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Introduction 
Human resource management is a significant factor in aiding organisational performance and development. The human resource systems match the organisational goals with the capabilities and skills of employees. Such practises enhance organisational productivity, innovation and employee engagement in present organisations. According to research, good human resource practises facilitate the organisational performance and involvement of employees (Mayrhofer, Gooderham and Brewster, 2019). Through employee participation, communication between the management and the workforce is also enhanced between organisational levels (Wood, 2020). The main human resource processes are recruitment, training and development, performance management, and employee relations. Recruitment is aimed at getting qualified employees who are able to facilitate organisational practises. Training and development activities enhance the capacity and knowledge of the employees at the workplace. The performance management systems track employee contributions and promote continuous improvement in the organisation. Practises of employee relations facilitate cooperation and have positive communication between managers and employees (Almaaitah et al., 2024). Employee performance and the willingness to change organisational operations are other supports that are facilitated by these human resource practises. As such, the human resource strategies in multinationals are dependent on environmental conditions in the global environment (Edwards et al., 2021).
[bookmark: _Toc224335584]Internal and External Environment
Business Environment Model – PESTLE
Organisations have operated in environments that are influenced by a number of external social, political and economic forces. Important organisational decisions rely on environmental conditions analysed by the managers. The PESTLE model is one of the most common frameworks used to analyse the environment. The PESTLE model analysis looks at the political, economic, social, technological, legal, and environmental factors. The political factors comprise policies by the government, labour laws, and political stability in the countries. Economic factors include labour level, wage rates, the inflation rate and the level of economic growth. Social factors are the changes in demographics, culture and workforce expectations in the societies. The technological factors are the digital innovation, development of automation, and information technology systems. Legal considerations entail the employment laws, the workplace safety regulations, and the policies of employee protection of the employees. 
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Figure 1: PESTLE Framework for Analysing the Organisational Environment
Sources: (Mayrhofer, Gooderham and Brewster, 2019).
 
Environmental factors are the concerns of sustainability, as well as the environmental responsibility of organisations. Knowledge of these forces assists organisations in reacting to the uncertainty of the environment in an effective manner and should adjust their workforce policies in world locations (Mayrhofer, Gooderham and Brewster, 2019). 

Usefulness of PESTLE for HRM
Human resource management decisions can also be made using the PESTLE framework. HR managers identify the trends in the environment to predict changes in the labour market early. Employment policies and labour law in most nations are determined by political factors. The economic climate determines the wage structures, labour demand and labour opportunities in organisations. Diversity management and workforce expectations through social trends are present in the workplace. Digitalisation of HR systems and training platforms is a technology revealed by technological development that prompts organisations to adopt them. Employee rights, workplace contracts, and safety duties are spelt out by legal frameworks. Going green makes organisations promote sustainability and good conduct in the workplace. Multinational organisations have to strike a balance between workforce expectations in the country and global business strategies. International HR management is thus implemented effectively when it has flexible policies and is environmentally conscious (Chung and Sparrow, 2024).

Limitations of the PESTLE Model
In spite of its utility, the PESTLE model also imposes some limitations on organisations in terms of analysis. The framework is principally concerned with external environmental conditions that have an influence on organisations. Analysis does not give great attention to internal organisational culture and leadership factors. In complex organisational scenarios, the environmental forces can really interact. The model, however, looks into these factors independently as opposed to being looked at. This division can simplify the organisational context and managerial decisions that are complex (Higgins, 2024).

