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Environmental factors and the effectiveness of human resource managers in global organisations

Introduction
Globalisation poses significant challenges for organizations, affecting managers, employees, and nations. It boosts trade and policy influenced by cultural and political elements. Governance impacts societal well-being and complicates stakeholder demands. Human resources are crucial in assisting firms to tackle these globalisation issues through comparative analyses. (Vahdati & Vahdati, 2018) 
• HR Functions
Effective human resource management (HRM) is vital for competitive advantage. Functions such as recruitment, training, performance management, and employee relations are key for talent acquisition, motivation, and retention, enhancing organizational effectiveness. Global challenges influencing workforce skills and behavior heighten the significance of these functions, as technological change, globalization, and climate change demand focused HRM efforts. (Dissanayake, 2012)(FITA, 2017) 
Recruitment aims to attract individuals whose behaviors and skills align with organizational needs. Training and development improve job-related competencies. Performance management entails goal-setting, assessment, and feedback, clarifying expectations and supporting growth, essential for performance-driven promotions and rewards. Employee relations encompass the employee-employer relationship and management of organizations like trade unions, influencing daily interactions, commitment, collective bargaining, and grievances. Strong relations enhance commitment and reduce disruption, increasing productivity.
• Report Structure
The report starts with an Introduction that defines environmental factors and HR effectiveness, outlining its scope and objectives. The Internal and External Environment section covers the Business Environment Model, relating its components to HR functions such as recruitment, training, and performance management, and their impact on HR decisions. The Organisation Application examines a global entity with multi-country operations, emphasizing the need for coordination in recruitment and employee relations. The Conclusion considers the global impact of environmental factors on HR management and strategic organizational considerations.

Internal and External Environment
The external context, shaped by political, economic, social, technological, legal, and environmental factors, along with sustainable operations, impacts HR managers' human capital choices. Emerging economies face complexities, prompting financial firms to use the PESTLE model. Recruitment and training constraints may limit organizations' capacity to fulfill global expertise needs. (Vahdati & Vahdati, 2018) 
• Business Environment Model
The business environment model is essential for analyzing factors impacting multinational operations and local HR practices. It outlines how organizations create and deliver value while navigating unpredictable conditions that limit operational choices. Environmental pressures guide which HR practices are utilized and adapted to local contexts. A comprehensive model aids in conducting thorough environmental analyses, determining suitable HR practices, and identifying conditions that affect HR managers' effectiveness. The PESTLE framework—Political, Economic, Social, Technological, Legal, and Environmental factors—captures external conditions influencing decision-making in international organizations. These factors significantly affect HR functions like recruitment, training, performance management, and employee relations, shaping organizational strategic goals and work arrangements. The framework allows for robust evaluation of HR practices and highlights their impacts on various HR initiatives. Analyzing cultural, legal, and economic differences reveals how these factors influence HR functions across regions. Understanding these distinctions is vital for managers implementing HR policies in diverse environments, enabling tailored HR efforts that align local needs with international standards. By considering varying circumstances, organizations can remain competitive and foster an inclusive corporate culture that meets the diverse needs of their global workforce. (Aithal, 2017)(Lüttgens & Diener, 2017) 
• Link to HR Functions
A comprehensive business environment model, such as PESTLE, which stands for Political, Economic, Sociocultural, Technological, Legal, and Environmental factors, provides a structured approach for the systematic assessment of various external pressures and internal capabilities. This systematic evaluation enhances the ability to conduct evidence-based causal analysis within organizations. The external pressures identified through the PESTLE framework play a significant role in shaping the overall effectiveness of HR managers and their strategies. Every single component of the PESTLE model has a direct correlation to essential HR functions that are critical to an organization's success. The key practices within human resources, including recruitment, training and development, performance management, as well as employee relations—encompassing aspects like remuneration, benefits, and the overall balance between work and life—are considered vital for the health of the organization. Each of these PESTLE factors is likely to have an influence, directly or indirectly, on at least one of these four core HR functions. Moreover, elements such as workplace culture, relevant legal considerations, and prevailing economic conditions— which are central components within the PESTLE framework—serve not only to shape these vital HR practices, but they also have a fundamental impact on how effective HR managers can be in their roles. Understanding this interconnectedness allows organizations to navigate the complexities of the business environment more effectively and to align their HR strategies with both external influences and internal capabilities. Consequently, HR practices must be continuously refined and adapted in response to the pervasive impacts of the PESTLE factors to achieve optimal effectiveness and organizational success. (Warda Andalib et al., 2019)(Neal et al., 2005) 

