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[bookmark: _Toc223769469]1. Introduction 
1.1 Importance of HR Functions
The human Resource (HR) managers have a significant role to play in enabling organisations to perform efficiently and be competitive within the dynamic business environments. Recruitment and selection are one of the fundamental HR functions, which entails the attraction and recruitment of competent employees with the knowledge, skills and attitude needed to fulfil the organisational goals. Proper choice of talent, through the HR, leads to positive impact on productivity and sustainability. Another necessary role is training and development, which allows employees to improve their skills and respond to changes in the market, technological innovations, and shifts in the market requirements. The need to innovate and develop an organisation is backed with continuous learning. The performance management process helps in aligning employee goals against the organisational strategy by way of conducting performance reviews, regular feedbacks and evaluation. This is done to enhance accountability and to make performance levels soar. Employee relations is concerned with ensuring good relations between staff and management, grievances and ensuring that there is conducive working atmosphere at working place. Proper employee relations will help to minimise conflicts, enhance engagement, and job satisfaction.
[image: Importance of Human Resources Management - Slide 1]
Figure 1: Importance of HRM
(Source: https://www.collidu.com/presentation-importance-of-human-resources-management)
1.2 Report Structure
The report will discuss the impact of environmental variables on the effectiveness of HR managers working in global organisations. It initially examines the external and internal environment by the PESTLE model. It then presents Unilever as a multinational organisation and the practises of the HR. The model uses the PESTLE framework to assess the influence of the environmental forces on HR functions and the country-specific variability of the country. At the end, a conclusion is made by summarising important findings and giving suggestions about the future implications of these findings on HR managers.
[bookmark: _Toc223769470]2. Internal and External Environment 
2.1 Business Environment Model: PESTLE
PESTLE analysis is a strategy that is employed to identify the macro course of the environment that has an effect to the performance of organisations. It takes into consideration the six dimensions which are political, economic, social, technological, legal and environmental factors. Political forces are the policies of the government, taxation policies, the trade rules and laws of labour which dictate the way organisations conduct business in various nations. Some of the economic factors include inflation, unemployment, economy growth, exchange rates and labour market, which affect business stability and workforce planning. Social aspects are associated with cultural norms, demographic shifts, diversity of the workforce, education, and employee expectations. Digital transformation, automation, artificial intelligence, changes in the HR information systems, are all technological aspects that change the way work is organised and provided. Legal forces comprise legislation employed in employment, health and safety provisions, as well as anti-discrimination laws upon which organisations should adhere. These environmental factors include the requirements set by sustainability, climate policies and the growing expectations by the society on how business should be conducted responsibly (Tariq, 2025).
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Figure 2: PESTLE Model
(Source: https://www.ibisworld.com/blog/3-step-pestle-analysis/99/1127/)
2.2 Usefulness of PESTLE
PESTLE model is useful since it offers a systematic and exhaustive approach to macro-environmental analysis. It assists organisations on the opportunities in the external environment and possible risks that will influence the strategic objectives. PESTLE aids planning the workforce and helps the HR manager in identifying the economic and labour market trends. The same helps to work out recruitment strategies following regulatory requirements and demographic trends. The model also promotes adjustment to the changes of technologies and new social demands, i.e., flexible working schedule and diversity programme. PESTLE is promoting the proactive decision-making approach instead of the reactive responses to the sudden environmental pressure (Anjum et al. 2025).
2.3 Limitations of PESTLE
PESTLE, such as strong points, has disadvantages. It primarily deals with the outside influences and does not measure the organisation capabilities and weakness internally. External conditions also change fast such that analysis may go out of date very fast. Additionally, PESTLE recognises the forces but lacks specifics in regard to the process of solution implementation. This is why it should be applied with other strategic tools in order to have the comprehensive analysis (Shaoping, 2023).
2.4 Link Between PESTLE and HR Functions
HR functions are highly influenced by environmental factors detected by means of PESTLE. The recruitment is influenced by political and legal factors in the form of labour and employment rights. Economic factors determine the compensation approaches and hiring choices. The workplace culture and engagement practises are influenced by social factors. The changes in technology alter the training and HR systems, and the environmental issues contribute to the introduction of sustainable and responsible HR activities to be in accordance with the organisational values.
[bookmark: _Toc223769471]3. Organisation Application 
3.1 Organisation Introduction
Unilever is a transnational consumer products corporation, which is based in London. It is a company functioning in over 190 countries and it employs over 140,000 individuals across the world. The company is a manufacturer of diverse products such as food, beverages, cleaning agents and personal care products. It has very popular brands such as dove, Lipton, Lux and Ben and Jerrys. Unilever has a wide range of economic, cultural, and legal environment due to its large presence worldwide. Having this amount and geographically spread workforce, such practises in HR policies need to balance the global uniformity with local sensitivity. Its capabilities to attract, develop, and retain talent in different locations and in line with the different national regulations are critical in the success of the company.
3.2 HR Practices in Unilever
At Unilever, global HR practises are undertaken to ensure high performance and inclusiveness. In the recruitment, the firm has efforts under global graduate and leadership development programmes and encourages diversity and inclusion in hiring. Its training and development programmes comprise leadership and digital learning platforms enabling the employees to revise their skills continuously. Unilever in performance management makes use of constant performance review and systematic feedback systems in alignment of individual goals with corporate strategy. Concerning employee relations, the firm focuses on employee wellbeing, inclusive workplace policy and open communication. These HR practises will help Unilever to cope with its global workforce management and adapt to the local conditions.
