[image: Discover University of Wales Trinity Saint David]
    




LCBB_5012
Principles of Human Resource Management  




Student Name: Mariana-Janeta Cucu
Student ID: 2238838
Date: 25 March 2026
Component 2: Coursework: Individual Report
Lecturer name: Fouziya Farheen



Table of Contents
Introduction	3
Internal and External Environment	4
Business Environment Model – PESTLE	4
Link to HR Functions	5
Organisation Application	6
Application of the Model	6
Impact on Organisation	6
Country Differences	8
Conclusion	9
References	10



[bookmark: _Toc224053010]Introduction
Human Resource Management (HRM) is very important to contribute to organisational success through managing employees and matching the capabilities of the workforce to the goals of the business. Major HR functions are recruitment and selection, training and development, performance management and employee relations. Recruitment and selection make sure organisations recruit and employ skilled and qualified employees who can be used in the achievement of strategic goals. Training and development are aimed at enhancing the knowledge, skills and competencies of employees in order to make them adjust to changes within the organisation and the technological advancements. The performance management assists the organisations with monitoring employee performance, setting targets and giving feedback to enhance productivity and organisational efficiency. Employee relations is the positive relationship that is maintained between the employers and the employees, workplace conflicts are solved, and the working environment is encouraged.
The current report analyses the impact of environmental factors on HR functions of a global organisation. The introduction describes the role that the functions of HR play in the success of organisations. The second section elaborates on both internal and external environmental factors in the business environment model used. Then and there, the report presents the global organisation selected and discusses its HR practices. This is succeeded by the use of the selected model in testing the influence of environmental issues on the effectiveness of HR managers in various countries. Lastly, the conclusion will summarise the major findings and bring about the implications concerning HR management in global organisations.
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[bookmark: _Toc224053012]Business Environment Model – PESTLE
	PESTLE Factor
	Explanation
	Relevance to Business Environment

	Political
	Government policies, taxation rules and political stability influence how organisations operate across countries (Abodher, Elmagrhi, and Shlof, 2025).
	Organisations adjust strategies and employment practices according to national regulations and policies.

	Economic
	Economic conditions such as inflation, unemployment and market growth affect business performance.
	Companies modify recruitment, wages and workforce planning based on economic trends.

	Social
	Social factors include culture, demographics and changing workforce expectations.
	Organisations address diversity, employee wellbeing and cultural expectations in HR policies.

	Technological
	Technological change involves digital innovation, automation and communication technologies (Vărzaru and Bocean, 2024).
	Businesses require skilled employees and continuous training to adapt to new technologies.

	Legal
	Legal factors include employment laws, labour rights and workplace safety regulations (Ramsbottom et al., 2025).
	HR departments must ensure policies follow national labour legislation.

