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1 [bookmark: _Toc222081508]Introduction 

Human Resource (HR) managers play a vital role in guaranteeing that organisations run efficiently and in ensuring that they accomplish their strategic goals. The goal of human resource management is to manage individuals in such a manner that organisational performance is enhanced, while simultaneously meeting the requirements of employees.
Recruitment and selection, training and development, performance management, and employee relations are all essential functions of the human resources department. Through the process of recruitment, organizations are able to ensure that they attract and choose employees who possess the appropriate skills and talents. Employees are able to enhance their knowledge and skills through the process of training and development, which contributes to the continued success of the organisation in the long run.
According to Armstrong (2023), performance management enables organisations to assess, evaluate, and enhance employee performance, whilst employee relations are concerned with preserving positive relationships between employees and management, minimising conflict, and improving engagement.
On the other hand, HR managers do not act independently of one another. Internal and external environmental elements, such as economic conditions, legal requirements, technological change, and cultural variances, have a significant impact on the efficacy of these programs. In the case of global corporations, where human resource managers are required to adapt human resource practices across a variety of nations and contexts, these considerations are of utmost importance.
The PESTLE model is used in this report to a multinational corporation in order to assess how environmental elements impact the effectiveness of human resource managers. The following is the structure of the report. To begin, the PESTLE framework is used to analyze the internal and external business environment, with particular emphasis on its utility and shortcomings, as well as its connections to HR functions. The following step involves the presentation of a worldwide organisation and the discussion of its human resource methods. To assess the impact of environmental factors on the effectiveness of human resources managers in various countries, the report first applies the PESTLE model to HR managers. In conclusion, the key findings are summarised, and the potential future ramifications for human resources managers in worldwide corporations are taken into consideration. 
[bookmark: _Toc222081509]2. The Internal and External Environment 
The PESTLE model is a framework that is frequently used to analyze the external business environment. It conducts an analysis of six essential components: Political, Economic, Social, Technological, Legal, and Environmental. According to Johnson, Scholes, and Whittington (2020), the model is helpful because it assists firms in gaining an understanding of the external factors that have the potential to generate opportunities or threats and it supports strategic planning and decision-making processes.
PESTLE is a useful tool from the perspective of human resources because many human resources decisions are influenced by external forces. As an illustration, political and legal elements have an impact on labour law and labour standards, while economic factors have an impact on pay, recruitment levels, and job security. According to Bratton and Gold (2022), social and cultural tendencies influence employee expectations, diversity policies, and work–life balance. However, technological developments also have an impact on training needs and performance management systems.
Although the PESTLE model is quite useful, it is not without its shortcomings. Internal organisational elements, such as leadership style or organisational culture are not thoroughly taken into consideration by this model, which primarily focuses on the external environment. Furthermore, while the model offers a comprehensive summary, it does not identify which variables should be given preference in terms of significance. PESTLE analysis may become outdated if it is not reviewed on a regular basis, as environmental factors have the potential to shift rapidly (CIPD, 2023).
There is a significant connection between the PESTLE paradigm and major human resource activities. Political and legal elements have a direct impact on hiring and employee relations as a result of the employment laws, minimum wage standards, and health and safety requirements that they impose. Human resource managers need to make sure that they are in compliance with national legislation in order to evade legal risks and continue to uphold ethical standards (Brewster, Sparrow and Vernon, 2016).
There are many aspects that come into play when it comes to workforce planning, recruiting tactics, and reward management, including economic considerations. When the economy is expanding, organisations have the opportunity to broaden their hiring and dedicate more resources to training. In contrast, during periods of economic decline, human resource managers may be required to contend with budget constraints, redundancies, or hiring freezes, which can limit their capacity to support organisational objectives (Torrington et al., 2020).
Human resources (HR) policies on inclusion, training, and employee engagement are influenced by social factors such as demographic shifts, expectations of diversity, and attitudes regarding flexible work options. Human resources managers must adjust their practices to accommodate the shifting requirements of employees across different cultures. Human resource (HR) systems, such as e-recruitment, online training, and digital performance management, are all subject to the influence of technological factors. According to Ulrich and colleagues (2021), while technology has the potential to improve efficiency, it also necessitates that human resources managers acquire new skills and cope with employee opposition to transformation.
Sustainability initiatives, green human resource management, and employees' awareness of corporate social responsibility are all contributing factors to the growing impact of environmental factors on human resource practices. The PESTLE model emphasizes the fact that external factors have a significant impact on human resource (HR) functions and, as a result, on the degree to which HR managers are able to effectively support organisations.

