Environmental conditions are rapidly evolving, particularly in the technology industry. This is especially relevant for Google, where rapid technological change requires continuous adaptation of HR strategies. Therefore, HR managers are expected to go beyond static models and employ more flexible and adaptive approaches to respond to change appropriately. This increases the strategic role of HR managers, as they must continuously align workforce capabilities with external changes.
 Overall, it suggests that the framework may not be able to fully capture the dynamics of fast-changing industries such as the technology industry where environmental factors are changing rapidly. Ignoring the real-time changes in the environment makes the model outdated and less useful for Human Resources managers. This highlights that SWOT should be used alongside more dynamic frameworks to better capture ongoing environmental changes.
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Google is a global leader in artificial intelligence, cloud computing, and digital services. With products like search engines, cloud platforms, and digital advertising services, the company operates in over 100 countries and serves billions of users worldwide (Google, 2023). According to Deloitte (2023) the global scope means that it traverses a multitude of economic, cultural, and regulatory environments, which increases organisational complexity. As part of Alphabet Inc., Google plays a key role in shaping technological innovation and digital transformation globally. Therefore, Google represents a highly relevant case for analysing how environmental factors influence HR management in multinational organisations.

[bookmark: _Toc228448325]HR Practices
Recruitment is highly selective and data-driven using structured processes to bring the right candidates from around the world in line with well-established employer branding. Google’s strategy heavily revolves around employee training and development, where employees are empowered to learn continuously. As stated by the World Economic Forum (2023), reskilling is becoming more crucial with the developments in digital technology. As Gupta (2024) emphasises data analytics and feedback systems lie at the heart of performance management at Google, embedding employee performance and organisational objectives together. Employee relations also cover diversity aspects, inclusion, and cooperation, reflecting the global nature of Google's workforce. However, Farndale et al. (2023) note that, in HR practice across different countries, it needs adaptation to the cultural and legal environment which adds another layer of complexity for HR managers. However, while Google’s data-driven HR framework enhances for organisational efficiency, it also creates challenges related to employee monitoring and data privacy. This also indicates the growing use of HR analytics must be managed balancing organisational performance with ethical considerations. Moreover, this suggests that while efficiency improves, it may reduce employee trust and engagement.
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Conducting a SWOT analysis of Google highlights the internal and external factors that have a significant impact on the Human Resource Management practices. 
Google’s internal strengths include the innovative culture and the strong branding which support recruitment and improve employee engagement. As noted by Deloitte (2023) companies that invest in their employees have a higher productivity and retention. This may create long-term challenges for employee retention and job satisfaction.
Internal weaknesses of the organisation can also hinder the effectiveness of HR. This is particularly challenging in times of rapid change, as Harney and Collings (2021) note, HR managers must balance organisational performance and employee wellbeing. Differences in HR practices across regions may also be due to the need to manage a global workforce. This may reduce consistency in HR practices across regions.
External opportunities such as technological developments intensify the demand for highly skilled labour. The World Economic Forum (2023) encourages continuous learning which highlights the increasing importance of reskilling in response to technological change. In addition, Jotabá et al. (2022) underscore the importance of HR to foster innovation, which shows the need for continuous workforce development aligned with technological change. 
Talent deficits are a growing pressure worldwide and a challenge to recruitment and retention (Korn Ferry, 2022). HR managers must ensure high quality recruitment of qualified individuals because of the high costs of competing in international markets.  A further challenge for organisations is the increasing complexity of the regulatory frameworks in the various countries where HR managers are now working across different legal jurisdictions. This increases the complexity of HR decision-making and limits strategic flexibility. 
 Google has also been subjected to heightened public and regulatory scrutiny regarding its workplace culture and employee relationships. The organisation has faced criticism from employees. These events demonstrate how external social and political influences can have direct consequences on HR practices. This shows that HR managers must balance internal organisational goals with external stakeholder expectations.
Thus, this generates a complex organisational challenge which requires Human Resources managers to control performance in the organisation along with ethics and transparency. These pressures underscore a limitation in the SWOT model as it fails to adequately conceptualise the interplay of internal organisational culture and external stakeholder expectations. While employee activism often appears to be an external challenge, it also usually reflects internal organisational challenges that require HR intervention. HR Managers should be more strategic and pro-active in their approach to communication, inclusion, and organisational trust. That helps ensure the long-term viability of organisations in a global environment. This also highlights the demand for human resources strategies aligned with technological development.
Ultimately, HR performance depends on the ability to respond proactively to change, rather than simply reacting to challenges as they arise. This reinforces the need for a proactive and strategic HR approach in dynamic environments.