	Environmental
	Environmental concerns involve sustainability and climate change policies.
	Organisations implement green HR practices and environmentally responsible workplace strategies.
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Government policies, political stability and international relations are some of the political factors that may have a significant impact on the human resource practices in organisations. In every country where the organisation operates, the HR managers should see to it that the recruitment, employment policies and workplace practices are in accordance with the government regulations and labour policies. As an illustration, immigration policies and visa controls influence the process of hiring international workers and experienced professionals.
Economic environment, like inflation rates, economic growth, levels of unemployment and market demand have very strong impact on HR decision-making in organisations. When the economic climate is good, organisations can achieve growth by widening operations and hiring more personnel to facilitate business growth (Muhammad, 2023). Conversely, economic downturns can result in cost-cutting measures like freezing of recruitment, reorganization or laying off of employees. 
Social factors entail the cultural values, demographics, employee level of education and the evolving employee expectations. These aspects affect the way organisations deal with diversity among the workforce, employee welfare and organisational culture. HR departments should develop non-discriminatory policies that embrace cultural diversity and encourage equality in the work environment (Byrd and Scott, 2024).
The digitisation of HR practices has revolutionised HR practices due to the introduction of information technologies by different companies. Artificial intelligence, online recruitment systems and digital learning systems are some of the technologies that enable HR departments to be more efficient and manage many workforces. Indicatively, digital recruitment systems have been adopted by many organisations to access and filter candidates all over the world.
Legal factors are the factors that are related to the employment legislation, labour laws, workplace safety laws and employee protection policies and regulations set by the governments. These legislations affect the HR practices, including recruitment processes, employment agreements, working hours and rights of employees (Ramsbottom et al., 2025). HR managers should have policies that are in line with the law of every country where the organisation is based.
Environmental factors are concerned with the sustainability issues, environmental protection policies and corporate social responsibility programs. The current international interest in climate change has prompted organisations to implement more environmentally friendly practices. HR departments are significant contributors to the process of increased sustainability through the implementation of green HR policies and the encouragement of environmentally friendly workplace behaviour (Tsymbaliuk, Vasylyk, and Stoliaruk, 2021).
[bookmark: _Toc224053014]Organisation Application
Vodafone is a telecommunications multinational organisation based in Newbury, United Kingdom. The company ranks among the largest mobile network companies in the world and offers a host of services such as mobile communication, broadband, digital television, and enterprise solutions. Vodafone has its operations in many countries in Europe, Africa and Asia with hundreds of millions of customers in the world. As a result of partnerships, subsidiaries and strategic investments in the international markets, the organisation has developed a robust presence in the international market. Its activities serve individual consumers as well as business customers, offering high-level communication technologies, including 4G and 5G networks.
Vodafone deploys various practices in human resource management in order to manage its international workforce. The recruitment strategies are aimed at attracting skilled professionals by using digital recruitment systems, global graduate programmes and inclusive recruitment practices to facilitate diversity and equal opportunities (Bresciani et al., 2021). Another critical component of the HR strategy of Vodafone is training and development, where employees are given unending learning opportunities in the form of leadership programmes, digital learning and technical skills development programmes. Such programmes make sure that employees can fit into the technological change in the telecommunications industry.
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Political Factors: The government policies, regulatory frameworks and political stability are also political factors that have a great impact on the HR practices of Vodafone. Vodafone is a multinational telecommunications organisation and, therefore, it should be functioning within the political and regulatory frameworks of other nations (Morschett et al., 2025). Rules governing labour laws, employment standards, taxation and licensing of telecommunication are set by governments, and they have a direct impact on the decision-making of HR. 
Economic Factors: In global organisations, the economic conditions are essential to HR practices. The organisational performance and workforce management are subject to factors like inflation, unemployment, economic growth and competition in the market. In the case of Vodafone, economic stability will enable the organisation to invest in employee recruitment, training programmes and also in technological development. The HR managers might also hire more employees during the time of economic growth to facilitate business growth and innovation in the telecommunications industry. 
Social Factors: The cultural values, the demographic factors and the fluctuating employee expectations are all social factors that have an effect on HRM practices. Vodafone is a business that works in a number of countries where social expectations and cultural diversity are substantially different (Byrd and Scott, 2024). The HR managers should hence formulate inclusive HR policies that take into consideration the cultural differences and foster equality in the workplace. Diversity in the workplace demands that HR personnel adopt fair hiring methods and provide inclusive workplaces that accommodate employees of various backgrounds. 
Technological Factors: The use of technology has made remarkable changes in the telecommunication industry and the HR practices of organisations like Vodafone. The pace of the digital communication technologies advancement, such as 5G networks, artificial intelligence and data management systems, demands employees with high technical skills. HR managers should, therefore, make sure that employees are provided with constant training and development prospects. Training programs enable employees to adjust to innovation in technology and sustain competitiveness in organisations. 
Legal Factors: Legal factors are those that are related to employment laws, labour laws and even workplace safety laws that are set by governments. These legislations differ across nations, and they have a great impact on HR activities in multinational organisations. Vodafone needs to make sure that the HR policies do not contravene the law in the country where it conducts its business (da Silva Coutinho, 2021). Minimum wages, employee rights, working hours and workplace safety are some of the laws that regulate the way HR managers formulate employment contracts and working policies. 
Environmental Factors: Environmental factors centre on the aspects of sustainability, concerns of climate changes and regulations on the environment that influence the activities of the business. The growing consciousness of environmental responsibility all over the world has stimulated the inclusion of sustainable business practices by organisations. Vodafone has incorporated sustainability policies that have seen it cut down on carbon emissions in its operations and increase its energy efficiency. The HR departments assist in such processes by facilitating environmentally friendly workplace practices and employee involvement in sustainability programmes. 
[bookmark: _Toc224053017]Country Differences
Cultural Differences: Cultural differences also play a big role in the way HR practices are executed in the different countries. Employees in multinational organisations like Vodafone have varying work values, communication and work expectations because they may have different cultural backgrounds (Pop and Sim, 2022). To illustrate, it can be said that European nations tend to focus on work-life balance, wellbeing and participative leadership, and some Asian cultures tend to focus on hierarchy, discipline and collective responsibility in organisations.
Legal Regulations: The legal regulations also differ significantly in different countries and have a direct impact on HR management practices. The laws regulate the minimum wages, hours of work, rights of employee and safety standards in the working environment. As an illustration, most of the European nations have stringent labour regulations and robust policies on employee protection that compel organisations to go through elaborate legal processes in the hiring, treatment, or dismissal of workers. Contrarily, there can be more lax employment laws in some of the developing nations.
Economic Conditions: The HR practices in different countries are also different due to economic conditions. Economic growth, inflation and unemployment are some of the factors that affect recruitment strategies, compensation level and workforce planning. Organisations in the case of economically stable countries can invest more in employee development and long-term planning of the workforce (Ererdi et al., 2022). Nevertheless, in less developed or economically uncertain areas, the HR managers might be affected by the lack of resources, skills deficiency or labour market dynamics.
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This report examined the role of human resource management in supporting organisational effectiveness within a global business environment. The discussion highlighted the importance of key HR functions, including recruitment, training and development, performance management and employee relations, in improving employee productivity and organisational performance. The report also analysed the influence of the external environment through the PESTLE model, which includes political, economic, social, technological, legal and environmental factors. These factors significantly affect HR practices by shaping organisational policies, workforce planning and employee management strategies. The case of Vodafone demonstrated how multinational organisations must adapt HR practices to different environmental conditions across countries. Political regulations, economic conditions, cultural expectations and legal frameworks all influence how HR managers design policies and manage employees.
In the future, HR managers in global organisations will face increasing challenges due to rapid changes in the business environment. Technological advancements, digital transformation and automation will continue to reshape workforce requirements and demand new skills from employees. HR departments will need to invest more in continuous learning, digital training and talent development to ensure employees remain competitive. In addition, globalisation will require HR managers to manage culturally diverse workforces and adapt HR policies to different legal and economic environments. Sustainability and environmental responsibility will also become more important as organisations adopt green business strategies and socially responsible practices. Therefore, HR managers must develop flexible and innovative HR strategies that respond to technological change, global competition and evolving employee expectations. By understanding environmental influences and adapting HR practices accordingly, organisations can strengthen workforce performance and maintain long-term organisational success.


