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Evaluating the Influence of Environmental Factors on HR Managers' Effectiveness:
A PESTLE Analysis of Unilever
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The success of the organisation depends on HR management. Human resource managers handle people who are the most important asset of an organisation. Additionally, (Armstrong and Taylor, 2023) study to enhance employee capability so that the organization can be able to meet challenges in the internal and external environment. The key human resource management functions include recruiting and selecting employees, training and developing employees, managing performance and employee relations.
Recruitment and selection are the function which concerns the employment activity organizations engage in to search for, and attract, individuals with job-related knowledge and skills as well as the potential to perform well (Bratton and Gold, 2022).  A successful hiring process assists the organization in acquiring talented individuals who will help achieve their strategic goals. It is essential for the success of an organization to develop the capacity of people for performing the job well through training and development. According to (Dessler, 2020), an effective employee will take their organizations forward. An ineffective employee will take the organization backward.
HR managers’ effectiveness may be impacted by a range of environment factors impacting the focus and way in which organisation operates. Additionally, by experiencing and understanding these environment factors, individuals will make decisions on recruitment and selection planning, employee relations, employee development and organisational development and change. Moreover, there are different models available to explain the environmental factors in business environments. 
This report examines how the environment affects the effectiveness of HR managers through applying a model of business environment to an organization. The organization should be a multinational organization operating in different countries with different environment factors. The chosen organization is analysed after implementing the model outlined in the report. In conclusion, this report and findings are the persuading part of the topic.
To start it off, the report will present and analyse a business environment model. The following section presents Unilever, the organisation being investigated in this report. 
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The PESTLE model is a tool that analyses the political, economic, social, technological, legal, and environmental factors of an organization (Johnson et al., 2020). The model assists organizations in managing changes within the external environment and helps identify future opportunities and threats.
Political factors make the first factor Country’s policies formulated by the government have a significantly impact on business environment in the country. The political factors may include any activity or political condition of the government that affects the facilities and characteristics of the organisation. High impact political factors that take the business decisions include taxation laws, labour laws reforms, industrial pushes, trade agreement and others.
The next element are economic factors. The inflation rate, unemployment levels, economic growth, exchange rate fluctuations etc. are all economic factors. Organisations are heavily influenced by them. The purchasing power of organisations is directly affected. 
The PESTLE model offers organizations insight into their external environment, and at the same time, it urges them to analyse the change and respond to it proactively. (CIPD, 2024). Moreover, PESTLE analysis enables managers to brace and develop timely responses to such challenges. A PESTLE analysis’ weakness is that it almost entirely overlooks factors in the internal environment. The organisation is also influenced by internal factors such as culture, leadership, management and employee ability. In addition, the condition of the environment is subject to change (Boxall and Purcell, 2016). As a result, environmental forces will also change over time. As a result, before formalizing the human resource technique, the HR managers are going to have to foremost assess the internal organization factors and the external environment forces. Both internal and external factors that an organisation experiences can be causes and sources of impact and performance. According to (Boxall and Purcell , 2016), there is a configuration and organisation of human resources.
As per the CIPD experts (2024), the PESTLE framework is closely linked with the HR function. Recruitment function is impacted by political and legal forces. Most importantly, Employment law, immigration policies, and labour market regulations guide and frame the recruitment and selection process. Economic forces have an impact on workforce planning, remuneration strategies, and employee retention. The social forces may affect diversity strategies, employee expectations and organisational culture.
This article shows the factors affecting effectiveness. The effectiveness of organisations is influenced by internal factors as well as external factors. 
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Unilever is one of the biggest consumer goods companies in the world. The organization is present in over 190 nations and has around 128,000 people in the world. This company makes food, personal care, beauty, and household items. Another possession of the company are globally known brand names like Dove, Lifebuoy, and Ben & Jerry’s (Unilever, 2024). Moreover, the company’s global operations require HR management strategies that can manage multi-national workforces and their respective business markets.
Unilever’s HR practices are focused on hiring, developing and managing the performance of employees. We focus on generating diverse talent pools through digital recruitment, graduate recruitment programmes and inclusive hiring. Alongside digital learning and continuous professional development (CPD), the training and development strategy also involves leadership programmes.
Furthermore, the organization has implemented a performance management system for facilitating a culture of feedback, coaching and growth. Unilever may not issue traditional annual appraisals but engages employees through their employee relations, diversity and inclusion, employee wellbeing and support and employee voice and participation. The organization is gaining highly engaged employees who will assist in achieving business objectives.
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The efficiency of HR managers is heavily impacted by political factors. For example, the labour laws vary across countries, but not so much as 0.1. Consequently, HR managers are required to have different policies for recruitment, compensation, and employee relations according to the political environment. Moreover, the legislation concerning employment protection in Europe is usually offering more protection of the jobs of employees than that of developing economies of Asia.
HR practices are highly influenced by economic factors. Unilever could struggle to recruit and retain employees in rising economy conditions. It is because of stiff competition from other companies looking for the same skilled workers. Consequently, it will be up to the HR managers to devise attractive compensation packages and career development opportunities for staff. On the contrary, a slump could be possible.
