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The increasing importance of people to organizational success corresponds with the rise of Strategic Human Resource Management (SHRM), which is key in ensuring effective people management. According to Boxall and Purcell (2022), HRM incorporates anything and everything concerned with the management of employment relations in an organization. Therefore, HRM is associated with high levels of labour management in pursuance of performance objectives and the commitment to managing a segmented and complex workforce. As a result, the major functions of HRM include recruiting new employees, talent management, training and developing workforce skills, performance appraisal, ensuring that employees are well remunerated, motivating, and managing their welfare. The HRM has to maintain proactive recruitment channels to ensure that the organization gets the best talent in the market. Development and training increase the competencies of employees and contribute to their sustainability in competitive markets (Nguyen, 2020). Performance management systems help to streamline individual input with a strategic focus to enhance productivity and responsibility (Aguinis, 2023). Concurrently, good employee relations contribute to engagement, trust, and organisational stability, especially where there is a union or in a multinational setting (Wilton, 2022). Together, these functions help to enhance organisational effectiveness through enhanced workforce capability, commitment, and adaptability.
This report examines the impact of environmental factors on the performance of HR managers in a global organisation. It evaluates the HR practices using the PESTLE framework to analyse the political, economic, social, technological, legal, and environmental forces influencing the HR practices. This report will discuss the internal and external environment first introduced by the chosen model, and then apply the model to Unilever in the UK and in its international business. 
[bookmark: _Toc223183976]2. Internal and External Environment. 
Both the internal and external aspects influence human resource managers' decision-making. Internal factors include aspects like leadership, culture, policies, and strategic goals, and they shape the recruitment plans of a company. External aspects, on the other hand, include factors like political climate, environment, economy, and technological forces. Organizations do not have any direct control over external factors. Therefore, firms have to adapt or find ways to deal with them. However, the PESTLE framework offers a systematic method of assessing macro-environmental forces: Political, Economic, Social, Technological, Legal, and Environmental forces (Taylor, 2014; Whittington et al., 2020). The model is useful in showcasing the major factors both internally and externally that impact labour planning. The six forces help HR managers to make strategic decisions concerning recruitment and labour management.
In terms of politics, government policies on taxation, labour mobility, and trade policies influence the composition of labour forces and international mobility. To illustrate, the post-Brexit immigration policy in the UK has transformed the labour supply dynamics. Inflation, wage increases, and unemployment rates have an economic impact on recruitment policies, remuneration plans, and decisions on restructuring workforces (Boxall and Purcell, 2022). In recession times, HR managers might focus more on cost-containment and flexibility of the working force, but during boom times, the HR manager need not be concerned with this as much; instead, they need to focus on talent acquisition and development.
and diversity, equity, and inclusion (DEI) implies the need to have inclusive HR systems that support employee welfare (Wilton, 2022). Recruitment, training new employees and performance management systems have changed due to technological advancements, including artificial intelligence, remote working systems, and HR analytics (Nguyen, 2020). Best practices advise human resource managers to ensure that the firm adheres to recruitment and labour laws, such as health and employee safety. Moreover, there is a growing environmental pressure on employer branding and employee engagement strategies, which are intertwined with aspects of sustainability and corporate social responsibility.
According to Taylor (2014), PESTLE can be beneficial due to the fact that it provides the opportunity to provide a clear macro-level outlook that enables planned as opposed to reactive HR planning. The PESTEL model assists in providing strategic HRM to align the workforce policies with external realities. The model is, however, limited. The model does not prioritize which factors are the most significant, and it does not even specify the internal organisational dynamics, such as culture or leadership style. Also, PESTLE shows a static picture and can be unrealistic in terms of interdependencies among factors (Taylor, 2014).
The connection between PESTLE and HR functions is direct and important. Economic conditions and labour market regulations influence recruitment. Training and development react to the changes in technology and skills gaps. Performance management systems have to conform to social expectations of fairness and well-being. Legal frameworks and political settings play a significant role in employee relations, especially in multinational organisations that operate in various regulatory environments.
[bookmark: _Toc223183977]3. Organisation Application: Unilever
Unilever is a multinational British consumer products company with its headquarters in London and has business in more than 190 countries, reaching billions of consumers each day. Its product range consists of household-known brands in food, home care, beauty as well as personal-care with Dove, Persil, and Ben and Jerry. The firm has an estimated workforce of around 120,000 employees across the globe, and it has a transnational strategy that balances both global integration and local responsiveness (Unilever, 2023). This international presence demands a complex human resource management infrastructure that is able to run in various cultural, legal, and economic environments (Unilever, 2023).
The HR practices in Unilever follow the long-term value creation model and sustainability-based corporate strategy. In the recruitment, the company relies on digitalised competency-based selection methods, including artificial intelligence and strengths-based testing, to achieve fairness and international consistency and to adjust to the local labour market. Leadership and graduate programmes are international and promote the movement of talent around the globe.
The HR strategy of Unilever is focused on training and development, and it places a high value on leadership development, on-going learning, and the development of digital skills. The organisation leverages online learning and international placement as a way of developing global capabilities (Armstrong and Taylor, 2023).
At Unilever, the performance management has transformed into agile goal-setting and constant feedback instead of traditional annual appraisals, which are the current trends in HR (Aguinis, 2023). The employee relations are addressed by high engagement programs, diversity and inclusion programs, and adherence to local labour regulations and global ethical practices. Such integrated HR systems help Unilever to handle a multinational workforce, which is complex.
[bookmark: _Toc223183978]4. Application of the Model: Unilever 
The PESTLE framework offers a systematic perspective based on which the macro-environmental forces that influence the HR practices at Unilever can be assessed critically. Since Unilever is a multinational organisation based in the UK and operating in both developed and emerging markets, the HR managers have to grapple with multifaceted political, economic, social, technological, legal, and environmental forces that directly affect their performance.
