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Abstract 

This research examined how Human Resource Management (HRM) practices contribute to 

sustainable development in UK international business operations. Through a comprehensive 

analysis of contemporary HRM strategies, this paper identifies key practices that promote 

environmental, social, and economic sustainability across global operations. The study 

reveals that strategic HRM initiatives, including sustainable recruitment, green training 

programs, performance management aligned with sustainability metrics, and stakeholder-

centric compensation systems, significantly enhance organisational sustainability outcomes. 

Findings indicate that UK multinational enterprises (MNEs) implementing integrated HRM-

sustainability frameworks demonstrate superior performance in achieving Sustainable 

Development Goals (SDGs) while maintaining competitive advantages in international 

markets. The research contributes to understanding the critical role of HRM in driving 

corporate sustainability and provides practical recommendations for organisations seeking to 

enhance their sustainable business practices globally. 
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1. Introduction 

Human resource management practices (HRM) of the United Kingdom multinational 

companies have an important part to play in sustainable development. Environmental and 

social responsibility can be enhanced by environmental and social organisations through the 

implementation of sustainable human resource management practices strategically. For 

instance, the incorporation of Green HRM programs facilitates promotion of ecological 

practices along with enhancing worker commitment towards sustainability (Mishra, 2017). In 

addition, Randev and Jha (2019) show how the harmonization of human resources with 

sustainability goals can contribute to the integration of organisational culture into a social 

responsibility framework. Nevertheless, impediments like diversified canvases of regulations 

of all nations and organisational employee resistance can hinder the smooth execution 

(Brewster et al., 2016). 

Despite such limitations, positive outcomes such as enhancement in business reputation and 

trust among the parties involved signify the viability of sustainable HRM (Diaz‐Carrion et al., 

2018). Therefore, international business organisations operating in the United Kingdom are 

required to overcome such limitations for achieving sustainability culture for the betterment 

of society as well as the environment. Human resource management and sustainable 

development have been converging into a key area of global concern for multinational 

enterprises working in the highly globalized and environmentally aware world economy. As 

the organisations are increasingly being pushed by stakeholders, regulators, and clients to 

prove themselves committed to sustainability, HRM practices have moved long way from 

common administrative roles to strategic drivers of sustainable development strategies 

(Jackson et al., 2011). 

UK multinationals, operating in different geographic and cultural settings, have specific 

challenges in the use of sustainable HRM practice that tackles company agendas and global 

sustainability requirements. Applying sustainability values to HRM practice is a paradigm 

shift from traditional profit-maximizing approaches to triple bottom line approaches that 

consider people, planet, and profit in conjunction. 

The study examines the application of HRM practices by UK multinational companies to 

realize sustainable development in their overseas operations. The paper responds to the 

increasing requirement for empirical research on the efficacy of sustainability-focused HRM 

initiatives and organisational performance and stakeholder value creation. 

 

2. Literature Review 

2.1 Theoretical Framework 

Application of practices of human resource management (HRM) for sustainable development 

is presently a major area of study in the context of British outward business activities. 

Sustainable HRM is a set of practices to combine organisational objectives with 

environmental and social goals and thus impact positive organisational outcomes 

(Almarzooqi et al., 2019). Recent research acknowledges that a conceptual model that 

combines sustainable HRM can enhance organisational performance, which forms the 

foundation for additional studies to be carried out on the topic (Muñoz Pascual & Galende del 

Canto, 2020). Alignment not only avails corporate social responsibility, but it also enhances 

the strategic alignment of companies based on global markets. 

Moreover, the practice of green HRM has been revealed to ensure smooth sustainable 

organisational growth, especially in developing economies, with evidence tracing the 

flexibility of HRM practices (Mishra, 2017). Since companies are attempting to implement 

the United Nations Sustainable Development Goals (SDGs), global commercial research is 
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playing a key role in developing this program, i.e., formulating and implementing sustainable 

HRM policies (Rygh et al., 2022). Therefore, effective integration of sustainable HRM 

practices is necessary to enhance sustainability in international trade activities of the United 

Kingdom in building pathways that are beneficial to organisation and society. 

