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[bookmark: _Toc215313348]Introduction 
Human Resource Management (HRM) is a highly significant component of the achievement of an organisation through people management. The fundamental HR procedures entail recruitment and selection, i.e. core employees receive the appropriate talent and are employed; training and development, i.e. employees are trained and skilled to work in the organisation; performance, i.e. core employees contribution is measured and their performance is compared to the organisational objectives; and employee relationship i.e. favourable culture, communication and employment laws are established at the workplace. The combination of these functions allows being able to have a business that is well run, as well as respond to challenges that are internal as well as external to the members. This report will critically examine how the management of the HR functions of the larger UK-based distribution and outsourcing group, Bunzl, manages the dynamic environmental factors. Bunzl is very sensitive to external forces in its HRM practices; these forces are crucial in the technological change, labour market, foodservice and safety, besides sustainability pressure, global supply chain shock and changes in employment laws, and they are all relevant in influencing the nature of this diverse industry (Bratton et al., 2021). Understanding the role of these environmental forces in the HR strategies formulated by Bunzl would provide us with a clue to the ability to attract talent, how it can encourage workers, retain the talent, and sustain the competitive edge in the long term.
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[bookmark: _Toc215313350]SWOT analysis 
The SWOT analysis model has been selected in order to examine the environmental factors influencing the HRM at Bunzl. The SWOT will assess the strengths, the weaknesses, opportunities, and the threats of the organisation, and through this, the HR managers can understand how internal and external forces are going to affect the HR core functions (in terms of recruitment, training and development, performance management, as well as in employee relations). The model proves to be quite useful, especially when it comes to thinking of a global distributor like Bunzl because the model can be used to demonstrate how internal human resource advantages can be leveraged, weaknesses can be covered and how the external opportunities and threats impact the workforce planning.
Strengths: The size of the workforce, the financial stability, and the developed people programs included in the Investing in our people strategy are the strengths of the HR environment at Bunzl (Mendonça, 2025). These are advantages which stimulate effective hiring, talent growth programmes, and structured performance management models. 
Weakness: The abilities it can introduce as weaknesses could be the absence of skills in certain markets, the turnover rate in certain places and the digital capabilities of people of various kinds. These weaknesses implicate training needs, recruitment regulations and consistency in performance management.
Opportunities: This is created by the opportunities represented by the entry of Bunzl into new markets, increased utilisation of more digital resources, and increased demand for sustainable products. The HR can capitalise on them through recruiting specialist talent, investing in digital upskilling, and providing teams with training on how to be sustainable (Manninen and Eskelinen, 2024). 
Threats: The threats include strains in the labour markets, a rise in wage pressures, instability within the supply chain and the heightened legal and compliance requirements in different countries. These undermine the ability of the HR to recruit and retain a skilled workforce, give competitive remuneration and offer consistency in complying with the labour laws. 
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[bookmark: _Toc215313352]Overview 
Bunzl plc is a UK-based supplier-distribution and services company. It also has the pride of place of being the largest value-added distributor in our market segments globally. Bunzl targets clients in the foodservice, retail and cleaning and hygiene, safety and healthcare businesses on both sides of the Atlantic, supplying, consolidating, and delivering a myriad of diverse non-food requisite items and services (Bunzl plc, 2025). Using of value-added distribution model, Bunzl can integrate logistics, expertise in the category and customer-specific supply solutions, images that offer a customer some opportunity to simplify and concentrate on the essential operations. 
[bookmark: _Toc215313353]Global Human Resource Practices
As one of its policies of sustainability, Bunzl puts a lot of emphasis on the concept of investing in its people around the world. The organisational vision is to recruit and develop diverse talent and build an inclusive culture, and create a secure and conducive working environment. Bunzl is attempting to put up pipelines of possible employees (with regard to recruitment and acquisition of talent). Mentoring programmes with the female employees and other under-represented groups, and internal career mobility are some of its activities. The company promotes formal coaching, e-learning environment, mentoring, and design-specific induction programs across the globe in an attempt to develop capability and career growth in support of training and development (Saha and Minz, 2025). In order to implement the performance management and employee relations, Bunzl would like to be able to utilise the global employee engagement survey to develop an understanding and launch improvements and maintain a safe and inclusive culture wherein workers feel that they are valuable and driven.
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[bookmark: _Toc215313355]PESTEL Analysis 
Political factors: The management is treating its employees in different regions are dependent on trade policies, importation policies and labour laws. As a global distribution company located globally, Bunzl must comply with various employment laws in various markets to supply its companies with businesses in highly regulated sectors, like the medical and safety industry. This has an effect on the HR planning, the contract arrangements, working hours and recruitment that is compliant (Mukhuty et al., 2022). In certain markets, politics can also influence the supply of labour, and HR will have to change their sourcing strategies and succession methods.