[bookmark: _Toc224053019]References   
Abodher, F.M., Elmagrhi, M. and Shlof, M.A., (2025). National pride, trust in government and tax compliance: evidence from an environment of severe political instability. Journal of Applied Accounting Research, 26(5), pp.1086-1105.
Bresciani, S., Ferraris, A., Romano, M. and Santoro, G. (2021). Human resource management and digitalisation. In Digital transformation management for agile organisations: A compass to sail the digital world (pp. 117-138). Emerald Publishing Limited.
Byrd, M.Y. and Scott, C.L. eds. (2024). Diversity in the workforce: Current issues and emerging trends.
da Silva Coutinho, M.G.F., (2021). Vodafone Group PLC: Telecommunications (Master's thesis, Universidade NOVA de Lisboa (Portugal)).
Ererdi, C., Nurgabdeshov, A., Kozhakhmet, S., Rofcanin, Y. and Demirbag, M. (2022). International HRM in the context of uncertainty and crisis: A systematic review of literature (2000–2018). The International Journal of Human Resource Management, 33(12), pp.2503-2540.
Morschett, D., Schramm-Klein, H., Zentes, J. and Bader, B. (2025). Management in Emerging Markets. In Strategic International Management: Text and Cases (pp. 249-272). Cham: Springer Nature Switzerland.
Muhammad, A.A. (2023). Examining the relationship among unemployment, inflation, and economic growth. Journal of Business and Economic Options, 6(2), pp.23-31.
Pop, A.M. and Sim, M.A. (2022). Cross-cultural communication in multinational companies. Annals of the University of Oradea, Economic Science Series, 31(1), pp.324-332.
Ramsbottom, O., Duffy, M., O'Dor, J. and Watts, J. (2025). Legal Responsibilities. In Responsible Strategic Thinking for Business and Society (pp. 204-221). Routledge.
Tsymbaliuk, S., Vasylyk, A. and Stoliaruk, K. (2021). Green human resource management: how to implement environmental issues into HR practices. In E3S Web of Conferences (Vol. 255, p. 01037). EDP Sciences. 
Vărzaru, A.A. and Bocean, C.G., (2024). Digital transformation and innovation: The influence of digital technologies on turnover from innovation activities and types of innovation. Systems, 12(9), p.359.

2

image1.png
Prifysgol Cymru
¥ Drindod Dew Sant

J University of Wales
Trinity Saint David




