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1.0 Portfolio 1

[image: ]A PESTEL analysis is used to evaluate a big picture to understand and to assist an organization to take informed decision (Kremer and Symmons, 2015). PESTEL framework is consisted of six factors which are political, economic, social, technological, environmental and legal. This framework examines the external drivers of the environment and provides insight of the macro environmental factors (Sandberg et al., 2016). Organizations use PESTEL framework while setting long term goals (Stuiver et al., 2016).  For example, this method was used to analyse the Nigerian business operations in the macro-environment for renewable energy opportunities (Daramola, 2012). Political factor is to what extent governments intervene in the economy. Economic factor refers to how the organization do business and how profitable they are. Social factors refer to the beliefs and attitudes of the people, technological factor refers to the technological advancements, environmental factors refer to the green issues and legal factor refers to the laws and regulations (Segura, Morales and Somolinos, 2018). 
Now, I have chosen Unilever as the organization to represent in these portfolios. Unilever operates in the highly competitive fast-moving consumer goods (FMCG) industry in over 190 countries worldwide (Unilever UK & Ireland, 2019). While operating and setting up businesses in different parts of the world, Unilever has been influenced by the external factors mentioned in the PESTEL framework. Though all the six factors are equally influential and interrelated to each other, I have decided to explore two most important factors which are technological factor and economic factor. 
· [bookmark: _Toc23773610]Technological factor: 

Technological factors have had a great impact on Unilever’s talent attraction and acquisition. The recent technological advancement had impacted the talent attraction and acquisition of Unilever a lot. Strategies to attract and select talent in the past are no longer effective or competitive due to the advancement of automation and digital assessments (In-house Recruitment, 2019). According to the article published in Forbes by Bernard Marr (2018), 30,000 people are being recruited and 1.8 million job applications are being processed each year at Unilever. In the past the whole process would have been processed manually which would consume a huge amount of time and person-hours. But because of the technological advancement Unilever is using artificial intelligence (AI) to process all the applications. According to Leena Nair, chief of HR at Unilever stated that, 70,000 person-hours of interviewing and assessing candidates had been cut due to the implementation of automated screening system (Marr, 2018). According to another report, 87% candidates feel positive about the experience and that has lead offer acceptance rates to increase by 20% to 80% and this automation screening system save Unilever more than £1 million per year in cost savings as well (In-house Recruitment, 2019).  Unilever along with Accenture (Unilever’s recruitment process outsourcing partner) developed a more digital talent acquisition model encircling social and digital technologies to attract the best talent from all over the world (Accenture.com, 2019). Key activities of this digital model include, advertising on career site, LinkedIn, other social media platforms, competitor talent mapping and labour market analytics, engaging the talent pipeline through online virtual events and newsletters, leveraging social media,  reviewing applications received through careers website, mobile site and offline channels, interviewing, extending offers and onboarding (Accenture.com, 2019). 
· [bookmark: _Toc23773611]Economic factor:

Economic factor is another external factor which has great impact on organizations like Unilever in terms of attracting latent. For example, in the latest report published by the Bangladesh bureau of statistics (BBS), unemployment rate in Bangladesh in 4.37% and in which 46% are university graduates (Neazy, 2019). Therefore, Unilever has the opportunity to attract talent from a big talent pool. Also, average wage of a university graduate in Bangladesh is around BDT 30,000 per month (Tradingeconomics.com, 2019) whereas Unilever’s wage scale for graduates are BDT 71,000 per month (Glassdoor.co.uk, 2019) which is far more than the average wage which also has great impact Unilever in terms of attracting talent.  
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[image: ][image: ]Labour market trend or activity affects an organization in terms of how they recruit, retain or develop their employees. So, macro economy determines how many staff need to be recruited, retained and developed to meet the demand. Human resource professionals must be up to date with the labour market trends and changes. For example, Brexit is a major factor in labour market developments in the UK (CIPD, 2019). There are some key indicators of the labour market trends which are, GDP, employment rate, unemployment rate, economic inactivity etc. (Ons.gov.uk, 2019). Also, according to CIPD (2019), most common measures of labour market trends are GDP, number of people in employment, working hours, unfilled job vacancies and number of people looking for job (unemployment). These factors are also affecting Unilever’s HR planning as well while operating in different countries. GDP measures the size and health of an economy over a period of time (Bankofengland.co.uk, 2019). Economic growth and the rate of increase in labour force is corelated. This statement is also supported by the economist Arthur Okun. According to him, if the GDP is high then the unemployment rate will be low and if the unemployment rate is high then the GDP will be low (Sanchez and Liborio, 2012). Unemployment doesn’t mean the proportion of total population who are unemployed, rather it is the proportion of the economically active population who are seeking employment but without work (Ons.gov.uk, 2019). High employment rate refers to a tight labour market. 
