
[image: ]


	Programme:
	BA(Hons)BusinessManagement

	Module:
	PrinciplesofHumanResourceManagement

	Modulecode:
	LCBB5012
	Contribution to Overall Module Assessment (%):
	50%

	Lecturer:
	TBC
Mr.NadeemMirza
	InternalVerifier:
	Dr	Anupam Mazumdar

	AssignmentTitle:
	Component	2:	Coursework: Individual Report
	Wordcount(or equivalent):
	2000	words	(+/-
10%)


Student name: Roxana Zegheru
Student ID:2218047

1

Executive summary
The study aims to analyse the importance of HR management in the present business situation, which has helped top companies gain better market position and competitive advantages. Unilever, A UK-based FMGC Company, has secured global growth and effective customer satisfaction with the help of employee training and workforce management. The HR function ofUnileverhasbeen influenced by the external market factors and internal organisational changes. Porter’s five forces model has been implemented to understand the effective change in Unilever’s HR management strategies as per the specific markets of a country.  The impact of different external factors on the current HR management activities has helped understand the importance of market evaluation for HR decision-making.
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[bookmark: _Toc213161556]Introduction:
[bookmark: _Toc213161557]HR functions
Human resource (HR) management is an essential criterion for the systematic and stable organisational growth and development. HR management has helped to gain better competitive advantages while focusing on strategic operational management, boosting employee productivity.There are some key functions of HR management areas, such as training and development, recruitment, employee relationship management and performance development (Núñez-Cacho et al., 2023, p. 30).
Recruitment and selection are the fundamental processes of running an organisation, as they help to maintain the organisational flow and create a better talent pool for the utmost development of the organisation. Selecting and appointing appropriate candidates has been effective for a company toreduce employee turnover and manageoperationalcosts with better performance and productivity (Khan et al., 2023, p. 172).On the other hand, training and development is the key area of HR management that has improved employee morale and increased employee retention rates with enhanced adaptability. Performance management is effective for goal-oriented development and strategic growth of the organisation with a motivated workforce. Alternatively, the selection and recruitment process is the most effective as it helps to develop the core human resources required for organisational growth and development. Finally, the HR manager creates and maintains good relationship with the employees to secure a positive work environment and achievelong-term sustainable development for the company.
[bookmark: _Toc213161558]Report structure
This report has selected Unilever for understanding and analysing its HR management activities and evaluating the HR management principles with strategic management models.The study begins with introducing the key concepts of HR management and further proceeds with internal and external analysis with the business environment model and its application in the organisation. Finally, a conclusion will be provided with future implications of the study after applying the selected model in Unilever’s business environment.


[bookmark: _Toc213161559]Internal and External Environment:
[bookmark: _Toc213161560]Business environment model
Business environment models have been effective for understanding the internal and external environment of an organisation,identifying the factors that haveimpacted the decision-making and risk management for the organisation. Porter’s five forces model is the best fit to evaluate both the internal and external environment of an organisation and provide effective guidance for understanding effective HR management strategies. The Porter’s five forces analysis has helped to understand the competitive landscape of the industry and the potential threats of new companies entering the market (Tuand Xu, 2024). It is also useful to understand if the industry or the marketis profitable to further investment in the long run. The power of the customers and the suppliers has also been evaluated with Porter’s five forces framework to improve decision-making as per the new industry norms.
Although Porter's five forces business model is effective for understanding a new market, it has lacked the focus on internal capabilities for business decision-making. Poor focus on the internal strengths, weaknesses, opportunities and threats is negative for acquiring the ultimate competitive advantages using the organisation's core resources and capabilities (Amaya et al., 2024, p. 1158). Moreover, this model also has adrawback in aligning with the modern industries where the market dynamics are rapidly changing and ever evolving with customers’ demands.In short, despite its multiple advantages,Porter’s five forces lacks efficiency as it has excluded important macroenvironment factors such as environmental concern, government policies and technological innovation.
[bookmark: _Toc213161561]Link to HR functions
	Forces
	Power
	Description

	Competitive rivalry 
	High 
	Excessive market competition from global and local retail brands 

	Bargaining power of the customers 
	High 
	 Easy access to multiple retail goods and low switching costs for the customers (Manyanga et al., 2022, p. 5)

	Bargaining power of suppliers’
	Moderate 
	Suppliers are dependent on long-term relationships with the brands

	Threat of new entrants 
	Moderate 
	 High competition for creating a new brand in the contemporary retail market context. 