Organisation Application
Vodafone functions in more than twenty countries, using local staff and standardized HR practices for recruitment, training, and employee relations. Recruitment emphasizes local talent and evaluates traits and salaries. The Young Talent Programme trains graduates for nine to eighteen months and offers leadership courses at Vodafone University. Performance tools are uniform but honor local values, ensuring compliance with local laws as Vodafone navigates global policies and national regulations. (N. Mtembu, 2018)(Vahdati & Vahdati, 2018) 


• Organisation Introduction
Apple Inc. is a global company focused on computer hardware and services, emphasizing design, advertising, and retail. Its major products include Macintosh computers, Apple Network Server, iPod, iTunes, and the iTunes Store. The company operates in key markets like the Americas, Europe, Japan, and Asia Pacific, positioning Macintosh as an alternative to other platforms. With significant investment in retail through Apple Stores, it aims to make Macintosh the top choice for digital photography, music, and video editing, while leading the music market with the iPod and iTunes Store.
• HR Practices
Environmental factors significantly impact HR managers in global organizations facing rapid change. The Business Environment Model outlines external pressures—political, economic, socio-cultural, technological, and environmental (PESTE)—alongside internal capabilities like organizational strategy and resources. This helps HR managers make decisions on recruitment, training, performance management, and employee relations, fostering a high-performance work system (HPWS). In Turkey, internal recruitment is preferred due to limited external candidates. Training methods vary by country, with peer coaching in Turkey, in-house seminars in France, and off-the-job training in India. Performance management preferences differ, complicating the alignment of an international strategy. (B. Minbaeva, 2007) 