Theoretical roots of sustainable HRM arise from various disciplines such as stakeholder 

theory, resource-based view, and institutional theory. Stakeholder theory assumes that 

organisations must take into account the interests of various stakeholders rather than just 

shareholders when undertaking strategic choice-making processes (Freeman, 2010). The 

theory coincides with the principles of sustainable development as it underscores the value of 

finding equilibrium in various stakeholder demands in environmental, social, and economic 

contexts. 

Resource-based view argues that sustainable competitive advantage stems from scarce, 

valuable, inimitable, and organized capabilities and resources (Barney, 1991). In the context 

of sustainable HRM, human capital emerges as the core resource that, after being developed 

through sustainability-oriented practices, can create distinctive organisational capabilities that 

drive sustainable performance results. 

 

2.2 Sustainable HRM Practices 

Sustainable Human Resource Management (HRM) practices in the United Kingdom 

International Companies are the leading factor in propelling sustainable growth. Recruitment 

activities today centre more around green competitions since organisations seek employees 

that share the same purpose for sustainability (Mishra, 2017). Not only does this influence 

selecting job applicants, but it also aids the environmental administration in the company. 

Training schemes take it a notch higher to guarantee this dedication by providing employees 

with the ability to give sustainable operations, thereby developing a culture for sustainability 

in the company (Diaz‐Carrion et al., 2018). Employee participation programs are also crucial 

as they encourage taking part in sustainable initiatives, thereby making the organisation 

perform and adhere to sustainable development better (Mehta & Chugan, 2015). Besides, 

diversity initiatives facilitate successful human resources management in a sustainable 

manner by having an inclusive workforce which can tackle global sustainability issues from 

various angles for the realization of corporate social responsibility goals (Ishaq et al., 2025). 

Their wider influence on sustainable human resources management practices globally goes 

beyond domestic environments since multinational companies can construct landmarks and 

set benchmarks in sustainability levels across sectors and industries, and that has wider 

environmental and social consequences. Hence, sustainable human resources management 

practices represent a strategic step not just to construct organisational effectiveness, but also 

to substantially contribute to sustainable development globally. 

Recent studies have established several prominent HRM practices that drive sustainable 

development. Sustainable recruitment and selection practices aim at focusing on candidates 

who possess organisational sustainability values and enhancing diversity and inclusion 

(Bombiak & Marciniuk-Kluska, 2018). The practices go beyond the usual competency-based 

tests to incorporate sustainability awareness and commitment as the criteria for 

selection.Sustainability-oriented training and development interventions include environment 

consciousness, social responsibility, and ethical decision-making modules. They not only 

improve the competence of employees but also maintain organisational culture as practice-

focussed (Ren et al., 2018).Performance management systems with interrelated sustainability 

measures enable organisations to relate individual and team objectives to overall 
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sustainability goals. This aligns sustainability into every-day operational decision-making and 

strategic planning (Guerci & Pedrini, 2014). 

2.3 International Business Context 

Human Resource Management Practices (HRM) have a crucial role to play in guaranteeing 

sustainable development in international United Kingdom organisations, especially as the 

organisations negotiate the intricacies of multinational operation and corporate responsibility. 

A basic knowledge of how human resources management can be associated with 

sustainability practices is essential. Diaz‐Carrion et al. (2018) also contend that the creation 

of a sustainable human resources management system demands knowing the context, which 

embeds sustainability into all policies and practices in human resources management. 

Haddock-Millar et al. (2016) concur with the contention that green management practices 

have a vital role to play, as they enable environmental sustainability as well as reinforcing 

corporate reputation for multinational settings. 

Resistance to change and needs for resource allocation can jeopardize the implementation of 

sustainable human resources management practices (Mishra, 2017). The innovative training 

and development initiatives based on sustainable practices address such issues and ensure 

better organisational performance (Ishaq et al., 2025). The human resource management 

strategy and sustainability not only ensure compliance with global regulations, but they also 

provide for employee loyalty and commitment, which ensures maximum responsiveness of 

international operations to corporate social responsibility. It is for this reason that sustainable 

human resource management becomes a fundamental determinant that enables international 

firms in the United Kingdom to attain economic and social sustainability. 

Global UK businesses operate in intricate contexts that are typified by varied regulatory 

systems, cultural settings, and stakeholder expectations. Adoption of sustainable HRM 

practice in global contexts requires being responsive to adapt locally with continued 

international similarity in sustainability accountabilities (Stahl et al., 2020). 

