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[bookmark: _Toc216860885]Introduction 
Human Resource Management (HRM) refers to the strategic management technique employed by organisations to deal with people in a manner that promotes business objectives. HRM does not simply mean administration but to ensure that employees are recruited, developed and run in the most efficient manner in order to ensure organisations are able to perform. The HR managers are also useful in enhancing efficiency in organisations by facilitating the availability of the right workforce with the right skills and motivation. HRM assists organisations in the UK and elsewhere to react to opportunities like economic uncertainty, international competition, and shift in technology as well as growing attention on sustainability. HRM is a critical element that can make global organisations, such as Unilever, realise objectives in various countries/markets. These important HR functions are recruitment and selection training and development, performance management and employee relations. Recruitment and selection make sure that the organisations get and employ the right employees. Training and development assists employees to acquire skills that are required to make them innovative and competitive. The performance management correlates individual working with organisational targets whereas employee relations are concerned with engagement, communications and legal regulations. Such functions are particularly required of large multinational firms like Unilever that are functioning in complex and dynamic environments. This report starts with the introduction and then the analysis of the internal and external environment. It then extends this analysis to Unilever and evaluates the performance of HR managers in the UK environment using PESTLE model and finally concludes.
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Figure 1: Unilever Logo (Stone et al., 2024)



[bookmark: _Toc216860886]Internal and External Environment
[bookmark: _Toc216860887]Introduction to the PESTLE Model
PESTEL model is a strategy to examine the external environment a company exists. It examines Political, Economic, Social, Technological, Legal and Environmental influences which have the potential of affecting business decisions. Government policies, employment laws are some of the political and legal factors whilst inflation and labour market conditions form part of the economic factors. Social factors are associated with societal and labour force changes and technological factors analyse the effects of the digital innovation. Environmental factors take environmental responsibility and sustainability. 
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Figure 2: PESTLE Analysis (Sparrow et al., 2016)
According to Stone et al. (2024), PESTLE is employed to determine the extensive external forces that influence organisations. In the case of multinational organisations such as Unilever, the model assists in realising the impact of the various external environments on the HR practices in diverse countries. Sparrow et al. (2016) also indicate that the PESTLE is useful in the analysis of macro-level factors affecting HRM within international organisations.
[bookmark: _Toc216860888]Usefulness of the PESTLE Model for HRM Analysis
The PESTLE model is also effective to HR managers since it can assist them in predicting the involvement of external pressures that influence people management. In one instance, economic forces also affect the planning of work force and the availability of talent particularly in the UK where labour shortage and escalating costs are still issues of concern. Compliance requirement and hiring policies are influenced by political and legal aspects, including post-Brexit modifications to the employment regulations. Social factors enable HR managers to know about evolving skills demands such as the expectations of younger employees. Boxall and Purcell (2022) also argue that through the knowledge of the external environment, HR managers can be able to align HR practices with the requirements of the business. Pucik et al. (2024) also imply that PESTLE facilitates strategic HR decision-making through the identification of risks and opportunities in the different national environments. In the case of Unilever, this can assist the HR managers in effective responses to changes in the UK economy and the global markets.
[bookmark: _Toc216860889]Limitations of the PESTLE Model
Even though PESTLE is a powerful tool, it does have certain shortcomings. The weakness of it is that it primarily describes the external environment, and it is not forecasting change in the future. It also fails to take internal organisational factors in the form of culture or leadership style. According to Dundon and Rafferty (2018), this may cause a simplistic perception of complicated global environments. Hence, the PESTLE analysis should be combined with internal analysis in order to understand the HR challenges in the most comprehensive way.
[bookmark: _Toc216860890]Linking PESTLE Factors to HR Functions
All the PESTLE factors directly affect the HR functions. Recruitment, employee relations and compliance are affected by the political and legal aspects in the UK including employment law and health and safety regulations. Pay, retention and workforce planning are impacted economically by such factors as inflation and wage pressure (Boon et al., 2019). The training and performance management practices are influenced by social factors, such as diversity within a workforce, Gen Z expectations and employee wellbeing. Emerging technologies like technological HRM and AI enhance the performance processes and recruitment but demand new abilities among the HR managers (Stone et al., 2015). Environmental issues also have an impact on HR with respect to sustainability based training and green HRM, leading to staff involvement and organisational ethics (Arulrajath et al., 2015).

[bookmark: _Toc216860891]Organisation Application: Unilever
Unilever is a multinational consumer goods corporation that manufactures a diverse amount of food, domestic and personal care goods. It is very prominent in the UK where it has prominent offices and a significant employer. Meanwhile, Unilever operates in Europe, Asia, Africa and the Americas with millions of customers throughout the world. This is due to the breadth of coverage around the globe making Unilever an appropriate institution to study global human resource management. HR managers have to handle various laws, cultures, labour markets in managing employees in various countries. According to Sparrow et al. (2016), this level of complexity requires good HR systems in multinational organisations. It is also generally known that Unilever values such areas as sustainability, innovation, at responsible business practices and focuses on HR as a key contributor to supporting the organisational values and long-term objectives (Pucik et al., 2024).
Unilever has a global HR approach and gives flexibility locally where appropriate. This implies that core values and policies are common yet local conditions can be modified to fit the HR practices (Mello, 2015). The use of diversity in global talent recruitment is aimed at drawing a variety of talent by the company and leadership development and lifelong learning ensures that the employees are able to grow and learn to adapt to change. A close connection with the company values and sustainability goals is performance management, and the practices of employee relations are modified to suit various legal and cultural demands. In the UK, HR managers struggle with the problem of labour shortages and evolving workforce demands and expectations, whereas in the global market, they have to deal with cultural diversities and compliance. The achievement of Unilever must rely on effective HR practices (Noe et al., 2016).

