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[bookmark: _Toc227710047]INTRODUCTION
Use this and adjust slightly if needed:
Human Resource Management (HRM) plays an important role in organisations because it focuses on managing people in a way that supports business goals. Key HR functions include recruitment and selection, training and development, performance management, and employee relations. Recruitment ensures that the organisation hires the right people with the required skills, while training and development help employees improve their abilities and adapt to changes. Performance management is used to monitor and improve employee performance, and employee relations focus on maintaining a positive working environment. These functions are essential because they directly influence productivity, employee satisfaction and overall organisational success (Armstrong 2020).
However, HR functions do not operate in isolation. They are affected by both internal and external environmental factors, such as economic conditions, technological changes and legal regulations. These factors can influence how HR managers make decisions and implement policies. Understanding the business environment is therefore important for ensuring that HR practices remain effective and aligned with organisational objectives (Bratton and Gold 2017).
This report will analyse how environmental factors influence HR managers’ effectiveness by using the PESTLE model. It will first explain the model and its relevance to HR functions. Then, it will apply the model to Apple Inc., a global organisation, to examine how internal and external factors impact HR practices across different countries. Finally, the report will summarise the key findings and discuss future implications for HR managers.
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The PESTLE model is commonly used to analyse the external environment of an organisation. It focuses on six main factors: Political, Economic, Social, Technological, Legal and Environmental. These factors help organisations understand external influences that may affect their operations and decision-making (Johnson et al. 2020).
Political factors include government policies, taxation and trade regulations, which can affect employment laws and HR policies. Economic factors such as inflation, unemployment and economic growth influence wages, recruitment and workforce planning. Social factors relate to cultural trends, demographics and employee expectations, which can impact workplace practices and organisational culture. Technological factors are especially important in modern organisations, as digital transformation changes the way employees work and how HR functions are delivered. Legal factors include employment laws and regulations, which organisations must follow when managing employees. Environmental factors focus on sustainability and corporate responsibility, which are becoming more important for organisations and their HR practices.
The PESTLE model is useful because it provides a structured way to analyse the external environment and identify potential risks and opportunities. It helps managers anticipate changes and make better decisions (Johnson et al. 2020). However, it also has limitations. It mainly focuses on external factors and may not fully capture internal organisational issues. In addition, the model can be too general, as it does not always show how different factors interact with each other. 
The interaction between different PESTLE factors can also increase the complexity of HR decision-making. For example, technological changes may require new skills, while economic conditions may limit the organisation’s ability to invest in training. This creates a challenge for HR managers, as they must balance organisational needs with available resources. In addition, legal and social factors may sometimes conflict, such as when organisational goals do not fully align with employee expectations. This shows that HR management is not only about following policies, but also about making strategic decisions in a complex environment (CIPD 2023).
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The PESTLE model can be directly linked to HR functions, as environmental factors influence how HR activities are carried out. For example, legal factors strongly affect recruitment and employee relations, as organisations must comply with employment laws. Economic conditions influence recruitment decisions, as companies may hire more employees during growth periods and reduce hiring during economic downturns. Technological developments impact training and development, as employees need to learn new skills to use digital tools effectively (Dessler 2020).
Social factors also play an important role in HR practices. Changes in workforce expectations, such as the demand for flexible working, require HR managers to adapt policies and improve employee satisfaction. Environmental factors can influence HR strategies by encouraging organisations to adopt sustainable practices and promote corporate responsibility. Overall, the PESTLE model helps explain how external factors shape HR functions and affect the effectiveness of HR managers (Armstrong 2020).
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Apple Inc. is a global technology company that operates in many countries, including the United States, China, and across Europe. The company is known for products such as the iPhone, Mac and iPad, as well as services like iCloud and Apple Music. Apple has a strong global presence and relies on a large international workforce, which means its HR practices must be adapted to different countries and environments (Apple Inc. 2024).
In terms of HR practices, Apple focuses on recruiting skilled employees, especially in areas such as technology, design and innovation. The company uses a structured recruitment process to ensure it selects candidates who fit its organisational culture. Training and development are also important, as employees need to keep up with technological changes and maintain high performance standards (Torrington et al. 2020). Apple invests in employee development to support innovation and maintain its competitive advantage.
Performance management in Apple is focused on maintaining high productivity and encouraging innovation (Dessler 2020). Employees are expected to meet performance targets while also contributing new ideas. In addition, employee relations are important, as Apple must manage a diverse workforce across different countries. This includes addressing cultural differences, ensuring fair treatment and maintaining employee satisfaction. Overall, Apple’s HR practices are designed to support its global operations, but they are also influenced by different environmental factors in each country.
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The PESTLE model can be used to understand how environmental factors influence Apple’s HR practices and the effectiveness of HR managers. Political and legal factors have a strong impact on recruitment and employee relations. For example, different countries have different labour laws, which means Apple must adapt its HR policies depending on the location. In Europe, stricter employment laws may limit flexibility in hiring and dismissal, while in other countries regulations may be less restrictive. This creates challenges for HR managers, as they must ensure compliance while still maintaining organisational efficiency (Bratton and Gold 2017).