According to research, effective global application of sustainable HRM practices is a 

reconciliation between local responsiveness and global standardization. The reconciliation 

allows the firms to have similar sustainability standards while being sensitive to local 

regulatory context and cultural context (Harvey et al., 2013). 

 

3. Methodology 

The study used a mixed-method design involving quantitative secondary data analysis of UK 

multinationals and qualitative data based on semi-structured interviews with sustainability 

managers and HRM practitioners. The study targets FTSE 250 firms having extensive 

international operations across various industry sectors such as manufacturing, financial 

institutions, telecoms, and energy. 

Secondary data were gathered from corporate sustainability reports, annual reports, and 

publicly disclosed HRM policy reports from the years 2018-2023. The data offer some 

indication of how sustainable HRM practices have developed over the last few years and 

reported effects. 

Data were obtained by conducting 25 qualitative, semi-structured interviews with 15 senior 

HRM professionals and UK multinationals' sustainability managers. Interview respondents 

were purposively sampled for a balanced representation across varying industries and 

organisational sizes. Interviews provided access to the development, application, and effects 

of sustainable HRM practices on international business operations. 
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The data analysis used thematic analysis on qualitative data and descriptive statistics on 

quantitative measures. The integration of the quantitative and qualitative results provides an 

overall perspective of how UK international companies utilize HRM practices to foster 

sustainable development. 

 

4. Findings and Analysis 

4.1 Strategic Integration of Sustainability in HRM 

The study found that top UK multinationals have progressed from ad-hoc stand-alone single-

issue sustainability initiatives to comprehensively integrating sustainable thinking into 

mainstream HRM processes. Top performers in sustainability have evident synergy between 

corporate sustainability strategy and HRM practice across all functional areas. 

Key findings revealed that 78% of the surveyed organisations have made specific 

sustainability positions in their HRM practices and 65% incorporated sustainability 

considerations in all key HRM processes. This integration is provided with respect to job 

descriptions with a focus on sustainability, competency models with consideration of 

sustainability factors, and performance measures for measuring organisational and individual 

sustainability performances. 

Interview evidence testifies that effective integration depends on leadership backing and clear 

communication of the sustainability expectations at all levels of the organisation. In the view 

of one HRM director, "Sustainability cannot be an afterthought in HRM; it must be 

embedded in our fundamental approach to managing people and developing capabilities." 

 

4.2 Sustainable Recruitment and Selection Practices 

British overseas businesses are also shifting towards altering recruitment and selection 

policies to recruit individuals with awareness and commitment towards sustainability. These 

businesses are shifting away from the conventional strategy of recruitment by adding 

sustainability-themed scenarios as part of their assessment centres, whereby they test the 

understanding of environmental and social issues among applicants as well as verify the 

extent to which their values match the company's sustainability objectives. 

The study revealed that firms adopting value-hiring practices, carefully screening applicants 

for value congruence with sustainability values through the first step of application. This 

involves explicit questioning of values on sustainability and implicit probing of applicants' 

background and interests in determining their true commitment to environmental as well as 

social responsibility. 

Interview procedures have become more advanced to incorporate competency tests with 

scenario questions that examine candidates' ability to make decisions. Such tests specifically 

analyse whether prospective employees can weigh environmental and social factors along 

with the conventional economic considerations while taking business decisions. 

Additionally, sustainable recruitment strategies involve stringent diversity and inclusion 

procedures that move beyond the conventional parameters. Companies actively pursue 

diversity along ethnic, gender, age, and educational lines because diverse teams make more 

sustainable and balanced decisions all the time. 

The effects of such cutting-edge recruiting measures have been quantifiable and significant. 

Companies that implemented such measures found that employee engagement has been 

boosted by up to 15% on average. Turnover among new employees has also gone down by an 

average of 22%, a sign that if companies are able to align values during recruitment, this will 

go a long way in driving staff satisfaction and retention in the long run. 
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4.3 Learning and Development for Sustainability 

UK multinational companies are increasingly converting Comprehensive learning and 

development programs to incorporate sustainability. 

Comprehensive learning and development programs that emphasize sustainability have 

become a key part of sustainable human resource management practices in UK multinational 

companies. Such comprehensive programs, at the strategic level, are aimed at creating 

sustainability awareness, knowledge, and skills across all organisational levels. 