Political Factors
The political environment has a major impact on workforce mobility, job security, and labour relations. The immigration reforms in the UK after Brexit have limited access to some parts of the European labour pool, which impacts recruitment pipelines in manufacturing and supply chain positions. On the other hand, in developing economies like India or Indonesia, the government programs on stimulating foreign direct investment could help growth and the creation of employment. HR managers should then adjust their strategies of talent acquisition to the local politics and global workforce planning alignment (Johnson et al., 2011). 
Economic Factors
Economic factors have a direct impact on compensation policies, human resource planning, and staff involvement. The UK and European environment are facing the threat of inflation, which raises employee demands on pay increments, forcing HR managers to strike the right balance between cost reduction and retention (Boxall and Purcell, 2022). Conversely, wage competitiveness can be driven by factors other than salary in low-income economies, such as employment security and development opportunities. Economic recessions typically result in reorganisation or efficiency initiatives, which may have an impact on morale and confidence. In this respect, HR performance relies on effective communication, equitable performance management, and strategic workforce agility.
Social and Cultural Factors
The social expectations of diversity, equity, inclusion (DEI), and well-being have taken centre stage in HR strategy. In the UK, equality and corporate responsibility are highly emphasised in society, which requires inclusive recruitment practices and gender pay transparency. Unilever prioritises sustainability and social impact globally, which also strengthens its employer brand to encourage talent attraction among younger generations who focus on an ethical work environment (Wilton, 2022).
Nonetheless, cultural variations among nations play an important role in HR practices. Employee expectations can be influenced by differences in power distance, individualism, and uncertainty avoidance using the Hofstede cultural dimension theory (Hofstede, 2016). As an example, direct feedback-based performance management systems can be efficient in low power distance cultures such as the UK, but not in high power distance cultures where respect for hierarchy is more entrenched. HR managers are thus required to use the local cultural norms to adjust communication styles, leadership development, and employee engagement programs, but to stay consistent globally.
Technological Factors
The innovation of technology has revolutionized HR operations in the world. The increasing digitalisation of HRM is manifested in the use of digital recruitment tools, artificial intelligence in the screening of candidates, and workforce planning that relies on data analytics. Employees in developed markets desire flexible work practices assisted by the digital infrastructure, particularly in the post-COVID-19 world. Training and development programs should be implemented by HR managers to ensure that digital skills are incorporated (Nguyen, 2020).
Nevertheless, the technological differences among the nations may be a source of unequal implementation. Although the UK workforce can easily adapt to the remote and hybrid working systems, the operations in the developing regions might have limitations in terms of infrastructure. HR effectiveness thus relies on the ability to balance innovation and accessibility so that technological solutions do not create internal disparities accidentally.
Legal Factors
One of the most direct impacts on HR practice is the legal system. Equality, minimum wage, health and safety, and unfair dismissal legislation on employment in the UK place stringent compliance requirements. The HR managers should ensure that the recruitment, performance management, and disciplinary procedures are in line with the statutory requirements. Non-compliance may lead to legal action, loss of reputation, and fines.
Legal differences between countries are especially important. As an example, European labour markets tend to offer greater employment protection than more flexible labour markets in the United States or some of the Asian economies. This influences the decision-making of restructuring, redundancy, and performance management. The HR managers should therefore be very well informed in the local labour laws and align them to the global corporate standards (Armstrong and Taylor, 2023).
Environmental and Sustainability Factors
Unilever has incorporated the concept of environmental sustainability into its corporate strategy. Growing regulatory and social demands on sustainable business practices affect HR policies on employee engagement, corporate social responsibility (CSR), and green HRM practices. Employees are becoming increasingly concerned that employers are environmentally committed, which impacts employer branding and retention.
The concept of sustainability in the UK is institutionalized in corporate governance discussions, but in certain emerging economies, the priorities in economic growth may override environmental regulation. HR managers need to balance local priorities on sustainability training and performance with global environmental promises.
Internal and External Interaction
PESTLE is mainly concerned with the external pressures, but the internal organisational issues, like leadership style, corporate culture, and strategic orientation, interact with the macro pressures. The purpose-oriented culture and decentralised form of Unilever allow local adaptation and make the HR more responsive to the regions. But, ensuring consistency in global talent management and local flexibility creates tension. The HR managers thus have to strike a balance between standardisation and localisation, a perennial issue in international HRM (Johnson et al., 2011). Thus, the PESTLE framework reveals that the effectiveness of HR managers depends on their capacity to improve responses to environmental forces that are complex to interpret. 
[bookmark: _Toc223183979]5. Conclusion 
The environmental factors impacting human resource management within the global organisation have been evaluated critically using the PESTLE framework to analyse the current macro-environmental forces that influence HR effectiveness. The paper first identified the strategic position of core HR functions, including recruitment, training and development, performance management, and employee relations to support organisational performance. The Unilever application revealed that political, economic, social, technological, legal, and environmental factors significantly affect HR policies and practices on a national basis. Interestingly, the disparities in culture, labour laws, and differences in the economies of different countries require a balance between international consistency and local sensitivity by the HR managers.
As noted in the above analysis, HR managers within multinational organisations must transcend beyond the administrative perspectives to become strategic allies capable of interpreting the complex cues of the environment. Technological change will gain pace in the future, laws regarding employment will change, demographics will shift and sustainability is likely to keep on changing as well as being another factor that will transform HR practice. Some of the problems that HR professionals must contain to become effective include global mindset capabilities, digital skills, and high regulatory awareness. Finally, environmental dynamics are critical to ensuring organisational competitiveness in the ever-changing global business environment.
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