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[bookmark: Introduction][bookmark: _bookmark0]Introduction
Human resource management ensures that workers, skills, and relationships align with organizational goals. Effective HR practices enhance employee commitment, performance, and adaptability to change (Alqudah et al., 2022). This is especially vital for a multinational like ALDI, which must recruit suitable staff, develop skills, monitor performance, and foster positive relationships across various countries. Employee turnover can lead to financial and operational impacts, making retention a priority for managers (Al-Suraihi et al., 2021). Recruitment is crucial for attracting and selecting employees with the right skills to meet organizational goals. Training and development improve employee knowledge and capabilities, boosting productivity, career growth, and adaptability. Performance management connects individual efforts to organizational objectives through setting expectations, providing feedback, and supporting development. Employee relations promote fairness, engagement, communication, and workforce stability. Collectively, these elements help ALDI sustain workforce capability and adapt to changing conditions.
The study aims to evaluate the internal and external environmental factors that affect HR managers' effectiveness at ALDI. A SWOT analysis identifies organisational strengths and weaknesses, as well as external opportunities and threats. The report discusses the advantages and limitations of SWOT, introduces ALDI's international operations and HR practices, and applies the model to recruitment, training and development, performance management and employee relations. It also evaluates how country-specific cultural, legal and economic differences can influence HR effectiveness. This focus directly addresses HRM's role in organisational effectiveness internationally.

[bookmark: Internal and External][bookmark: _bookmark1]Internal and External
The Environmental SWOT analysis is a tool for identifying an organisation's internal strengths and weaknesses, as well as external opportunities and threats that could influence its decisions (Benzaghta et al., 2021). It helps to understand how environmental factors relate to organisational capacity. Strengths may include existing systems, processes, a skilled workforce, or a strong employment proposition, while weaknesses might involve skill shortages, high staff turnover, or rigidity in current systems. External factors such as technological advancements, labour market changes, or employee development create opportunities, whereas challenges like labour competition,

legal changes, and economic instability pose threats. Using SWOT analysis supports strategic decision-making by encouraging managers to consider external opportunities and threats affecting the organisation (Yusuf et al., 2022).
The framework’s flexibility in both organizational and technological aspects highlights its ongoing management usefulness (Choi et al., 2024). Additionally, a SWOT analysis of emerging technologies demonstrates its effectiveness in assessing benefits, weaknesses, opportunities, and risks (Gödde et al., 2023). This adaptability is especially helpful for HR managers, as workforce decisions are rarely based on a single factor. For example, labour shortages can hinder recruitment, while investments in training can enhance skills; industry reputation can also support both efforts (Wu and Kao, 2022).
However, SWOT can oversimplify each element, and classification depends on management judgement. The same problem can manifest as both a strength and a weakness: standardised procedures may provide consistency but at the expense of flexibility. Additionally, SWOT does not automatically rank priorities or explain the reasons for change, and it does not imply causation. Thus, Benzaghta et al. (2021) argue for SWOT as an organising framework with a different status from a full strategy. It requires evidence and a link to specific HR processes to be applied correctly.
The four HR functions directly affected by these environmental conditions are recruitment, training and development, performance management, and employee relations. Internal strengths, such as a skilled workforce, training systems, and an employment proposition, can improve recruitment quality, employee capabilities, and performance. Conversely, internal weaknesses, such as skills shortages, staff turnover, and rigid procedures, may hinder HR managers in retaining employees, developing talent, and managing performance effectively. Therefore, the internal factors mentioned above determine how effectively HR functions contribute to achieving the organisation's objectives at ALDI.
External factors will also influence the firm's HR practices, as HR managers must respond to the external environment. For instance, labour market shortages may affect recruitment because there may be few suitable candidates; technological changes might create opportunities for online recruitment and employee development. Changes in legislation might influence employment, performance management, and employee

relations, while economic uncertainty and wage pressure can affect rewards, labour costs, and employee retention.

[bookmark: Organisation Application: ALDI][bookmark: _bookmark2]Organisation Application: ALDI
ALDI is an international discount supermarket operating in various countries and thus employs staff across diverse institutional, cultural and labour-market settings.
Internationally, it has strengths and weaknesses in HRM; local contexts must be considered while maintaining consistency across the organisation.
ALDI's employment practices involve closely integrating recruitment with induction, staff support, and ongoing employee development. Training also contributes to role competency, progression, and leadership ability. Effective employee development can enhance capability, commitment, and readiness for organisational change (Alqudah et al., 2022); these are organisational strengths of these practices. However, these practices may be limited and less effective when employees do not have access to the same training opportunities or when development practices do not account for different needs.
There is also a broader way for ALDI to employ people, encompassing pay and benefits, employee development, wellbeing, and progression. These areas can support recruitment and retention, as employees are more likely to stay with an employer when they see that Employment Practices Liability Insurance (EPLI) supports their development and positive relationships (Al-Suraihi et al., 2021). However, uniform HR practices can be a liability when implemented in a market without considering local expectations.
International HR practices must therefore be adapted to national and organisational environments, not simply exported or transplanted between countries (Lazarova et al., 2022).