An astonishing 89% of the companies that participated in the survey have a required 

sustainability training that all new hires are required to take during their first year of 

employment. This foundational training has general coverage of the firm's sustainability 

commitments and introduces employees to relevant environment and societal concerns as 

well as information on individual positions in supporting overall sustainability goals. 

In addition to introductory awareness training, companies have created detailed role-based 

sustainability modules for the most important positions with highest environmental and social 

responsibility. These courses cover such areas as purchasing, operations, and product 

development, offering intense, functional-level instruction on applying sustainable practices 

in very specific operating circumstances where decision-making has the greatest influence. 

Leadership training has also been updated to encompass significant sustainability themes, and 

executive and mid-management programs highlighted the strategic significance of sustainable 

business practices. The programs were designed to specifically address the imperative for 

leaders in driving sustainability and integrating environmental and social considerations 

within strategic choice models. 

To facilitate continuous learning and flexibility, companies have designed computer-based 

learning systems that continuously offer access to sustainability material. The systems allow 

employees to stay up to date with changing quickly sustainability issues and innovative 

solutions, reinforcing continuous improvement and flexibility culture. 

Evidence from research points to a very strong correlation between performance and 

investment, with companies investing more in learning and development for sustainability at 

an average of 12% of their entire training budget producing substantially superior 

sustainability performance indicators compared to companies that invest less than 3% of 

training budget. 

 

4.4 Performance Management and Sustainability Metrics 

Integration of sustainability metrics within performance management systems has emerged as 

a vital vehicle for UK multinationals to bridge the gap between people's behaviour and their 

total corporate sustainability goals. The firms are developing more advanced strategies that 

track and reward sustainability performance to the same standard as traditionally used for 

financial and operational metrics. 

Companies are embracing balanced scorecard strategies that incorporate measures of 

sustainability as integral components within their set-up frameworks, so environmental and 

social performance gets the same level of scrutiny as financial performance in recurring 

performance reviews. That integration conveys that sustainability is not something to be 

bolted on but part of business success. 

Performance management systems nowadays exclusively have sustainability-focused goals 

for every employee, particularly designed to be aimed at individual roles and responsibilities 
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within the company. The goals cover extremely broad ranges from stimulating elementary 

behaviour change like minimizing paper use to pushing ambitious strategic programs like 

designing new innovative sustainable products that can reshape business models. 

The emphasis shifts from unit-level responsibility to include team-level sustainability targets 

integrating environmental and social considerations into the measurement of team 

performance. This allows collaboration on sustainability efforts effectively while giving a 

sense of collective responsibility for creating positive environmental and social impacts 

between functions and departments. 

Top leaders undergo extremely rigorous testing through 360-degree feedback processes 

designed to assess how effectively they execute green initiatives and develop sustainable role 

models for the whole organisation. The assessment looks at how much such leaders infuse 

sustainability thinking into strategic planning decisions and influence others to adopt 

environmental and social responsibility. 

The efficacy of such integrated approaches is proved by quantitative testing that shows that 

firms with high-performance management systems based on sustainability result in scores 

28% above on ESG rating scales than firms with intermediate integration of sustainability 

within performance management systems. 

 

4.5 Compensation and Rewards for Sustainable Performance 

UK multinational organisations are leading the way in creating new compensation and reward 

systems that deliberately promote sustainable behaviour and results within their 

organisations. These new systems go far beyond standard monetary rewards to include 

complete recognition schemes, strategically coordinated career development programs, and 

significant non-monetary rewards that support organisational sustainability commitments on 

an ongoing basis. 

The overwhelming majority of companies, 72% of the respondents in our survey, have 

created variable pay plans that link CEO compensation to the direct measurement of 

sustainability performance. These companies allocate 15-25% of variable compensation to 

ESG outcomes, harnessing strong financial incentives for senior leaders to align with 

environmental and social goals as well as conventional business agendas. This strategy is 

increasingly being used beyond the executive ranks to middle management and expert 

positions where individuals have substantial sustainability duties and can provide meaningful 

contributions. 

Organisations have further created official awards programs with the explicit goal of 

recognizing workers and groups that create innovative solutions to sustainability issues or 

show above-average commitment to sustainable processes. These umbrella programs usually 

integrate public appreciation with financial rewards and considerable career promotion 

opportunities, which yields multiple avenues for celebrating and rewarding sustainability 

excellence throughout the organisation. 