Economic Factor: The management is HR budgeting, wages and retention. Bunzl operates in companies where there is inflation, changes in currency and volatility of the supply chain. Such occurrences affect labour price but affect the needs of the high-remunerated employees. During economic stress, HR must develop training which is cost-efficient, and staffing should be done accurately so that personnel can avoid staff turnover as a result of inefficient reward schemes.
Social Factor: The public issues in HR practices in Bunzl carry a lot of weight in the societal diversity, changing expectations of employees and dissimilarity in culture that considerably affects the HR practices. The younger workers are concerned about the well-being, flexibility and professional mobility, and Hr needs to enhance the engagement among the workers, professional development programs and workplace diversification programs. Diversity and image social norms also force Bunzl to create more diverse recruitment channels and international talent management (Appoh et al., 2024).
Technological Factor: The impact of technology on the training and development of skills is a direct one. Gaining advantages in automation, digital logistics systems, data analytics and remote collaboration systems, Bunzl benefits increasingly. HR must therefore invest in online upskilling, reform employees' education programs and help them to familiarise themselves with new systems. Another issue that influences recruitment is the use of technology in screening the candidates, virtual interviews and onboarding.
Legal Factor: The employment law, health and safety, the requirements and regulations of the working time, together with the equality legislation, can have profound effects on the HR functions. Bunzl, being a distributor, is forced to be very serious regarding health and safety as their product is high-risk, as well as their logistics. HR ensures compliance through mandatory training, regulatory and performance control of safety measures.
Environmental Factor: The sustainability of Bunzl is doing the right thing, given that the surroundings are increasingly an issue as the company strives towards sustainability in its supply chain (Keen, 2022). HR can do a lot to develop the culture of sustainability by training the staff and promoting ethical behaviour, recruiting staff who will be favourable towards the idea of sustainability. The sustainable switching of the processes will also require new skills, i.e., the awareness of the environmentally friendly materials, the carbon reporting or garbage-cutting activities, which HR will have to develop with the assistance of special development programmes.
[bookmark: _Toc215313356]Comparison of the UK with France and Germany 
Comparing the HR practices of France and Germany in the framework of the Bunzl company, one can single out the attention to the impact of the national feeling on the recruitment and training process, managing performance and employer relations.
Talent and Recruitment: The labour market in France is very regulated, and the hiring regulations are stringent and therefore, the recruitment is formal and time-consuming. The professional sphere of logistics, warehouse operations, and digital jobs entails a talent shortage that requires HR to lean on systematic recruitment and thoroughly develop the employer brand. The vocational training system in the labour market that exists in Germany is very familiar, and it means that the candidates might be highly technical (Ying and Allaqtta, 2025). However, the ageing of the workforce exposes the workforce to demographic issues in occupying some of the jobs. The apprenticeships, in-house mobility and purchase of younger talent should then be of concern to the HR.
Training and development: France has continuous professional development encouraged through national training rights and formal training pathways, which are expected by the employees. Well-defined development strategies, mandatory safety education, and compliance with learning should be made available in the HR offices of Bunzl. The dual education system impacts the training in Germany, meaning that the employees tend to arrive with severe technical and operating capabilities. It would provide HR with a chance to be more concerned with the high-tech training, leadership and specialised logistics capabilities. Training based on compliance is a powerful requirement in both countries because the safety laws are high.
Performance management: French employees in France value the systematic reviews, work-life balance, and transparency of performance needs (Alkaraan, 2023). Fairness and bureaucracy are also encouraged in the French offices. The German culture is highly systematic and data-oriented, and employees would want to have a quantifiable measure of performance, efficiency levels and direct performance management and feedback. Communication and the style of appraisal should be accommodated by HR depending on each culture.
Employee Relations: France has good unions, extensive employee protection, and legal employee representation, demanding that the HR department remain engaged in a stringent consultation exercise and a high level of adherence to labour laws. Germany also has as well good chance of the works councils and co-determination law, but there is stronger coordination and planning of the managerial and the representatives of the employee corporation. HR must negotiate, offer fairness, and a high level of safety, equality, as well as employment criteria.


[bookmark: _Toc215313357]Conclusion 
The report concludes that the environmental factor was very crucial for the sustainable growth and development of the organisation, with the proper and impactful support of the HR manager and its practices in terms of the Bunzl organisation. The analytical model supports understanding and analysing the internal connection in terms of strength and weakness with the impactful support of sustainable HR practices. With the support of the HR manager, management can analyse the culture, market situation, labour requirement and emotional connectivity in terms of significant parameters. On the other hand, the HRM by Bunzl needs to be receptive to the environment regarding the economic factors, technological shifts, sustainability needs, and the changing expectations of the workforce. In answer to this, HR experts of future global firms should practice flexibility and strategic judgment capacity. Digital tools and automation, and data from HR systems, will hold significance in the management of global teams and efficiency improvement. There will also be an increase in sustainability-focused training and inclusive talent practices, on the one hand, and cross-cultural competence. 
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