Linking Environmental Factors to HR Functions
The environment determines several human resource management practises in organisations. One issue is that political and legal frameworks influence the recruitment policies and employment contracts. The economy has an impact on the level of salaries, workforce demand and stability regarding work. The diversity in management and employee engagement practises in organisations is influenced by the social expectations. The digital HR platforms and ongoing training of the employees need to be implemented as a result of technological advancement. Sustainable Hr practises facilitate the growth of the employee and enhance the long-term organisational results (Martini, Riva and Marafioti, 2023). Cooperation and trust among organisational workplaces are also enhanced by the practise of employee relations (Yadav et al., 2022).
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Amazon is a multinational technology and retail firm in operation in numerous international markets. The organisation operates on giant operations in North America, Europe and some countries in Asia. Global growth involves effective human resource management to deal with different employees. Good HR systems facilitate coordination of the workforce and efficiency in organisations in any international market. Recruitment practises also lure experienced employees via the internet and systematic employment methods. Through digital systems, human resource teams can determine the right candidate all over the world. Development programmes enhance employee competencies as well as organisational strength. Constant learning also helps employees to adapt to the new technological realities (Wesche and Handke, 2023). Performance management systems are used to track the productivity of employees and motivate them to perform better in the organisational functions. Organised and well-structured evaluation techniques will assist in the objective evaluation of employee input and workplace results (de Aarujo et al., 2024). Other practises in employee relations also foster communication, cooperation and trust between the managers and the personnel. Healthy relationships at work enhance organisational performance and strengthen the commitment of employees (Hazeen Fathima and Umarani, 2022).
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[bookmark: _Toc224335587]Political and Legal Factors
The human resource management in multinational organisations is highly affected by political and legal environments. Various countries have labour laws that establish the employment contracts, workplace safety rules, and policies that cover employee protection. This means that the organisational practises should meet the expectations of the national labour legislation by human resource managers. Labour policies set by governments affect the process of recruitment in organisations, workforce contracts and employee rights. Edwards et al. (2021) explain that multinational companies tend to conform to HR practises in support of legal requirements in different markets in international labour markets. Indicatively, the United States labour market offers much flexibility in employment terms to the organisations. Organisations can scale up and down the size of the workforce based on the performance of the company and market demands. On the contrary, the United Kingdom labour system provides greater effectiveness in protecting the rights of employees and workplace norms. Employment contracts themselves tend to have more legal safeguards and a regulated employment environment. India has more complicated labour laws due to local laws and administrative requirements. The multinational organisations should therefore devise country HR policies to ensure compliance and reduce the risk of lawsuits.
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Attention of human resource management in international organisations is highly dependent on the economic conditions. The supply of labour influences opportunities for recruitment and labour availability within the various labour markets. The economic development tends to drive demand for skilled labourers as well as specialised professional jobs. Nonetheless, economic users can slow down employment processes and restrict the number of employees. The degree of wage is also different between developed and emerging economies, which has an impact on the organisational compensation strategies. The human resource managers are therefore forced to come up with pay structures that suit the respective economic environments. The labour dissimilarities also affect the workforce planning and budgeting decisions of organisations. Studies have shown that economic climate tends to influence the expectations of performance and reward systems in organisations (Alqudah, Penela and Sanmartin, 2022). Economic pressures thus motivate organisations to be more productive and efficient in the utilisation of the workforce while keeping operational costs in check.
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Human resource management of multinational organisations is also affected by social and cultural environments. Different cultures have different expectations of the workforce due to social values, traditions and norms of the organisation. In Western culture, individual performance and success in the work environment are a priority. Conversely, other Asian societies place a lot of emphasis on group collaboration and unity in an organisational environment. Such cultural variations touch on the leadership style, pattern of communication, and motivation of the employees. The human resource managers are thus able to adjust the methods of engagement based on the expectations of various cultures in various countries. Diversity management is specifically crucial in multinational workplaces where people of various cultures are recruited. Wood (2020) says that organisational performance and commitment of the workforce are greatly enhanced through participation and involvement of the employees. Equitable human resource policies also enhance organisational trust and employee satisfaction within various organisational teams (Hazeen Fathima and Umarani, 2022). Non-discriminatory workplace policies thus contribute to good employee relationships as well as organisational teamwork.
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Human resource management practises in global organisations have been heavily modified by technological development. Online recruitment systems enable organisations to have access to employees in broader global labour markets. The HR analytics systems further assist the managers to track the performance and productivity of the workforce and also that of the organisation. Remote work technologies have also enhanced the scope of flexible jobs in multinationals' operations. This technological advancement demands that workers acquire technological literacy and computer skills. Ongoing training programmes are thus used to promote staff development and expertise. Employee engagement and workplace performance are being affected by technology-based HR systems to a larger extent (Almaaitah et al., 2024). The contemporary online training systems also facilitate the learning of employees through online training programmes that are flexible and readily available.
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The issue of environmental sustainability is becoming a significant priority in contemporary organisational management strategies. Governments, investors, and society are mounting pressure on organisations to be responsible in the way they handle environmental issues. Human resource management can thus contribute significantly towards the creation of awareness of the environment among the employees. The involvement of the employees in the sustainability programmes promotes accountable working practises and environmental accountability. Sustainable Hr practises are also beneficial in enhancing employee growth and organisational long-term results (Martini, Riva and Marafioti, 2023). Environmental responsibility has thus become a significant part of the current HR practises in multinational organisations.
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Human resource management is a significant aspect of performance and future stability in organisations. Recruitment activities assist organisations in hiring the right employees in terms of skills and knowledge base. Employee capability is enhanced by training programmes and enables incessant professional growth in workplaces. The performance management systems appraise employee input and drive organisational productivity. The concerns of employee relations promote collaboration and improve the process of communication between the staff and the managers. Good HR systems thus bolster organisational performance and work in workplaces. Environmental factors also determine most human resource management decisions in organisations. Political/legal regulations influence the recruitment process and arrangements of employment contracts in various states. Economic factors make an impact on the level of wages, the provision of labour, and the planning of the workforce. The social and cultural values influence the expectations of the employees, communication patterns, and behaviour at the workplace.
With the current technological advancement, the recruitment systems and learning opportunities for employees in organisations are undergoing changes. Digital systems facilitate communication between the workforce and enhance access to training materials. Environmental responsibility also promotes sustainable behaviour and other practices in the workplace by the organisations. The changing global business environment requires human resource managers to change strategies in the future. The international organisations are demanding adaptable HR practises that would meet the needs of a diverse workforce. This will be facilitated by good leadership, which will empower the employees and assist in cooperation at the workplace. The human resource managers should therefore encourage the adoption of digital skills and lifelong learning among the workforces. Actual organisational culture will be further supported using strong communication and inclusive management practises.
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Figure 1: PESTLE Framework for Analysing the Organisational Environment
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