The impact of sustainability commitment is becoming more pronounced in career 

development decisions, as companies indicate that proven environmental and social 

responsibility plays an important role in promotion decisions. This is most dramatic for 

executive positions, where awareness of sustainability as a strategic consideration is today 

viewed as a required credential rather than an inspirational quality. 

In addition, companies are rethinking their benefit programs to incorporate flexible programs 

that actively promote workers' sustainable lifestyle. Among these forward-thinking benefits 
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are public transportation reimbursement schemes, electric car lease plans, and home energy 

efficiency upgrades, all symbols of corporate devotion to sustainability that goes beyond the 

workplace and into the lives of workers. 

 

4.6 Employee Engagement and Sustainability Culture 

The study yields strong evidence of the positive correlation between sustainable HRM 

practices and employee engagement. Organisations with extensive sustainable HRM 

strategies consistently report much higher employee satisfaction, commitment, and 

discretionary effort compared to those maintaining conventional HRM strategies. 

One provocative result involves purpose-driven involvement, in the sense that workers 

employed in organisations with strong organisational commitment to sustainability report 

greater levels of purpose and meaning in their day-to-day work. Interview data highlights 

how the potential to be making a difference towards environmental and social aims works to 

increase job satisfaction as well as organisational commitment among employees. 

High participation levels in sustainability programs were also discovered in the research, with 

mean 67% of employees in organisations that were surveyed offering to take part in 

sustainability programs. High employee participation rates indicate high congruence of 

employee values with organisational sustainability objectives. In addition, organisations that 

have advanced sustainable HRM practices benefit from high innovation rates in the form of 

employee suggestion programs inspired by sustainability with a mean. 

 

4.7 International Implementation Challenges and Solutions 

UK multinational corporations are faced with a grave challenge in trying to achieve standard 

sustainable HRM practices for their diversified global operations. The study reveals a 

complicated picture of challenges with new best practices the corporations are bringing in to 

address these challenges. 

The most persuasive of these is regulatory complexity in fulfilling different environmental 

and labour regulations across different jurisdictions in attempting to realize common levels of 

sustainability. In meeting this challenge, organisations are developing integrated global 

frameworks with local adaptation guidelines offering flexibility in a systematic approach. 

Cultural sensitivity is a second strong barrier, with the premises of sustainability thinking and 

priorities varying radically by culture and requiring high-level and sophisticated 

communication skills. Progressive firms are addressing this by spending heavy capital to 

build cultural intelligence among HRM professionals managing international operations so 

that they could adapt their style to accommodate local resources most effectively. 

This battle between standardization and localization remains an ever-present governance 

issue in which organisations attempt to find a balance between international consistency in 

their sustainability goals and local responsiveness. Strong organisations have responded to 

this by defining universal sustainability principles paramount yet allowing local variation in 

implementation strategy, establishing a structure that is central values but enables working 

flexibility. 

Finally, having consistency of measurement and reporting for worldwide operations is a 

matter of sound data management systems and uniform report methods. Businesses are 

increasingly investing money in advanced digital platforms that have level measurement and 

reporting functionality, allowing them to keep control and consistency in their worldwide 

operations while still accommodating various local demands. 
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5. Discussion 

5.1 Theoretical Implications 

The study contributes to theory in a demonstration of how HRM practices can not only play 

strategic roles in driving sustainable development, as in Gaza Bank's experience, but also 

maintain administrative operations. The research contributes to stakeholder theory by 

demonstrating how HRM practices can treat multiple stakeholder interests at once through 

integrated sustainability practices. 

The research also helps in resource-based view theory because it diagnoses human capital 

development with an emphasis on sustainability as a source of sustainable competitive 

advantage. Organisations that build unique capabilities in sustainable HRM practices build 

assets that are hard to imitate, especially in international contexts where complexity in 

implementation provides obstacles to imitation. 

 

5.2 Practical Implications 

The study provides timely practical recommendations to organisational managers and HRM 

professionals determined to advance sustainability performance through strategic human 

resource management. These findings place new focus on integrative and reflective 

consideration of sustainable HRM application. 

Systematic integration becomes imperative to success, and companies must shift from 

discrete sustainability projects to overarching integration in all the HRM functional areas. 

Instead of applying programs piecemeal, successful organisations create integrated models 

with thoughtfulness so that their recruitment, development, performance management, and 

reward systems are integrated with overall sustainability goals so that there is an integrated 

and supportive system. 

