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[bookmark: _Toc225637957]Introduction
Human Resource Management (HRM) plays a central role in the attainment of organisational effectiveness and long-term organisational sustainability. HRM involves several essential roles, including recruitment and selection, training and development, performance management and employee relations. Recruitment ensures that organisations will attract and select appropriate employees who will match organisational goals. Training and development help in enhancing the skills and capabilities of employees, improving their productivity and innovation. Performance management enables organisations to track and enhance the performance of their employees, whereas employee relationships ensure a good work environment and fewer conflicts. These functions are necessary in order to become a successful organisation and retain a competitive advantage in dynamic markets (Arokiasamy et al., 2024).
Modern organisations function in complex surroundings that are affected by technological, economic, and social changes. As a result, HR practises need to continuously adapt to these changes. For instance, integration of technology and artificial intelligence into the HR processes has led to a change in recruitment and performance management practises (Simpson et al., 2025). Additionally, factors like sustainability and ethics are becoming more influential in HR strategies (Darul Wiyono et al., 2025). This report investigates the way in which internal and external environmental factors have implications for the effectiveness of HR managers. It uses the PESTLE model to analyse environmental forces and applies it in a global organisation. The report has five main sections, which are the introduction, analysis of the internal and external environments, organisational application, application of the model, and conclusion. This structure enables conducting a comprehensive evaluation regarding the influence that HR practises have on environmental elements.
[bookmark: _Toc225637958]Internal and External Environment
The PESTLE model is popularly used to analyse the external business environment by considering the political, economic, social, technological, legal and environmental factors. It offers an organised way for organisations to find their opportunities and threats in the environment in which they operate. This model is especially beneficial to HR managers as it is external forces that affect workforce planning, recruitment and management practices of employees (Barrah et al., 2024). Political factors include government policies, labour laws and regulations that have a direct impact on HR practices. For example, the employment laws define hiring processes, employee rights and workplace safety standards. Economic factors such as inflation, unemployment rate, and economic growth will impact wage structures, recruitment strategies, and retention of employees. When the economy is in a downturn, organisations may cut back their hiring or restructure their workforce to manage their costs (Business and Research, 2024). Social factors are cultural values, demographics and workforce expectations. The changing diversity of the workforce and employee expectations mean that HR managers need to ensure that they implement inclusive and flexible practices. Technological factors are becoming more important as organisations turn to digital HR systems, artificial intelligence and data analytics. These technologies make operations more efficient but also demand new skills and learning (Faouri et al., 2024).
Legal factors, e.g. employment legislation, health and safety laws, equality laws, organisations need to comply with them to ensure they don't run legal risks. Environmental factors are related to sustainability and corporate social responsibility, which play a role in HR practices, such as green HRM initiatives (Khawaja and Janjua, 2024). The PESTLE model, as widely used in the analysis of the business environment, does have a number of limitations that lessen its effectiveness in its application as an independent analysis tool. One important limitation is that it is typically focused on the external factors, such as political, economic and technological, and does not focus much on the internal capability of the organisation. Elements such as leadership, organisational culture and internal resources are not taken into account, although they have a significant impact on the effectiveness of HR. In addition to this, the model is a relatively static picture of the environment. Doesn't fully represent rapid and dynamic changes, especially with respect to such issues as technology and global markets. As an example, by relying on PESTLE only, one may miss some parts of the analysis and make ineffective decisions. Therefore, HR managers are recommended to use it along with other analytical tools to have a more complete knowledge of the organisational problems. Despite these limitations, the model of PESTLE is very relevant to the HR functions. It helps HR managers to understand the influences of external forces on HR practises. For instance, tutorial developments affect recruitment strategies by way of digital platforms and automation. Legal factors influence employee relations because they outline liability and respective rights that are acquired in the workplace. Economic conditions mean that training investments as well as compensation strategies are determined, while social influences determine diversity and inclusion policies in organisations. By analysing these factors, HR managers can design better and more flexible HR work strategies. This helps organisations to respond to the changes in the environment and improve performance. Therefore, the understanding of the external environment is necessary to develop HR practises that support the success of the organisation (Haitham Ali Hijazi et al., 2024).
[bookmark: _Toc225637959]Organisation Application
Unilever is a multinational company that operates in more than 190 countries around the world, and specialises in consumer goods such as food, beverages and personal care products. The organisation employs thousands of people across the globe, and has a strong commitment towards sustainability and innovation. Its presence in the world market means it must have efficient HR strategies that can handle its diverse workforces in different parts of the world.
Unilever's Human resource practices emphasise attracting and retaining talent through global recruitment strategies. The company operates with digital platforms and data-driven recruitment techniques in finding the right candidate. Training and development are at the core of Unilever's HR approach, and there are continuous learning programmes aimed at developing and upgrading employees. All these initiatives result in better performance of the employees and foster innovation (Hoang Dang et al., 2025). Performance management at Unilever entails frequent giving of feedback, performance reviews and goal-setting systems where employees' goals are aligned with the organisational goals. The company also prioritises employee relations, promoting diversity and inclusion, as well as employee well-being. These are some of the practices that help sustain a positive organisational culture and to better engage employees. Unilever's human resources practices are also shaped by sustainability objectives, through green human resources and ethical labour practices, for instance. For example, the company incorporates environmental and environmental considerations into its human resources procedures, ensuring that they are in line with global standards and fostering responsible business practices (Islam et al., 2019).