Therefore, while Unilever operates in the UK where GDP is high and UK’s labour market is also tight, Unilever’s HR department is enforced to increase the wages to find suitable candidates. This also supports Bloomberg which states that if an economy is in full employment, demand for employees begins to outstrip the available supply (Gordon, 2019). Also, the retention of employees become harder as the available jobs exceeds job seekers. Unilever pays a lot of attention towards positive corporate culture, recognition and reward, [image: ]flexible work environments to retain employees. Fight for a talent also becomes fierce (Gordon, 2019). Unemployment rate of UK is 2019 is 3.9% in which percentage of unemployed men is 4% and women is 3.7%. During the year 2019, there were 813,000 vacancies in the UK (Ons.gov.uk, 2019). Another statistic shows that the number of inactive people (aged between 16 and 64) in the UK is 19,178. 
[image: ]On the other hand, Unilever’s HR operation is somewhat different in Bangladesh. Though Bangladesh’s economy is growing but it is still a developing country where the labour market is loose. According to world bank, unemployment rate of Bangladesh in the year 2019 is 4.3% (Data.worldbank.org, 2019). Total number of unemployment is 6,734,445 in which 4,450,887 are females and 2,283,558 are males (TheGlobalEconomy.com, 2019). In Bangladesh, around 2 million jobseekers enter the labour market each year and the number keep rising every year. More than 1.8 million students are currently enrolled in colleges (Habib, 2019). Bangladesh Bureau of Statistics, the independent think-tank said one-third of the working age population above 15 years of age are not in employment, education or training (The Daily Star, 2019). Due to the current labour market in Bangladesh Unilever has got the opportunity to attract talents from a large pool of potential employees. Also, human resource of Unilever in Bangladesh has got the bargaining power over the employees as the supply of labour exceeds the demand. 
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There are two types of market economies identified, one is liberal market economy (LME) and the other one is coordinated market economy (CME). Liberal market economies are consisted of strong market competition, ownership of shareholders is dominant, profit maximization is more focused on short terms, labour market is deregulated and on the other hand coordinated market economies are focused on long term focus on ROI, labour market is highly regulated, have wider stakeholder approach and firm autonomy is less. UK, USA, Australia are the prime examples of liberal market economy and Germany, China, Japan, Sweden are the prime examples of coordinated market economy (Hall and Soskice, 2003). According to Jackson and Deeg (2008), HRM practice and diffusion is the divergence of the two market economies. HR practice varies in different market economy. As Unilever operates in 190 countries, therefore the Unilever HR must comply and tailor its HR policies according to the market economy. for example, there are significant wage variations in these two different market economies because of the union and work councils. Control of union in LMEs is not that strong. Therefore, HR is allowed to design work and pay without any pressure from the union. On the other hand, in the CMEs, wage variation is not significant as the union and work council constrain HR from design work and pay (Doellgast, 2008). also, HR can implement performance-based pay in liberal market economy (LME) more easily than in coordinated market economies (CMEs) (Pendleton et al. 2009). Unilever HR must take these issues into consideration while operating in different market economies. Another difference between the liberal market and coordinated market economies is the industrial relations. For example, in an LME like the UK, industrial relation is limited only to the company level but in CME like China, industrial relations are based on sectoral level which has influencing power towards any organization within industry (Hancke, 2009) but in a LME issues are solved in company level which might be costly from a financial point of view. Another aspect where liberal market and coordinated market economy differs is employee relations. Liberal market is deregulated and mobile where employees switch jobs frequently even join the competitors (Cooke et al, 2009). Also, according to David Griffiths, in LMEs hire and fire culture is visible, and it has low trust relationship of employer and employees (Atavist, 2019). Therefore, Unilever human resource practices while working in a liberal economy like the UK and Bangladesh need to tailor its HRM practices in a way where the employees do not leave. Policies should be implemented to retain employees by better remuneration, flexible working or reward schemes. Unilever provides good salary and incentives, pension scheme, health and wellbeing programmes which help to retain talents (First Actuarial / Unilever, 2019).  On the other hand, in a coordinated market economy like Germany or China, employees tend to go for long term employment (Cooke et al, 2009). According to Okada (2006), another difference between the LMEs and the CMEs is the intercompany relationship. The role of third parties for example, associations and other organizations in liberal market economy are very minimal whereas in the coordinated market economy the bargaining, training, education is collective in the same industry. Also, the relationship with the suppliers are different in different economies. For example, in the UK or Bangladesh which has liberal market economy, the relationship with the supplier is not long term but instead it is guided by the immediate need. But in in Germany, which is coordinated economy, the relationship of the organization with its suppliers is long term. David Griffiths also supports this by stating that the relationship with the supplier is contract based and low-trust whereas in the coordinated market economy, relationship with the suppliers is long term and high-trust relations (Atavist, 2019). So, it can be said that an organization like Unilever who operates in both LMEs and CMEs, their HR need to tailor its policies according to the market economy for smooth operation. 