	Threat of substitutes 
	 Weak
	Availability of multiple substitute products, although the customer rejects the product due toa limited supply or quality issue 


Table 1: Porter’s five forces analysis 
(Source: created by the learner)
Porter’s five forces business model is mainly used for understanding the external competitive landscape of an industry, and it can help the HR manager of Unilever to understand the competitive dynamics of the labour markets and align the HR strategies with operational management goals. An understanding of the external market situations helps HR managers to create new internal policies and restructure the usage of organisational resources to gain competitive advantages through effective management of human capital (Kero and Bogale, 2023, p.20). Moreover, the bargaining power of suppliers and customers has helped HRmanagersunderstand the current needs of the internal and external stakeholders and create a good relationship with them for future growth and development. HR managers of Unilever can improve internal workplace planning and external market relationship management strategies by understanding the threat of substitute products and the threat of new market entrants with Porter's five forces analysis.


[bookmark: _Toc213161562]Organisation Application:
[bookmark: _Toc213161563]Organisational introduction
Unilever is a largeBritish multinational company that sells packaged consumergoods throughout the world undera vast portfolio of globally acknowledged brands.
[image: ]
Figure 1: Global operations of Unilever
(source: Unilever, 2025)
The main headquarters of Unilever is situated in London, the UK,andthe company successfully sells its products in over 190 countries in the world (Unilever, 2025).The company has also secured a strong customer base of approximately 3.4 billion people,contributingto further growth and development of the organisation.Unilever’s core operations are divided into five efficient business groups, including personal care, home care, nutrition, beauty and well-being and frozen desserts.The mission of thecompany is "make sustainable living commonplace",which aligns with the long-term goals and priorities.To become a"global leader in sustainable business" is set as the vision statement of Unilever to promote sustainable business growth as a retail company with cost efficiency and innovation.
[bookmark: _Toc213161564]HR practices
Unileverhasaccepted a hybrid recruitment and selection model for hiring talented employees through both internal promotions and external hiring from local human resources.AnAI-powered recruitment system has also been integrated throughout all the global business platforms of Unilever, and the companyuses both local job boardsandonlinerecruitment platforms forhiring.UFLPis introduced by Unilever to provide employees with formal training and on-the-job skill development opportunities (Unilever, 2025). Training needs analysis (TNA) is the most used tool that has helped Unilever to evaluate the performance of the employees, and 360-degree feedbackhas helped to maintain transparency and accountability for performance management.


