[image: A black background with white text

Description automatically generated]



BA(Hons) Business Management 
Student Name: Cristina Borta
Student Number: 2239416
Module Name: Principles of Human Resource Management
Module Code: LCBB5012
Lecturer Name:  Dr Rameses Manalang
Date:  11 April 2026












Table of Contents

Introduction	1
Internal and External Environment	2
Organisation Application	3
Organisation Introduction	3
HR Practices	4
Application of Model (PESTLE)	4
Impact on Organisation	4
Country Differences	5
Conclusion	6
Future Implications	7
References	8





[bookmark: _Toc228449288]Introduction
Human Resource Management (HRM) refers to the effective management of people within organisations to achieve strategic objectives. Recruitment, training and development, performance management, and employee relations are the primary Human Resources (HR) functions. Recruitment ensures that organisations attract the correct individuals with the quality skills the organisation needs. While training and development helps organisations to improve and adapt continuously. As stated by Torrington et al. (2020) performance management maintain employee performance with company’s goals, to create a positive and productive working environment. 
HR functions contribute actively to the organisational sustainability and long-term achievement. However, organisational performance depends on both factors internal and external. As argued by Guest (2023) HR practices have effective results only if organisational strategies and external environment are well balanced. This highlights the need for HR managers to move beyond administrative functions and adopt a more strategic approach.  
As noted by Wang (2025), Amazon face significant HR challenges in balancing organisational performance with employee wellbeing, because of its large-scale global operations, high workforce turnover, and efficiency-driven model.
HR managers operate across different legal systems, labour markets and cultures which requires a high level of flexibility. However, even though flexibility is important, it may lead to inconsistencies in HR practices and create problems in achieving a cohesive organisational culture. However, while adaptability is necessary for global operations, it may reduce the effectiveness of standardised HR strategies and weaken overall HR coordination.
This report analyses the impact of environmental factors on HR managers’ effectiveness within a global organisation, focusing on Amazon. It begins with an evaluation of internal and external environmental factors using the PESTLE model, and then an application to Amazon’s HR practices. In addition, the report examines how country-specific differences shapes HR effectiveness. Then a conclusion about the major insights and long-term effects.
[bookmark: _Toc228449289]Internal and External Environment	
PESTLE (Political, Economic, Social, Technological, Legal, and Environmental) framework is used to analyse the external business environment. It is particularly effective for large global organisations to assess the challenges which organisations can face operating in a worldwide market.
 Nevertheless, the model has significant challenges. As the structure is largely oriented on the external perspective it can overlook organisational structures and cultural factors. Elements such as culture, leadership and employee involvement facilitate the business performance.  Moreover, PESTLE is more descriptive and provides limited strategic guidance. As noted by Guest (2023), understanding environmental factors is not enough unless organisations have the capability to convert these insights into successful HR strategies. This illustrates the requirement for an integrated and critical method.
Political and legal environment has a significant influence in HR practices, especially how businesses operate in accordance with employment laws requirements. For Amazon, operating across regions such as the United States and the European Union creates challenges in maintaining consistent HR strategies. Moreover, Stricter labour protections in Europe may limit Amazon’s ability to apply performance-driven practices used in the US. As stated by Torrington et al. (2020) these regulations may limit organisational flexibility and may raise administrative complexity. 
Economic factors also play a significant role in shaping HR decision-making. During unpredictable situations, Amazon may prioritise cost efficiency, thus, the company can reduce the investment in recruitment and training. Data from Wang (2025) and Jackson (2021) indicates that economic uncertainty may limit human resource managers’ investment in training and development, which can reduce the workforce capability over time and weaken long-term organisational performance. 
Furthermore, Human Resources practices are influenced by changing social contexts and societal issues. So, HR managers adapt their behaviour according to the dynamic demand of workforce that requires flexibility, diversity, and inclusiveness. However, Amazon’s high-performance culture, can conflict with the organisation performance and the viewpoints of employees. Thus, it can lead to lower job satisfaction and higher turnover, especially in operations where are strict productivity targets.
Technological factors play a crucial role in Amazon’s operations, particularly through automation and digital systems. Bissola and Imperatori (2021) argued that while digital HR systems enhance efficiency, an excessive dependence on automatization may lead to negative effects on employee experience if overused. This suggests that while efficiency is improved, overreliance on automation may weaken employee relations and reduce overall job satisfaction.
Environmental dimensions are also getting greater consideration. As outlined by Liu (2021), the pressure for sustainability is influencing HR practice through green HRM efforts. For Amazon, this creates additional complexity, as HR managers must balance environmental goals with operational efficiency.
Overall, while PESTLE is a useful framework to analyse external factors, it is also a reflection of how HR managers must engage with complicated set of external pressures.
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[bookmark: _Toc228449291] Organisation Introduction
 Amazon, one of the most influential multinational organisations in the world, operates in North America, Europe, Asia, and emerging markets. Founded in 1994, it has grown into a worldwide powerhouse in e-commerce, cloud computing, and digital services. As noted by Torrington et al. (2020) its extensive and varied workforce positions HRM as an essential role in contributing to organisational success. 
 However, the worldwide presence of Amazon contributes to the challenge of human resources management. According to Taylor (2025) HR managers must be flexible and adaptable as the company works across multiple legal systems, labour markets, and cultures. In addition, Taylor (2025) emphasised that international organisations need efficient and flexible HR plans for global HRM to coordinate cross-border talent. This suggests that HR in Amazon is strategically important in the alignment of the workforce skills with the organization interests.