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· [bookmark: _Toc23773623][image: ]Atkinson’s flexible firm model: 
[bookmark: _GoBack][bookmark: _Hlk23713340][bookmark: _Hlk23731524]In 1985 John Atkinson produced the flexible firm model where he to referred various types of flexibilities in workplace. He also categorised those in various categories such as core group and peripheral groups in accordance with the contract agreement (Atkinson, 1985, p. 16). This model also describes four types of flexibility which are functional flexibility, numerical flexibility, temporal flexibility and financial flexibility. This model depicts about the maintaining of labour flexibility with the core employees (Bailey et al. 2018). Characteristics of functional flexibility are, less demarcation between jobs, team working, flat management structure and job rotation (Taylor, 2019). Functional flexibility is acquired by the core group which are the permanent fulltime employees (Atkinson, 1986, p.15). Numerical flexibility consists of pert time contracts, temporary contracts, subcontracts and homeworking which also falls into the first peripheral group. Temporal flexibility consists of term time working, flexitime, zero hours, annual hours and compressed hours etc. (Taylor, 2019). According to Atkinson (1985), organization’s ability to regulate the remuneration system for the functional and numerical flexibility to adjust supply and demand of the labour market falls into the financial flexibility. He believed that the segmentation of workforce in core and periphery is required in order for an organization to be flexible through the functional and numerical flexibility. The core group is the fulltime skilled employees who also enjoys job security, training and development from the organisation. On the other hand, employees in the peripheral group usually have atypical agreements who also get less training and development and lack job security (Atkinson, 1985). 
· [bookmark: _Toc23773624]Critical analysis of flexible firm model: 
According to Furåker et al. (2007), this model believes flexibility is always good and works as a tool for maintaining managerial ideologies. Another author Karlsson (2007) stated that Atkinson’s flexible firm model thinks purely from the organisation’s perspective and other actors such as employee is not been identified. He also suggested that flexibility in this model can also be studied from the employees’ perspective and recommended double-edged concept which studies both the employees’ and organisation’s perspective. Kalleberg (2001), had also suggested a concept of combining both functional and numerical flexibility for the organisation. 
· [bookmark: _Toc23773625]Open talent economy: 
According to Delloit’s report on open talent economy, talents now a days are considered as an investment whereas in the past talents were an expense. But in this new era this myopia is shedding. One significant thing about talent in today’s date is that, accessing to talent is more important rather than the ownership of talent. Talents and organizations are in new relationships in this open talent economy which brings benefits as well as challenges. Now days it is common that the organizations can depend on people who has no ties or relationships with the organization. One example of open talent economy is that a company called InnoCentive post their research problems on the web and pays to anyone who solves those problems (www.deloitte.com, 2019). 
· [bookmark: _Toc23773626]Implications on Unilever: 
According to the discussion in the previous section Atkinson’s flexible firm model thinks more about the organization rather than the employees. This ideology or structure will bring implications on Unilever’s HR talent attraction and retention practices in today’s open talent economy. According to Atkinson’s model, core group is consisted of the fulltime skilled employees who enjoys more job security, training and development from the organisation. On the other hand, employees in the peripheral group usually have atypical agreements who also get less training and development and lack job security (Atkinson, 1985). Unilever employs a lot of part time and contractual employees who do not get as much value as the core group, hence they might be demotivated and will be less productive. 
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