The HR function of Unilever is impacted by various social factors. Culture is the first social factor. As Unilever operates in a variety of regions around the world, its employees have different culture and nationality.  Culture can shape employee expectations and workplace behaviours as well as leadership styles and communication according to Hofstede (2011). For instance, the workers of a collectivist society like India may place a higher value on teamwork and combined rewards than workers of an individualistic society like the UK. Contrarily, individual employees may focus more on personal accomplishment and later career development. HR managers thus need to manage cultural differences. They can modify leadership development programs, reward systems, and employee engagement initiatives to suit localised cultural preferences, for example. Demographic changes is another social factor which impact HR function. Daubner and Greenhaus (2017) stated that the talent of younger employees has been.
The technological factor is both an opportunity and a challenge to HR Managers. Unilever has progressively increased its reliance on technology for recruiting as more of its recruitment systems are becoming digital and are embedding artificial intelligence and data. In the same way, technology can be used by HR managers to identify skillsets. Global training can be delivered using online educational platforms. The HR managers can benefit from using the latest technology. 
Therefore, the human resource managers have to arrange for the employee development programs. In the same way that employees should be given training, HR managers should ensure competencies. Technological advancements like artificial intelligence and hybrid working situations pose new challenges for HR managers. On the one hand, the application of AI can improve hiring recruitment and workforce analytics. But it does bring up issues of algorithmic bias and worker privacy. 
Legal factors can greatly impact business and human resource management. The employment laws on discrimination, equality, minimum wages, working hours, health and safety, etc. differ from country to country. The employment laws specified in the European Union, for example, are typically stricter than those specified in some developing economies. The HR managers also need to do so while being equitable and consistent with the global workforce of the organization. Legal matters primarily involve compliance with established legislation. If you fail to follow the order, you could lose your job and even face severe fines.
The policies of organisations concerning employees are increasingly influenced by environmental factors. An example of this is Unilever which wants sustainable living to become second nature. Consequently, the human resource manager needs to make sure that every employee adopts and works towards this value. Ensuring a successful rollout will require proper training and engagement programme and integration into the organisational culture. Most employees, especially the youth, only want to work in an organization that shows.
The impact of environmental forces differs widely among different countries. In developed economies like the UK and Germany regulations of the labour market is observed to be relatively strict. Moreover, employees, and in particular specialist knowledge workers, increasingly feel that demands and obligations at work and other life interests need to be balanced. Within the national contexts of more developing economies, such as India or Indonesia, HR managers may face a different set of conditions and challenges. For instance, obstacles for recruiters could include shortfalls or limitations in skills. The behaviour of line managers may be affected by cultural values and behavioural expectations that differ from their own. Cultural differences can make performance dialogues patently difficult. The influence of environmental factors on the effectiveness of HR managers differs across the countries where Unilever is located. HR managers in the UK are functioning in a heavily regulated labour market because of relatively strong employment protection, increasing labour costs and rising expectations for flexible working. This suggests that HR specialists have to strike a balance between compliance, engagement and cost control (Marchington et al. 2021). Despite Unilever’s large pool of labour in India, cultural expectations may vary significantly. The HR managers must adapt practices of leadership, communication and training at local levels to meet the employee expectations given relatively higher hierarchies and collectivism (Hofstede et al., 2011). In Germany, HR managers deal with high employee engagement because of the works councils and co-determination. Although this can enhance employee voice and trust. 
The challenges of managing international HR can be referred to as problems faced by firms that operate in overseas locations. The environment’s culture, values, and practices must be respected by the managers of the company. Managing international HR has major difficulties because multinational employers do not have much authority.
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The effectiveness of Unilever hr managers is bound to be impacted by certain environmental factors when PESTLE model is employed. Human Resource functions include Recruitment Training and Development, Performance Management, Employee Relation and others are critical for success. All these functions help the organisations in attracting, developing and retaining talented employees. These important functions allow managers to aid the overall success of an organisation. In addition, managers can engage in many different activities within an organisation.  Political, Social, Economic and other factors heavily affect the decision-making of human resource managers and relevance of human resource in industry and economy. The PESTLE model can be used by HR Managers in Two Cases. First to determine the influence of environmental factors on HR as an activity. Secondly the impact of the environmental factors on HR manager. 
From this Unilever case study, we have learnt that the human resource managers must guarantee that the choices, practices and developments of their policies and procedures are in accord with the changing environmental factors in several countries.
Due to culture, law and economic development, different countries have different human resource challenges, we came to know that. As such, human resource managers need strong strategic and cultural sensitivity to manage global integration and local responsiveness balance. Based on this analysis, I would argue that the environment factors are likely to get complex in coming times due to the advancement in the technology. Grasping the effects of external factors on business will be crucial for effectively managing human resources in a multinational enterprise operating in today’s globalized world with an increasingly dynamic business environment. In general, environmental factors may enhance or inhibit the human resource manager.
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