[bookmark: _Toc228449292]HR Practices
Amazon HR is data-driven and performance-centric. Therefore, to make recruitment process more effective the company uses advanced analytics and automated systems to manage large volumes of applications efficiently. While these methods increase efficiency however, it may reduce the human element in recruitment process, thereby adversely impacting candidates’ experiences.
 As stated by Taylor (2025) training and development for people in technical roles are vital since an employee must be able to adapt with technological change.  However, the range of development options might be job-specific, and therefore, can negatively reduce the equality in career progression and reduced employee motivation in lower-skilled positions.
HR information systems (HRIS) are the core part of Amazon’s HR strategies. As Aloqaily (2023) highlights that HRIS supports decision-making and organisational effectiveness. However, the reliance on this system can lead to a decrease in personal interactions, along with a decrease in employee engagement.
 At Amazon, performance management is focused on measurable outcomes. This suggests that productivity may increase, yet it can lead to high-pressure working environments. Pfeffer (2022) argues that an overemphasis on performance will adversely impact employees’ well-being. This emphasises the importance of HR management with flexibility of practices that are context specific and that can support local needs, whilst retaining the purpose of the organisation. This may increase employee stress and burnout, which can negatively impact productivity and organisational performance over time.
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[bookmark: _Toc228449294]Impact on Organisation
Although the PESTLE model demonstrates how external environmental factors influence HR practices at Amazon. Moreover, how these factors interact with organisational strategy.
 HR flexibility is constrained by political and legal factors that require adherence to different regulatory frameworks. As Wang (2025) and Jackson (2021) emphasised, economic pressures often push organisations  prioritise short-term performance over the wellbeing of their employees, which may lead to reduced engagement and increased employee turnover in the long term. This aligns with the argument of Wright and Ulrich (2021), who argue that HR effectiveness is about ensuring that HR practices align with both external demands, as well as organisational objectives.
Social factors mean that HR managers must respond to changing employee expectations. However, balancing productivity with employee wellbeing remains a significant challenge. Guest (2023) highlights the importance of aligning HR practices with employee outcomes.
Technological developments can boost efficiency but may lead to lower employee engagement. At the same time, the rising environmental pressures demand organisations to integrate sustainability into HR practices, which adds complexity and further adds hurdles for HR managers (Liu, 2021).
This highlights that HR managers must go beyond environmental analysis and develop strategic responses tailored to organisational needs.
[bookmark: _Toc228449295]Country Differences
Environmental factors have varied impacts across different countries, creating challenges for multinational organisations such as Amazon. Intercultural differences impact workforce demands and management styles. This requires HR managers to adopt flexible and context-specific approaches. As Brewster (2022) argues, organisations must tailor HR practices to local conditions instead of adopting universalist global strategies.
Legal systems also vary across regions. In some countries, especially in Europe, stronger labour protections impose restrictions on organisational flexibility and limit the use of performance-based HR practices. In this way, limiting Amazon’s effectiveness at implementing consistent HR strategies across its global activities.
Furthermore, the differences between economic conditions among countries determines the change in Human Resources availability, workforce costs and their priorities. As noted by Jackson (2021), these variations present challenges for workforce planning and talent management. It highlights a key limitation of the PESTLE model, as it identifies external factors but does not provide guidance on how organisations should respond to them. Therefore, HR managers must implement context-specific strategies that provide global alignment alongside local adaptability. However, achieving this balance creates a significant challenge as excessive localisation can slow down an organisation and too much standardisation may fail to meet local requirements. This creates an equilibrium between global efficiency and local responsiveness, which remains a key challenge for multinational organisations such as Amazon.
[bookmark: _Toc228449296]Conclusion
 This report evaluated the HR efficiency within Amazon based on internal and external environmental considerations. The PESTLE model is helpful in recognising these factors, to help us understand these effects especially if one concerns the influence of political, economic, technological, and social factors. However, it has limitations in addressing internal organisational factors such as culture, leadership, and employee engagement.
The analysis demonstrates that HR managers at Amazon face tensions concerning operational effectiveness, compliance with the law, welfare, and innovation. Amazon’s performance-driven approach may reduce employee engagement and increase turnover. Which means an overemphasis on efficiency might lead to lasting challenges in terms of stability in the workforce. Additionally, the report assessed the cultural differences and the challenges which may occur due to various cultures, labour rules and economic conditions. This illustrates the adaptability of the HR managers within Amazon to balance global success with local adaptation. This demonstrates that an overemphasis on efficiency may create long-term risks for workforce stability and organisational sustainability.



[bookmark: _Toc228449297]Future Implications

The role of HR manager is increasingly strategic in the future. Rapid technological advancements, including automation and artificial intelligence, will continue to transform HR practices, improving efficiency but potentially reducing human interaction and employee engagement. In addition, growing environmental and social pressures will require organisations to integrate sustainability and ethical considerations into HR strategies (Liu, 2021). HR managers will also need to respond to increasing cultural diversity and country-specific differences, requiring more flexible and adaptive approaches. However, balancing global consistency with local responsiveness will remain a key challenge.
According to Guest (2023), HR effectiveness lies in the alignment of practices with organisational strategy and employee outcomes. Thus, for long-term sustainability, Amazon should aim future HR strategies to be between efficiency and employee wellbeing. Overall, to ensure long-term sustainability, Amazon should align its future HR strategies with organisational performance and employee wellbeing within a dynamic global environment.
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