[bookmark: _Toc216860892]Application of the PESTLE Model to Unilever
[bookmark: _Toc216860893]Political and Legal Factors
The HR managers both in the UK and the international operations of Unilever are highly affected by the political and legal aspects. The HR policies and employee relations are influenced by the UK employment legislation on equality, health and safety as well as employee rights. Brexit has stimulated more regulatory ambiguity, especially with regard to immigration policies and the transfer of skilled labour. This has increased the challenges in the mobility of talent and has influenced the planning of the work force in the UK. The HR managers in Unilever should avoid only adhering to the laws of the UK, but also coordinate various legal regulations in the other nations. The multi-jurisdictional nature of its operation causes challenges because the laws governing employment and protection of workers are not universal. According to Sparrow et al. (2016), global organisations have to find a balance between legal and flexibility of practices in HR. It is also emphasised by Pucik et al. (2024) that one of the challenges facing the international HR managers is having to manage legal differences directly affecting recruitment and employee relations.
[bookmark: _Toc216860894]Economic Factors
The economic factors are significant in influencing the HR practices at Unilever. The UK experiences high inflation rates and pressure of cost of living has heightened employee expectations pertaining to pay and other benefits. This is also because labour shortages in certain sectors have rendered the process of recruitment and retention difficult. All these have compelled HR managers to revisit pay and reward strategy to ensure that they remain competitive and to also contain costs. 
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Figure 3: Inflation Rate in UK (Stone et al., 2024)
Workforce efficiency and HR budgeting are also influenced by economic pressure where organisations must do more with minimal resources at their disposal. Comparatively, emerging markets can provide cheaper labour although they are highly likely to experience issues of skills deficiency and economic unpredictability. According to Boxall and Purcell (2022), the HR strategies should be changed to the economic situations to facilitate organisational performance. Stone et al. (2024) also mention that economic uncertainty promotes the fact that flexible and planned HR systems are required in global organisations such as Unilever.
[bookmark: _Toc216860895]Social and Cultural Factors
The success of the HR managers at Unilever is dependent on social and cultural aspects. Diversity hinders recruitment and employee relations in UK with increased consideration given to equal opportunities and inclusion of diversity in workforce. I also think that generational shifts can also play a role: young employees, especially Gen Z generation, are used to flexible working, career growth and aimful work (Rachmad, 2025). The employee wellbeing and work-life balance have been a significant issue particularly after the shift in working patterns. In various nations, there are cultural differences that affect various issues in performance management and communication between employees and the managers. HR managers in Unilever will have to be adaptive to local cultures, yet still uphold the same values. Noe et al. (2016) emphasise that social and cultural differences are one of the crucial factors in global HR management.
[bookmark: _Toc216860896]Technological Factors
The HR practices at Unilever have been highly transformed by technology. E-HRM and the adoption of digital HR systems has enhanced efficiency in the recruitment, training as well as performance management. AI is also being applied to facilitate recruitment choices and customise learning, eventually saving time and facilitating accuracy. Nonetheless, such technologies give rise to other issues, including the problem of data privacy and the necessity of new Human Resources skills. The HR managers no longer have to do an administrative job but have more strategic duties. According to Stone et al. (2015), the technology has the ability to enhance the effectiveness of HR when applied in an appropriate manner. Bondarouk and Brewster (2016) and Pan and Froese (2023) also mention that though digital HR offers numerous opportunities, organisations have to be cautious of risks and prevent unfavourable effects.
[bookmark: _Toc216860897]Environmental Factors and Sustainability
Unilever business strategy focuses on environmental factors and HR is significant in supporting the sustainability goals. Sustainability training and promoting green behaviour at the workplace are some of the green HRM practices that Unilever fosters. The HR managers assist in instilling organisational culture and employee involvement with the environment value. The standards of sustainability vary by country, which implies that HR practices will have to conform to the local attitudes and rules. Some markets have a high demand on environmental responsibility whereas others are progressing on the same. Arulrajah et al. (2015) believe that green HRM helps to enhance employee commitment and organisational performance. Hecklau et al. (2016) posit that the skills of the type of sustainability are also gaining in significance, making the HR a central agent of the long-term change in Unilever.



[bookmark: _Toc216860898]Conclusion
Human Resource Management is a significant issue that assists organisations in becoming effective through the proper management of human beings in a well-organised and strategic approach. As this report has indicated, HRM is necessary in ensuring that employees are aligned to the organisational goals especially in a large multinational organisation like Unilever. The report has investigated the impact of the external environment on the efficacy of HR managers by applying PESTLE model. The compliance and workforce planning are influenced by political and legislative aspects such as the employment legislation in the UK and post-Brexit developments. Pay, recruitment and retention strategies are affected by economic forces like inflation and the shortage of labour. Diversity is influenced by social and cultural factors, wellbeing and employee relations, whereas technological change influences the way the HR systems are designed and operated. Environmental factors are also a major factor considering that Unilever has special consideration to sustainability. In general, the analysis has shown that the key to establishing successful HR strategies is to be acquainted with the external environment both in the UK and globally. Those HR managers who consider these influences can better contribute to the organisational performance and long-term success. Going forward, the HR managers of Unilever and other organisations will be subjected to a series of challenges related to the rapid technological change, intensifying sustainability demands and workforce needs. HR managers will be compelled to address this by being flexible and keep on enhancing their skills in strategic thinking. Their mandate will be more focused on change support, enhancement of employee engagement and strategic partners of the business.
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