[bookmark: _Toc228448328]Country Differences

Cultural differences and economic conditions may vary from country to country, which significantly influence HR practices.
Culture influences employee expectations, leadership styles, and workplace behaviours. Collings et al. (2021) argue that HR managers need to be culturally adaptable to be effective. This may create challenges in applying consistent HR policies across global operations.
Legal factors are also important. Labour laws are different across countries, affecting recruitment, employee rights, and workplace policies. As stated by Deloitte (2023) compliance is a major challenge for multinational organisations. Economic conditions influence HR strategies, particularly in recruitment and compensation. The competition for talent is intense in developed countries, whereas in emerging markets organisations may emphasise cost efficiency. Such differences indicate that HR effectiveness is context dependent and HR managers need to be flexible and responsive in their approach. Overall, this limits the ability of multinational organisations to standardise HR practices across regions.
In addition, employee voice and organisational transparency have become increasingly important to Google’s effectiveness, especially as a global technology company operating in various regulatory and cultural environments.
Recent research has focused on the importance of employee voice in decision-making and the culture of the workplace (Dundon et al., 2022). Global organisations are more likely to have employees who are vocal about working conditions, diversity, and ethical practices, which adds pressure on HR managers to respond effectively. This creates a more complex environment in which HR functions go beyond traditional responsibilities to include the management of communication, trust, and organisational legitimacy. 
The growing use of HR analytics and digital technologies also raises ethical and operational challenges. While data-driven approaches improve decision-making and workforce planning, they also raise concerns about employee privacy and the appropriate use of personal data (Marler and Boudreau, 2021; Minbaeva, 2021). This creates a tension between organisational efficiency and ethical responsibility, which requires HR managers to navigate the fine line between performance outcomes and employee trust. The problem can be more pronounced in countries with stricter data protection regulations, such as the European Union. This highlights that the effectiveness of HR practices is increasingly shaped by both technological advancements and country-specific regulatory environments.
 Overall, this demonstrates that HR effectiveness in global organisations is increasingly dependent on the ability to adapt to both local contexts and global strategic demands.

[bookmark: _Toc228448329]Conclusion
This report examined the impact of environmental factors on the effectiveness of HR. Recruitment, training, performance management and employee relations are key Human Resources functions for organisational success. The SWOT model was used to analyse internal and external factors affecting HR practices. The findings suggest that HR performance is influenced by organisational culture, technology, competition, and regulatory environments. This reinforces the view that HR is no longer purely administrative but a strategic function essential for organisational adaptability. Internal strengths enhance HR capability, while weaknesses and external threats can limit the effectiveness of HR. Also, it reflects the limitation of the SWOT model, as it provides a static view of a dynamic global environment. Furthermore, the differences between countries add complexity to HR management in multinational organisations.
Overall, this indicates that successful HR management in global organisations requires balancing organisational objectives with changing environmental and country-specific demands.

[bookmark: _Toc228448330]Future Implications
Looking ahead, HR managers are anticipated to adopt more strategic and adaptable approaches. Technological changes lead to a new nature of the workforce increasing the importance of lifelong learning and reskilling. This suggests that Human Resources functions will change from basic administrative roles to strategic responsibilities in building competencies and supporting innovation. 
In addition, rising globalisation, will force HR managers to balance global consistency and local responsiveness, more specifically in multinationals. Therefore, adaptation to changing conditions will be necessary for HR to function effectively in the future. This implies that future Human Resources roles will have to balance technological capability with human-centred leadership to ensure sustainable organisational performance.
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