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[bookmark: _Toc225802464]Introduction
Human Resource Management (HRM) is very important to the success of organisations, as it is important in recruitment, training and management of employees in order to achieve organisational goals. However, the success of HRM is affected by the external and internal environmental factors. HR practices are practiced in an organisation based on internal factors which include company culture, leadership styles and organisation structure. In the meantime, extrinsic forces, such as political, economic, social, technological, legal and environmental (PESTLE) forces, significantly influence HR practices, in particular, when global organisations are involved with the variety of operations in different countries (Peng et al., 2024).
As a major retailer that operates in the UK and internationally, Marks and Spencer (M&S) should continually change its approaches to HR in line with these environmental characteristics. The socio-economic and cultural environments where M&S is functioning affect the HR practices of the company, including recruitment, employee relations and performance management. The HR strategies of the company should also be in line with the legal and regulatory landscape of various countries. The report will examine the influence of internal and external environmental factors on the HR practices at M&S and how the company will respond to the challenges in the global markets and how HR contributes to the success of the company (Arslan, 2026).
[bookmark: _Toc225802465]Internal and External Environment
These environmental factors both internal and external, are very critical in determining the success of the Human Resource Management (HRM) of any organisation, including Marks and Spencer (M&S). To see how these factors will affect the HR practices, the PESTLE model (Political, Economic, Social, Technological, Legal and Environmental) would be of help in discussing the external factors. Also, internal forces like organisational culture, leadership approach and internal communication structure are also instrumental in designing HR practices.
Internal Environment: M&S has an organisational culture, leadership and employee relations in the internal environment which are core to the implementation of HR practices. The focus on inclusivity and employee development has been associated with M&S that is informed by the fact that the company has had long-term adherence to corporate values of sustainability, diversity and equality. The company, in particular, the leadership level encourages the culture of team-play and openness, which has played a key role in employee engagement and retention. This internal environment is the direct influence on HR practices training, development and performance management. Moreover, the attention of M&S to the well-being of the employees and their efforts to facilitate flexible working and health programs demonstrate how the internal organisational values can influence the strategies of HR (UKEssays, 2018).
External Environment: External environment is an important factor that influences HR practice at M&S; legislative factors like alteration of labour laws or government regulations have direct impact on HR practice, in terms of how they recruit employees and remunerate them. To illustrate, M&S will have to adjust its HR practices to adhere to the stringent employment legislation of the UK, including the ones regarding minimum wage and work rights. Economic factors like economic recessions or booms may affect the recruitment and compensation strategies. During economic prosperity, M&S can concentrate on the increase of its human capital, whereas in a recession, the corporation can quit recruitment or reduce the benefits to meet expenses (Chali and Lakatos, 2024).
Also, social and cultural changes, including evolving social needs regarding diversity, inclusion and work-life balance, shape the way M&S formulates its HR practices. M&S can be used as an example, where different diversity initiatives have been implemented to maintain a more diverse workforce (Yu et al., 2022). The HR tech also reflects the technological progress in recruitment and employee engagement, as the company invests in it due to the technological developments in the HR field, including the application of AI to recruitment procedures.
[bookmark: _Toc225802466]Organisation Application
Marks and Spencer (M&S) is a UK retailer with a high level of global presence, more than 50 countries of operation. Its human resource practices should be flexible to accommodate various political, economic and cultural settings where it is operating. This company has international HR strategies that focus on diversity, inclusion and well-being of its employees, which are known to be important to the company. M&S has a huge focus on the recruitment, training along with development, where its employees are well prepared with the necessary skills to operate in the competitive retail sector (Ann, 2019).
The HR practices of M&S are characterised by thorough training, development of leaders and a high concern with the internal communication. The practices are meant to comply with the values of the company as well as the needs of the local markets. To illustrate, in those nations, where labour legislation is tight, M&S changes its recruitment and performance management practices to meet the local standards (UKEssays, 2018). The company is also adopting technology to improve work engagement where employees can learn and develop through digital tools and also track their performance.
[bookmark: _Toc225802467]Application of Model
The PESTLE tool (Political, Economic, Social, Technological, Legal and Environmental) is a good method of exploring the external forces that influence Human Resource Management (HRM) practices within a multinational company, such as Marks and Spencer (M&S). Using this model, we may get a more detailed idea of how the interdependence of these external factors affects the HR practices at M&S and how the company responds to these changes in various global markets. Alongside this external assessment, internal variables including organisational culture, leadership and values are also determinate of implementation of HR strategies in M&S.
[bookmark: _Toc225802468]Impact on Organisation
The PESTLE model aids in determining the influence of various external factors on the HR practices of M&S that need to be adaptable to accommodate these factors across different markets.