[bookmark: _Toc222081510]3. The Application for the Organisation 
With a presence in more than 190 countries, Unilever is a corporation that specializes in consumer products on a global scale. A diverse selection of products, such as food, personal hygiene products, and home items, is manufactured by the organisation. The management of a vast and culturally varied workforce is necessary for its global activities, which makes human resources management a tactical focus. Unilever's corporate strategy places a strong emphasis on environmentally friendly expansion, innovation, and social responsibility, all of which have a significant impact on the company's human resources approach (Unilever, 2023).
Unilever's human resources policies are based on global principles, but they are adapted locally. When it comes to hiring, the firm makes use of digital recruitment platforms and employer branding to entice people from all over the world. Graduate programs and leadership development initiatives are both aimed at identifying potential future leaders from a variety of geographical locations.
Employees are able to acquire global skills with the assistance of continuous learning platforms, leadership programs, and international mobility opportunities. These resources contribute to the training and development of employees (Brewster et al., 2016)
Unilever's performance management system places an emphasis on objective identification, ongoing feedback, and development, rather than solely on yearly assessments. This strategy not only fosters meaningful employee involvement but also harmonizes individual performance with the goals of the organization.
Through the implementation of effective communication, diversity and inclusion policies, and initiatives that promote a well-being, strong relations with employees are established. However, human resource managers are required to adjust these norms and procedures to the legal obligations and cultural expectations of their respective countries, which has the potential to influence the effectiveness of the practices in question.

[bookmark: _Toc222081511]4. The Application of the PESTLE Model 
Unilever's human resource practices are heavily influenced by political and legal factors, which are significant determinants. The laws governing employment vary from country to country, which has an impact on contracts, working hours, and the rights of employees. Human resources managers are responsible for ensuring that local laws are followed while also upholding uniform global standards. According to Dowling, Festing, and Engle (2017), this has the potential to restrict the flexibility of human resources and raise the complexity of administrative processes, particularly in nations with stringent labour regulations.
The effectiveness of human resources is also affected by economic considerations. In developed economies, greater labor costs and skill shortages necessitate the implementation of competitive reward systems and the development of advanced training programs. It is possible that recruiting in developing countries is simpler due to lower wages and greater unemployment; nonetheless, this raises ethical issues and challenges regarding retention of employees. According to Torrington et al. (2020), economic instability can lead to a reduction in human resources budgets, which in turn restricts investment in training and development.
To a large extent, HR managers in global corporations are influenced by social and cultural considerations. There are many factors that influence performance management and employee relations, including disparities in cultural values, communication styles, and attitudes toward hierarchy. As an illustration, individual performance evaluation systems may be effective in Western nations but may be less successful in cultures that place a strong emphasis on collective over individual values. In order to retain motivation and fairness, human resources managers must modify practices to conform to local expectations (Hofstede, 2011).
Human resource management (HRM) procedures at Unilever have been influenced by technological factors. The use of digital human resources systems enhances the efficiency of recruitment processes, enables online learning, and facilitates performance management based on data. The rapid pace of technological advancement, on the other hand, necessitates continuous upskilling of human resources practitioners and employees. It is possible that resistance to technology in certain areas will hinder the effectiveness of human resources if it is not managed correctly (Ulrich et al., 2021).
Through the adoption of sustainability initiatives, environmental factors also impact human resources. Unilever's concentration on sustainable business practices promotes the development of green human resources (HR) initiatives, such as involving employees in environmental objectives and providing sustainability training. According to Renwick, Redman, and Maguire (2013), while this improves the reputation of the employer, human resource managers must strike a balance between sustainability aspirations and operational challenges.
Because of the variations in culture, legal systems, and economic conditions that exist between nations, the influence of PESTLE factors varies from country to country. In nations like the United Kingdom or Germany, robust labor regulations provide greater protection for employees while concurrently restricting managerial flexibility. It is possible that HR managers will have a reduced strategic focus as a result of having to spend more time ensuring compliance. Brewster et al. (2016) argue that in emerging economies such as India or certain regions of Africa, weaker regulation may provide flexibility; nonetheless, it may also result in heightened risks connected to the well-being of employees and ethical standards.
Human resources effectiveness is also influenced by cultural variations. There is a substantial variation in attitudes toward various topics, such as feedback, leadership, and work–life balance. To prevent miscommunications and disengagement, human resource managers need to customize training and performance management systems. Due to the fact that economic differences have an impact on reward expectations and career development opportunities, human resources managers are required to create compensation tactics that are suitable for the local context.
In general, the PESTLE model illustrates that the effectiveness of human resource managers in global corporations is contingent upon their capacity to comprehend and react to complex environmental factors. It is more likely that individuals who are able to strike a balance between local adaptation and global consistency will be supportive of organisational success.

[bookmark: _Toc222081512]5. Conclusion 
The purpose of this report is to assess the impact that internal and external environmental variables have on the performance of human resource managers in global corporations. Environmental forces have a significant impact on major human resource activities, such as recruitment, training and development, performance management, and employee relations. These functions are vital to the success of organizations.
Although the PESTLE model has limitations because of its broad and external focus, it offers a helpful structure for analyzing these impacts. The report illustrated how political, economic, social, technological, legal, and environmental elements influence human resources policies in various countries by using Unilever as a case study.
Human resources (HR) managers are faced with difficulties as a result of cultural, legal, and economic circumstances, which necessitates the careful modification of HR policies. The effectiveness of human resources can be both supported and constrained by environmental pressures, depending on how well managers respond to those pressures.
As HR managers in multinational corporations look to the future, they will be faced with increasing complexity as a result of rapid technological change, shifting employee expectations, and an increasing emphasis on sustainability and ethical business practices. HR managers need to possess excellent environmental awareness, cultural sensitivity, and strategic skills in order to continue being effective. It will continue to be essential to comprehend and react to environmental influences in order to provide support for organisational performance and to retain a motivated workforce on a global scale.
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