[bookmark: _Toc225637960]Application of the Model
[bookmark: _Toc225637961]Political and Legal Factors
The PESTLE model has a strong influence on HR practices at Unilever and an impact on the effectiveness of HR managers. The political and legal aspects influence the policies of employment in various countries. Labour laws and regulations differ, and as such, HR managers will have to realign recruitment, contracts, and employee relationship practices. In countries with stringent regulations, organisations have to adhere to formal procedures and standards for compliance with increased administrative responsibilities. In contrast, flexible labour markets are more accepting of flexible human resource (HR) strategies, and this can mean less job security. HR managers are faced with simultaneously balancing efficiency and legal and ethical requirements. Failure to comply can result in penalties & reputational risks; so it is important to be legally aware when managing human resources in the world economy.
[bookmark: _Toc225637962]Economic Factors
Economic conditions affect HR decisions significantly, particularly during recruitment, compensation and workforce planning. In developed countries, the high wage expectations mean that there have to be competitive salary structures and benefits in order to attract skilled employees. HR managers must match compensation with market conditions while managing costs. In developing countries, organisations tend to have low-cost recruitment and training strategies. However, this can result in a limitation in access to highly skilled talent. Economic instability, such as inflation or recession, may lead to a hiring freeze or restructuring. These changes could hurt employee morale and productivity, forcing HR managers to find ways to implement strategies that support the employees.
[bookmark: _Toc225637963]Social and Cultural Factors
Social and cultural differences play an important part in the shaping of HR practices in global organisations. Cultural values shape the behaviour and expectations of employees. Individualistic cultures emphasise success in personal life, while collectivist cultures are more concerned with teamwork and group harmony. HR managers need to modify leadership styles, communications, and performance systems to accommodate cultural differences. Diversity and inclusion strategies must also be sensitive to culture. Failure to account for these factors can lead to conflicts and a decrease in productivity. Therefore, cultural awareness is the key to effective HR management.
[bookmark: _Toc225637964]Technological Factors
Technological advances have revolutionised HR practices by making them more efficient and effective at decision-making. Artificial intelligence and digital tools are widely employed in the areas of recruitment and performance management. For instance, AI systems can be used to screen candidates quickly, saving time and money. However, technology also necessitates employees to acquire new skills. This makes the training and development programmes more important. HR managers must guarantee that employees are ready for changes in the digital environment. Additionally, there must also be data privacy and ethical considerations. Therefore, HR managers need to bring together technological innovation with employee capability development (Simpson et al., 2025).
[bookmark: _Toc225637965]Environmental and Sustainability Factors
Environmental factors are beginning to have an increasing impact on HR strategies, in particular among organisations such as Unilever that place a focus on sustainability. Green HRM practices encourage responsible behaviour towards the environment and integrate sustainability in training and organisational policies. These practices boost organisational reputation and also serve to enhance motivation among employees. Employees are more engaged if organisations show ethical and sustainable values. Sustainable HR strategies also enhance organisational success in the long term (Darul Wiyono et al., 2025).
[bookmark: _Toc225637966]Country-Specific Differences and HR Adaptation
Country differences are a significant influence on HR practices. Variations in legal systems, economic conditions and cultural values mean that HR managers have to be flexible. For instance, formal HR policies are mandatory by more stringent labour laws in Europe, but less so in developing countries. Economic differences have an impact on wages and recruitment strategies, whereas cultural differences affect leadership and communication. HR managers need to change practices within the context of the local environment, but also according to global standards. This balance is one of the significant problems of international HR management.
[bookmark: _Toc225637967]Limitations in the PESTLE Model & Final Evaluation
Although PESTLE is useful in the analysis of the external factors, it is not without limitations. It does not take into account internal organisational aspects such as leadership and culture. Therefore, it should go hand in hand with internal analysis. Overall, environmental factors contribute significantly to the practices of HR and the effectiveness of managers. For HR managers, it is constantly necessary to keep updating and developing flexible strategies to manage various workforces well (Zakaria Ouabi et al., 2024).
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This report has focused on the role of HRM in organisational effectiveness and analysed the effects of environmental factors on organisational HR practises. Key HR functions such as recruitment, training, performance management and employee relations, etc., are very important for achieving organisational success. These functions are significantly influenced by factors (internal and external environment). The PESTLE model can be used as a model of analysis to understand the nature of these factors and help HR managers understand the effect of political, economic, social, technological, legal and environmental factors. However, there are limitations to its conceptual framework, for example, as it concentrates on external factors and fails to take into consideration the internal organisational dynamics. The application of the model to Unilever has illustrated the way the environmental factors influence HR practise in global organisations. Differences in the legal systems, economic conditions, and cultural values require flexible and adaptive strategies to be implemented by the HR Manager. Technological advances and sustainability factors add further complexity to the field of HR management. In future, HR managers must remain flexible to rapid changes in the business environment. The rising use of artificial intelligence, growing concern over sustainability, and changing expectations of the workforce will demand innovative human resource (HR) strategies. Therefore, the understanding of the factors in the environment is an imperative for effectiveness in HR and organisational success developments in a Global Context.
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