Economic factors also influence HR decisions. During periods of economic growth, Apple may increase recruitment to support expansion, while during economic uncertainty it may reduce hiring or control labour costs. Changes in inflation and wages can also affect employee expectations and salary structures. This means HR managers must constantly adjust their strategies to balance cost control with attracting and retaining talent.
Technological factors are one of the most important influences on Apple’s HR practices. As a technology company, Apple depends on highly skilled employees who can adapt to rapid innovation. This increases the importance of training and development, as employees must continuously update their skills. HR managers need to ensure that training programmes are effective and aligned with organisational goals. In addition, technology has changed how HR functions are delivered, for example through digital recruitment platforms and remote working systems (Tidd and Bessant 2018).
Social factors also affect HR practices. Workforce expectations are changing, with employees increasingly valuing work-life balance, diversity and inclusion. Apple must respond to these expectations by developing policies that support employee wellbeing and engagement. This can improve employee satisfaction but may also increase costs, which HR managers need to manage carefully.
Environmental factors are becoming more important as organisations face pressure to operate sustainably. Apple has introduced initiatives to reduce its environmental impact, which can influence HR practices such as training employees in sustainability and promoting responsible behaviour. These changes require HR managers to integrate sustainability into organisational culture.
Another important point is how technological changes influence recruitment processes. Apple relies heavily on digital platforms to attract skilled employees, which means HR managers must understand online recruitment methods and data-driven selection tools. This can improve efficiency, but it also creates pressure to select candidates quickly while still maintaining quality (Dessler 2020). In addition, remote working technologies have changed how employees interact, requiring HR managers to develop new policies and communication strategies.
Environmental factors also create pressure on HR practices in terms of sustainability and corporate responsibility. Apple’s focus on reducing environmental impact means that employees must be trained to follow sustainable practices. This increases the responsibility of HR managers to include sustainability within training and organisational culture. While this can improve company image, it may also increase costs and require long-term planning.
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The impact of environmental factors on HR practices can vary significantly between countries. For example, cultural differences can influence how employees respond to management practices. In some countries, employees may prefer hierarchical structures, while in others they may expect more participation and flexibility. This means HR managers must adapt leadership styles and communication approaches to suit local cultures.
Legal differences are also important. Employment laws in Europe are generally stricter than in other regions, which affects recruitment, contracts and employee protection. In contrast, countries with more flexible labour markets may allow organisations to adjust their workforce more easily. These differences can impact the effectiveness of HR managers, as they must balance organisational goals with legal requirements.
Economic conditions also vary between countries. In developing economies, labour costs may be lower, which can influence recruitment decisions. However, there may also be challenges related to skills shortages or lower levels of education. In developed economies, higher wages and strong competition for talent can make recruitment more difficult. HR managers must adapt their strategies based on these conditions.
Overall, managing HR practices in a global organisation like Apple is complex because environmental factors are not the same in every country. HR managers must be flexible and able to respond to these differences in order to remain effective.
Another difference between countries is related to social expectations and work culture. For example, in some countries employees may expect job security and long-term employment, while in others there is more focus on flexibility and career progression. This affects how HR managers design contracts, reward systems and motivation strategies. If these expectations are not managed properly, it can lead to dissatisfaction and lower performance.
In addition, differences in education systems and workforce skills can impact recruitment and training. In some countries, there may be a shortage of highly skilled workers, which makes recruitment more difficult and increases the need for training and development. This puts additional pressure on HR managers to invest in employee development and long-term workforce planning.
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This report analysed how environmental factors influence the effectiveness of HR managers by applying the PESTLE model to Apple Inc. It showed that key HR functions such as recruitment, training and development, performance management and employee relations are essential for organisational success. However, these functions are not independent, as they are strongly affected by both internal and external environmental factors. The analysis demonstrated that political and legal factors create challenges for HR managers, especially when operating across different countries with varying labour laws. Economic factors also influence recruitment and cost management, requiring HR managers to adjust strategies depending on market conditions. In addition, technological developments play a major role in shaping HR practices, as organisations like Apple depend on highly skilled employees who must continuously adapt to innovation. Social and environmental factors further impact HR decisions by influencing employee expectations and organisational responsibilities.
The report also highlighted that environmental factors do not affect all countries in the same way. Cultural, legal and economic differences mean that HR managers must adapt their approaches depending on the specific context. This makes global HR management more complex and requires flexibility and strong decision-making skills. In the future, HR managers will need to become even more adaptable as environmental changes continue to increase. Technological advancements, globalisation and sustainability pressures will require organisations to continuously update their HR practices. Therefore, understanding and responding to environmental factors will remain essential for maintaining organisational effectiveness and long-term success.
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