[bookmark: _Toc213161565]Application of Model:
[bookmark: _Toc213161566]Impact on organisation
The HR management practices of Unilever are highly impacted by the competitive forces of the global Fast-moving consumer goods (FMGC) industry, and it has compelled the company to focus more on talent acquisition, employee relationship management and innovative workplace management. The high competitive rivalry from the retail giants such as P&G and Nestle has guided the HR manager ofUnilever to create a performance-oriented organisational culture and focus on attracting and retaining top employee talent. HR initiativeshave prioritised skills and efficiency development of the customer executives for maintaining a good relationship with the customers, as the customers possess high power in the retail market. As stated by Lepistö et al.(2024, p. 76), strong research and development skills are required among the employees to develop a quality product portfolio and satisfy the customers with better innovative approaches.As per Porter’s five forces analysis, the customers of an FMGC company fluctuate rapidly as there areavailability of numerous similar retail brands and negligible switching costs. On the contrary, this current industry condition has compelled the HR managers of Unilever to create an organisational culture that is highly responsive towards the changing demands of the customers. 
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Figure 2: Employee management in Unilever
(Source: Hul, 2024)
 Continuous product differentiation and adaptation of new marketing and operation management strategies are essential to cope with the competitive retail industry, especially for the FMGC companies. Unilever has faced higher threats of substitutes from both the local and global FMGC brands of the UK,which has also influenced the existing HR and employee management strategies. Skilled workforce should be maintained by continuous talent acquisition and active employee hiring (Hul, 2024).Unilever’s HR also need to focus on creating a flexible work environment and a motivated workforce that ishighly adaptive and always ready to create changes as per the market requirements and customers'demands.Unilever is mainly focused on local sourcing for the goods to maintain an effective production cost and reduce logisticsexpenses.Unilever’s HR practices have created a stronger bond with the suppliers with the helpofstableandreliable supply chain managementand fair treatment of the suppliers. HR managersofUnileverhave helped the company to cope with the high threat of new market entrants by strategic workforce planning and its integration in operational management.
[bookmark: _Toc213161567]Country differences
Culture
The countrieswhere the organisationalcultureemphasisescollectivismand long-term employment, the employees are more loyal to theircompanies, and the competitive rivalry is lower in terms ofemployee acquisition. For example, the employees of Japan are more influenced by individualism as compared to employees of the UK (Theculturefactor, 2025).
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Figure 3: Country comparison between the UK and Japan
(Source:Theculturefactor, 2025)
On the otherhand, the HR managersofUnileverhave focused more on a competitive reward structure for employee management, where the culture is performance-orientedandindividualistic. Moreover, the culture hasalso changed the customers ' perception regarding abrand,its products and services (Buttery et al., 2023, p. 55).Customers’ preferences for sustainable productshave compelled the HR managers of Unilever to hire more staff in R&D forsustainable product development and marketing.However,theHR managerhastocreate a workforce with the local employees tounderstandtheregion-specific customer demandsand employee preferences.
Legal regulations 
Strongexistence of labour laws and strict business management regulationshas provided more collective power to the employees and suppliers,which might create obstacles for organisationalgoal-oriented employee management for the HR managers of Unilever. The HR manager engaged in formal negotiations with the employees and the suppliers for more flexible workplace management in different countries, maintaining strong compliance with the regulations. Simultaneously, strict safety regulations and employment laws are negative fora company to enter a new market and establish its brand among the existing competitors (Bataineh et al., 2024, p.1006).However, Unileverhas easily entered in the developing countries with lower threats frompopular existing competitive brands.The HR manager has critically focused on developing and maintaining a positive relationship with existing and new employees to develop a supportive work environment and retain talented employees, enhancing the internal talent pool of the organisation.
Economic conditions 
Unilever has experienced high employee power of the employees in the regions where unemployment is very low and thedemandfor skilled employees is very high.TheHRmanagers need to provide attractive salaries, significantdevelopment opportunities and robust benefitsfor attracting better talent in a highly competitive market (Urme, 2023, p.129). Alternatively, in the high-unemploymentcountries,the HR manager of Unilever has focused on bulk hiring with minimal compensation and minimal facilities.The economic condition of the country also directly influences the buying powerofthecustomers,withdemand fluctuations and price sensitivity. For example, if the customers are more attracted tosustainability, HR managers of Unileverhave trained the employees formore sustainable product portfolio development and sustainable marketing initiatives.


[bookmark: _Toc213161568]Conclusion:
[bookmark: _Toc213161569]Summary
 It has been summarised that the HR managersof Unilever have played the most vital role in maintaining the workflow andoperational effectiveness with a motivated and dedicated workforce management. This company has successfully created a global business with a critical focus on employee managementand customer relationship development. The retail industry tends to change rapidly, and the HR managerneeds to focus more onmarkettrends and employees’ demandstodevelop an effective organisational culture supportive ofstrategic and long-term growth and development. Porter’s five forcesmodel has been effectively applied to understand the internal and external factors that have influenced the traditional and ongoing HR manager practices of Unilever. As per thismodel, the company has faced intense competition in the highly dynamic FMGC market, and better management of human resources has been the ultimate strategy to gain competitive advantages. It has also been found thatUnilever maintains flexibility in its HR operations as per the needs of the country and the demand of the industry.
[bookmark: _Toc213161570]Future implications
Rapid integration of technologies and increased market competitionhascreated new trends and market development policies in the contemporary retail industry. TheHRmanager will have to focus on talent acquisition and develop a workforce that is agile and tech-savvyto gain the relevant and effective competitive advantages as per the industry needs.In short, the manager will have to create a diverse workforce to mitigate the talent gap and make the organisation resilient and future-ready with its unique value propositions and efficient human resources.
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