Political Factors: The political environment of every country that M&S has operations in plays a crucial role in HR strategies, such as the government policies and labour laws. As an example, M&S in the UK has to abide by labour legislations, which require minimum wages, entitlements to holiday and safety regulations at the workplace. These legal mandates affect the HR practices such as recruitment, employee relations and compensation management (Yu et al., 2022). In nations that have varying political environments, M&S HR departments redefine their practices to ensure that they do not violate the laws of those nations, including a change of recruitment policies to fit the local laws and culture.
Economic Factors: The other important external factor that is influencing HRM practices is Economic conditions. During recessions or economic slowdowns, M&S might experience the pressure to stagnate recruitment, cut worker welfare or reorganise its manpower. When the economy is developing, the company can pay greater attention to the development of the personnel and hire more employees to maintain the higher demand of its products and services (Gkikas and Salmon, 2026). To illustrate, in the case of 2008 financial crisis that hit the UK economy, M&S was forced to change its HR practices by reducing the number of new hires and instead relying on internal training so that the current workforce can deal with the changing work environment.
Social Factors: Social and cultural developments greatly influence the HR practices particularly in a company such as M&S which has overall operations in more than one country. The growing attention to the issue of diversity and inclusion at work has made M&S focus on them in its HR practice. The company has also launched a number of initiatives to encourage gender equality, inclusion of disability in the workplace and leadership diversity among its employees (Peng et al., 2024). M&S localises its policies to local expectations in areas where they have diverse cultural approaches toward work-life balance, including the provision of flexible work structures in those countries where the cultural orientation toward this is more widespread. Another instance of the role of social factors in HR practices is the emphasis of the M&S on the welfare of its workers, particularly, the mental health program.
Technological Factors: Technology is instrumental in transformation of HR functions at M&S. The emergence of digital HR systems has revolutionised the recruitment, training and performance management. In the recruitment process, M&S takes advantage of such advanced technologies as artificial intelligence (AI) to simplify the hiring process, as well as digital solutions to develop employees (Arokiasamy et al., 2024). As a response to the COVID-19 pandemic, M&S quickly transitioned to remote work and used digital tools to help employees work flexibly and use online communication. Moreover, the development of technologies has enabled M&S to enhance internal communication and feed employees back in real-time, which has made HR practices more data-driven and responsive.
Legal Factors: M&S is highly regulated in the labour, data protection and consumer rights areas. The company should also make sure that it acts in accordance with the laws of the country and other nations, including the General Data Protection Regulation (GDPR) in the European Union that influences the way in which the company gathers, stores and uses the data about employees. M&S also modifies its HR practices to correspond with diverse labour laws in other nations and especially working hours, wages and the rights of employees (Aguilar-Fernández et al., 2024). These are the legal considerations that are important in determining the recruitment policies, training and the entire employee relations of the company.
Environmental Factors: With sustainability being a growing concern in the world, M&S has incorporated green HRM in its HR practices. The company encourages the employees to engage in green practices by a number of programs like encouraging them to save on waste and using less energy. Another aspect that impacted HR practices is that M&S is determined to become a net-zero carbon business by 2040 and it is reflected in training programs, employee engagement activities and sustainability objectives (Efranto et al., 2026). M&S makes its workforce environmentally responsible, which means that sustainability will become part of the corporate culture.
[bookmark: _Toc225802469]Country Differences
Although the PESTLE model helps understand the effect of external factors on HR practices at M&S worldwide, it is important to acknowledge that the influence of the factors may vary considerably depending on the country because of the local circumstances. For example, countries that have more stringent labour laws such as Germany could have a hard time with labour laws in terms of working hours, employee benefits and union relationship, than those countries with a lenient labour law such as the United States. The company should also adapt its HR practices to the needs of each area and remain consistent with its global strategy (Aguilar-Fernández et al., 2024).
Another area where HR practices are affected is due to cultural differences. For example, in Japan, where workers are supposed to work long shifts and demonstrate commitment to the company, M&S might be in need of a shift in the approach to work-life balance when compared to the UK or Scandinavian nations, where flexibility is more of a priority (Yu et al., 2022).
[bookmark: _Toc225802470]Conclusion
Conclusively, HR practices in Marks & Spencer (M&S) are largely impacted by both the internal and external environmental forces. In the prism of the PESTLE model, one can conclude that the HR functions of the organisation are influenced by political, economic, social, technological, legal and environmental factors and the organisation will have to adjust to these varying conditions in the various global markets. There are economic factors that require M&S to recreate the hiring and employee development strategy in response to the economic recessions and crises in order to control the costs. The cultural and social factors are also significant and M&S is oriented to diversity and inclusion programs oriented to local requirements (Ann, 2019). Technological innovations also revolutionise HR practices of M&S, as not only recruitment is done through AI, but also staff development is conducted with the help of digital platforms. The environmental issues that influence HRM strategies are also outlined in the commitment to sustainability that the company has (Efranto et al., 2026). Finally, this understanding of these environmental factors enables M&S to transform its HR practices according to the regulations of the various regions and remain on course with global goals and objectives, but respond to the local challenges. 
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