[bookmark: Application of SWOT to ALDI][bookmark: _bookmark3]Application of SWOT to ALDI
[bookmark: Strengths][bookmark: _bookmark4]Strengths
A key internal capability driving ALDI's success is its structured organisational processes, which ensure workforce consistency. HR systems can positively affect employee capacity, willingness, and preparedness for change when aligned with and supporting business goals (Alqudah et al., 2022). For HR managers, this can benefit recruitment and development, as clear processes can facilitate the recruitment of suitable workers and provide opportunities to acquire new skills.

Training and development practices can enhance employee knowledge, bolster performance, and support employee progression. However, the effectiveness of development systems depends on their transferability across national contexts. Institutional and educational differences, such as variations in practice, refer to how institutional and educational variations affect vocational education and training practices, which may need to be adapted for international use (Li and Pilz, 2021).
Another strength is the potential for positive contributions from employee relationships. Good employee relations can support engagement, understanding, and personnel stability. Developing sustainable HR practices to support employee outcomes can build resilience and enhance organisational performance (Lu et al., 2022). For HR professionals, it is essential to maintain supportive working relationships with staff to boost retention and limit staff turnover.
[bookmark: Weaknesses][bookmark: _bookmark5]Weaknesses
While these are ALDI's strengths, the company could face challenges such as internal conflicts related to work environment and efficiency. Retail firms often require high levels of productivity, flexibility, and consistent service, which can strain employees if not properly managed. Factors like job experiences, conditions, and organizational practices influence staff turnover (Bolt et al., 2022). Therefore, performance goals should be realistic, clearly communicated, and supported through effective development and engagement.
Employee retention is an HR challenge because it impacts recruitment expenses, organizational knowledge, and stress levels among remaining staff. Studies on employee turnover highlight the importance of understanding the underlying reasons and developing retention strategies instead of just addressing the turnover itself (Al-Suraihi et al., 2021). For ALDI, this involves HR managers monitoring employee satisfaction, workload, and career advancement opportunities to prevent retention problems.
Another related issue is applying standardized HR tools designed for a broader context to local environments, where they often fail to consider local differences sufficiently. While consistency can promote efficiency, excessive standardization might limit flexibility.
Although coordinating activities across multiple countries is necessary, international HR management must adapt to local cultural and institutional contexts. Achieving this

requires a careful balance between coordination and integration among different countries (Lazarova et al., 2022).
[bookmark: Opportunities][bookmark: _bookmark6]Opportunities
ALDI can improve its people management by leveraging digital advancements in response to external changes. The move towards digital processes creates new opportunities for better recruitment, workforce planning, and employee management. As technology and data-driven strategies become more integral, HR managers are now better positioned to make informed decisions regarding employee performance and organizational needs. HR analytics can significantly contribute to strategic planning, offering evidence-based insights for workforce and organizational decisions (Okatta et al., 2024).
Furthermore, multinational organisations can adapt their employee policies in light of evolving global employment trends (Wu and Kao, 2022). Given shifting demographics and changes in technological and organisational circumstances, HR managers must reconsider how work is structured and how they support their employees (Lazarova et al., 2022).
[bookmark: Threats][bookmark: _bookmark7]Threats
Recruitment may become increasingly challenging, putting pressure on organisations to offer attractive employment conditions. Development, wellbeing, and fairness remain crucial factors shaping employees' perceptions of their employers' reputations and their decisions to stay with the company.
Legal constraints also significantly shape HR decision-making, as organisations must comply with national legal frameworks. In the UK, employment laws set out regulations on workplace conditions, employee rights, and protection against unlawful treatment (GOV.UK, n.d.). Minimum wage requirements also influence employers' reward decisions, as they must take statutory pay levels into account to manage labour costs effectively (GOV.UK, n.d.). These factors can affect HR managers' ability to maintain both cost-efficiency and employee satisfaction.
Values significantly shape communication patterns, leadership expectations, staff dynamics, the recruitment landscape, and wage pressures. Consequently, successful HR practices can vary significantly across countries. Multinational organisations need to

balance unity with adaptability in their approaches, as it is essential to understand and address local needs effectively (Lazarova et al., 2022).

[bookmark: Conclusion][bookmark: _bookmark8]Conclusion
The analysis highlights the ongoing interplay between internal capabilities and external pressures faced by HR managers at ALDI. The true value of a SWOT analysis lies in its critical interpretation rather than mere classification of these interactions, as it enables organisations to understand how their internal resources and external conditions affect HR effectiveness. ALDI’s development practices, employment proposition, equality initiatives, and well-being strategies have the potential to enhance recruitment, capabilities, performance, and employee relations. However, the need to maintain effectiveness, the risks associated with employee turnover, and the challenges of consistently implementing HR practices across various markets can create vulnerabilities.
The findings indicate that HR managers must continuously assess environmental changes and adjust workforce strategies accordingly. While internal strengths can bolster organisational performance, organisations must proactively manage weaknesses through effective recruitment, employee development, and retention strategies. Similarly, external opportunities, such as technological advances and improved workforce planning, can strengthen HR practices. In contrast, threats such as labour competition, wage pressures, legal requirements, and shifting employee expectations may constrain managerial options.
In response to technological advances and evolving work patterns, there is a critical need for effective recruitment, learning initiatives, and workforce planning. Conversely, factors such as labour market competition, wage pressures, regulatory constraints, and shifting social attitudes can limit management options and increase labour costs. These dynamics vary across countries due to differences in workplace structures, cultural expectations, legal frameworks governing employment conditions, and economic factors that affect labour availability and compensation pressures.
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