The research emphasizes that modelling and leadership commitment are key to facilitating 

effective implementation. There must be clear and consistent high-level leadership 

commitment, extending from policy announcement to actively modelling sustainable 

behaviour and conveying real commitment to sustainability practice in all decision-making 

and day-to-day action. 

Effective measurement and accountability mechanisms become necessary to those 

organisations that aim to make continuous improvement in their sustainable HRM practice. 

Process measures, e.g., attendance rates for participating in sustainability training sessions, 

and outcome measures, e.g., quantifiable environmental performance improvements, need to 

be tracked within these mechanisms, building an integrated picture of the progress and the 

consequences. 

For international businesses, cultural adaptation measures become acutely relevant, where 

there is a need to balance local issues of culture judiciously while not losing sight of the 

essential tenets of sustainability. Success hinges on investing in developing cultural 

intelligence and establishing strategic local alliances that energize the effectiveness of 

sustainability practices across different markets. 

Finally, the research brings to light that successful HRM practices for sustainability achieve 

greatest effectiveness when workers are empowered as active contributors rather than being 

depicted as passive consumers of organisational designs. Organisations need to deliberately 

create meaningful opportunities for worker participation, imagination, and leadership in 

sustainability programs to foster true ownership and commitment that spawns sustainable 

change. 
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5.3 Limitations and Future Research Directions 

This research has several limitations that are avenues for future research. Confining the 

research to UK multinational firms limits generalizability to other nations, and future 

research could explore sustainable HRM practices in other institutional contexts. 

The cross-sectional character of much of the data constrains an understanding of how 

sustainable HRM practices mature over time and their long-term performance effects on the 

firm. Longitudinal research is potentially able to shed more light on the development and 

maturation of sustainable HRM practices. 

Follow-up studies may also examine the performance effects of sustainable HRM 

interventions using experimental or quasi-experimental research designs, which would yield 

stronger causal evidence for the predicted relationships. 

 

6. Conclusion 

This study categorically illustrates that HRM practice is a key impetus towards encouraging 

sustainable development in UK international business activity. Through the alignment of 

sustainability values and core HRM processes, integrative models are generated that 

encourage organisational sustainability performance alongside employee engagement and 

organisational effectiveness concurrently. By integrating sustainability into recruitment and 

selection, learning and development, performance management, and pay systems, 

organisations create potent mechanisms for sustainable change. 

Evidence confirms that effective sustainable HRM depends on several interrelated factors 

operating in a mutually supportive synergy. The most essential is strategic infusion of 

sustainability into all the areas of HRM activities, leadership commitment and open 

modelling of sustainable action as a prelude to cultural need for change. A variety of training 

and development interventions develop key competence in sustainability throughout the 

organisation, complemented by good performance management systems that can measure and 

reward sustainability performance effectively. Innovative reward strategies encourage 

sustainable behaviour even more, and cultural adaptation programs guarantee proper 

implementation in various foreign markets. 

The study meaningfully contributes to theory and practice by illustrating how HRM can be 

shifted from a peripheral activity to a strategic force for sustainable development. Firms that 

adopt holistic sustainable HRM strategies always register enhanced performance on several 

critical dimensions, such as high motivation levels among employees, better environmental 

performance, and higher stakeholder satisfaction. 

As international pressure continues to build for environmental sustainability in business 

practices, HRM practitioners and organisational managers have a responsibility to recognize 

and take on their crucial role in advancing sustainability efforts. The practices set by this 

study are a solid model for organisations aiming to boost their sustainability performance via 

strategic human resource management. 

The significance of this research goes beyond the confines of individual organisations to have 

an impact on economic and social systems at a larger scale. As more UK global businesses 

adopt sustainable HRM, they are making notable contributions to global development 

towards sustainable development objectives while, in the process, gaining competitive 

advantages in ever more sustainable-aware markets. 

Future research will need to monitor this changing and dynamic HRM-sustainable 

development nexus, especially as new technologies, shifting employee aspirations, and 
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developing environmental threats put the discipline into the crucible with fresh opportunity 

and mandates for sustainable HRM innovation. Ongoing research will be necessary to keep 

sustainable HRM practice up-to-date and efficient within an increasingly changing global 

business environment. 
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