Application of Model
Academics recognize that business practices vary with geographical and environmental contexts. For global organizations like Coca-Cola and Unilever, developing worldwide strategies while seizing local opportunities is crucial. The role of institutional, political, and macroeconomic contexts in recruitment, training, performance appraisal, and employee relations is significant. Evidence-based analysis clarifies how country-specific settings impact HR management effectiveness, aligns with business differences, and supports comparative studies of global operations. (Vahdati & Vahdati, 2018)(Fang et al., 2022) 
• Impact on Organisation
Environmental factors play a pivotal and integral role in shaping the effectiveness of HR managers across various organizational landscapes and sectors. These factors significantly influence the design and delivery of essential functions that are core to Human Resources, including but not limited to recruitment, training and development, performance management, and employee relations. To comprehensively outline these critical and multifaceted influences, the PESTLE framework serves as an invaluable tool for understanding. This strategic framework identifies and categorizes six key external forces — Political, Economic, Social, Technological, Legal, and Environmental conditions — that each play a significant role in shaping an organization's strategic direction, overall capability, and performance metrics. Political influences, in particular, broaden and expand the HR planning horizon by broadening the channels of learning and development that HR professionals can utilize in their decision-making processes. In nations where democracy is limited or restricted, for instance, policy frameworks may impose various restrictions that prevent comprehensive data collection, allowing access only to Public Sector statistics. Such limitations can severely hinder the ability of HR managers to obtain necessary external benchmarks that are crucial for the Financial Services sector, where data-driven decisions are essential. Moreover, the integration of country-specific law, industry-specific regulations, and company-specific requirements distinctly specifies the obligations and rights surrounding payroll and correspondent services when dealing with intricate off-shore monetary transactions. This complex legal landscape becomes particularly important as it provides the necessary guidelines that HR managers must navigate skillfully to ensure compliance and effective operational functionality. In this context, the significance of country-specific regulations serves as the backbone for the transferability of skill sets, especially important within the vital Banking function. It is essential for HR managers to be acutely aware of how these regulations impact their workforce planning strategies and development initiatives on an ongoing basis. Furthermore, comprehensive Issue Risk assessments must take into account fluctuations in exchange control policies and the potential impact of Capital Repayment Schemes that are enacted through specific legislative Acts of Parliament. Such thorough assessments are critical for identifying potential risks and strategizing effectively to mitigate them, thereby enhancing the overall effectiveness and efficiency of HR management within the organization as a whole. By addressing these factors proactively, HR managers can foster a more adaptable and responsive organizational culture that is better equipped to meet the challenges of the modern business environment. (L. (Vasantha) R & (Hanuman) Kennedy, 2017)(Campos e Cunha et al., 2002) 
• Country Differences
Differences within the socio-cultural context and the surrounding legal and economic structures can significantly shape how environmental factors impact the effectiveness of Human Resource Managers in various countries across the globe. Several scholarly sources meticulously examine Human Resource Management (HRM) through a more focused lens of policy, culture, and practice, or even delve into specific policies that are intricately linked to core workplace HRM arrangements. In this intricate landscape, differences in a multitude of relevant factors come into play, creating a complex tapestry of interactions. However, the effect that a particular country has on the HRM policies implemented in a multinational organization can be effectively reflected through a few key layers. Countries that exhibit more rigid legal structures, such as those that strongly emphasize employee placement and protection, tend to react differently when it comes to placement and recruitment policies, particularly in response to fluctuating coincidence variables such as the unemployment rate. This response contrasts sharply with those countries that operate under fewer legal constraints, highlighting how legal frameworks can influence HR practices. Furthermore, a country’s position within the economic cycle can dramatically modify performance management systems in significant ways, tailoring them to better fit the economic realities faced by organizations. Cultural dimensions, which vary widely across different regions, play a critical role in shaping HRM practices and are reflected in the types of employees recruited, the methodologies employed for training, and the various organizational functions that are adopted. The intertwining of these factors illustrates the complexity and nuance of HRM on a global scale. (Consuelo Pucheta-Martínez & Gallego-Alvarez, 2019) 






Conclusion
• Summary
Organisations operating internationally must consider environmental factors affecting HR management. The PESTLE framework identifies external pressures from Political, Economic, Socio-Cultural, Technological, Legal, and Environmental influences, shaping HR functions and decisions. An analysis of 3M shows how varying influences from different countries affect HR practices. By aligning HR strategies with country pressures, organisations can adapt their corporate strategy. Understanding environmental factors in global HR management is crucial. Despite the utility of frameworks like PESTLE, they remain underutilized by HR managers. Emerging audit frameworks offer country-specific HR knowledge but often overlook direct influences. Historical examples show leaders maintaining power through informal participation, emphasizing the lack of recognition of these dynamics in HR frameworks. By focusing on country-specific impacts, such as technological capabilities in Performance Management, HR professionals can enhance coordination, essential for strategic adaptability globally. (Sujatha & Basu, 2013) 
• Future Implications
Large global organisations face various environmental pressures that affect their human resource practices and the effectiveness of HR managers. Key challenges include impending climate change regulations and the need to attract, develop, and retain skilled talent in a competitive job market. To navigate these shifts, a strategic HR approach is essential, focusing on global needs while coordinating practices internationally. Additionally, a comprehensive analysis of individual countries is crucial to evaluate specific HR priorities, considering cultural, economic, and legislative differences to effectively adapt HR strategies to diverse environments and workforce dynamics. (Ananthan, 2019)(Omar Mahamoud, 2007) 
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