[bookmark: _Toc223769472]4. Application of PESTLE Model 
4.1 Political Factors
There is a strong impact of political factors on HR practises in Unilever since the firm is present in over 190 countries with various regulatory frameworks. Countries also differ in the labour laws in the working hours, minimum wages, the rights of a trade union, and the termination. Such policies used by governments to localise and control immigration influence the organisational process of recruiting and managing employees. Moreover, the trade policies and the political tensions can impact the operation flow and the stability of workforce (Onikoyi et al. 2022).
These political environments have a direct impact on the performance of HR managers. The recruitment policies should be in line with the local labour regulations and national hire priorities. It is the role of the HR managers to make sure that compliance with the regulations is upheld in order to prevent any legal punishment and reputational losses. They should also protect the rights of the employees especially those countries and nations with a robust worker protection system. Political instability can also compel HR to make or formulate contingency measures in terms of flexing in or out of staffs or restructuring workforce to enable the business not to be disrupted.
4.2 Economic Factors
HR strategies at Unilever are particularly well determined by the economic conditions. Economic boom or slump in the entire world influences the consumer demand, the output, and the financial performance. The compensation strategies depend on inflation and the wage fluctuations and the availability of labour markets depends on the unemployment rates. In the developed economies, there might be a shortage of talent and this will result in a heightened competition over the talent but in the new markets the economies might be unstable and the wages can be variable (Dang Khanh, 2024).
These issues influence the salaries, benefits package and recruitment. When the economy is growing, the HR managers can increase recruitment and invest more on the development of employees. Conversely, economic recessions can compel cost-management tools (like cutting the hiring process or reorganising teams). The workforce planning needs to comply with the local economic conditions in order to ensure efficiency and competitiveness. HR managers have to shift the implementation of good remuneration with running the organisational expenses.
4.3 Social Factors
The social factors play a significant role in determining the HR practises at Unilever. In leadership, communication and expectations in the work place differ based on cultural differences. There are cultures who appreciate hierarchy in the structures whereas there are cultures that appreciate participative style of management. Another way that organisational culture is created is through the workforce diversity in terms of age, gender and ethnicity. Also, the expectations of employees have changed, as more importance has been put on work-life balance, inclusion and meaningful work (Wicaksono and Widjayanti, 2025).
The effect of these social aspects is on diversity and inclusion policies, employee engagement programmes, and work culture. HR managers have to localise their practises according to the local cultural standards and keep global standards. The engagement strategies can differ according to the expectations of generations and tendencies of the society. HR can promote motivation, cooperation and retention by ensuring the creation of inclusive environments and the acknowledgment of cultural differences.
4.4 Technological Factors
The improvement of technology has changed the HR functions of multinational organisations. The recruitment, training, and performance management has enhanced with the use of digital transformation, artificial intelligence, and data analytics. Telework tools and teamwork tools have made the workplace more flexible. The production and administrative parts of the job have also experienced automation and thus altered the skill requirements.
Such innovations improve Hr efficiency by providing online recruitment systems, e-training courses and evidence-based performance assessment. Yet, the HR managers need to overcome such challenges like digital gaps in skills and technological resistance. Constant investment in online learning makes the employees adaptable to the fast-changing world.
4.5 Legal Factors
The existence of legal disparities between nations has a direct impact on HR policies. Some of the employment laws distinguished include contracts, right to termination, parental leave, and right of collective bargaining. The safety rules in workplaces are of compulsory measures especially in production environments. The law on anti-discrimination demands equal employment and equal treatment (CHEPKORIR, 2025).
HR managers also need to be fully law-abiding but without breaching international standards. Local legal requirements must be reflected with respect to employment contracts, grievance procedures and safety programmes. The consequences of non-adherence might be financial fines and loss of reputation by organisations.
4.6 Environmental Factors
Global organisations are paying more attention to the environmental sustainability. Regulations on the environment are enforced by governments and the society wants the companies to be seen as environmentally responsible. The expectations determine branding of employers and organisational reputation.
HR can assist environmental objectives via green working, sustainability education and involvement of employees in environmental programmes. Incorporating sustainability in the organisational culture can enhance employee loyalty and acquisition of talent that is socially aware (Akter, 2025).
4.7 Country Differences
The differences between the countries are rather big regarding environmental factors. Employee protection laws are highly established in European countries than in a few markets in Asia. Cultural norms shape the style of leadership and the driving forces of employees whereas economic inequalities impact the wage and benefits.
The HR managers need to avoid global uniformity and adapt locally. Maintaining compliance and improving organisational effectiveness in different markets HR can adjust the recruitment, compensation, and employee relations practises to correspond to country-specific conditions.
[bookmark: _Toc223769473]5. Conclusion 
5.1 Summary of Key Points
This report has established the need of the HR functions, such as recruitment, training and development, performance management, and employee relations in assisting in organisational effectiveness. The analysis was performed through the PESTLE scheme and did include the impact of political or economic and social or technological or legal or environmental factors on HR practises. The submission to Unilever indicated the extent to which the external environmental factors influence recruitment strategies, workforce planning, compliance provisions and initiatives on employee engagement. Differences in different countries in the sphere of culture, economic situation and legal policies compel HR managers to change their strategies without neglecting international norms. Being aware of these effects of the environment helps HR managers to be proactive towards the change, and contribute towards success in organisations.
5.2 Future Implications
In the future, HR managers working in international organisations need to be flexible to fast technological changes, shift in labour regulations and rising diversity among employees. The recruitment and the performance management systems will still be reformed by the digital transformation. Reorientation towards social expectations will involve more emphasis on inclusion, wellbeing, and flexibility of workplaces. Also, the expectation of sustainability and environmental responsibilities will increase in the core of the organisational strategy. Constant attention to the environmental factors and appropriate alteration of HR policies can contribute to greater resilience in organisations and their ability to remain competitive in a highly global business environment, which is why HR managers can promote better resilience.
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