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[bookmark: _Toc237966096]1. Introduction
Human resource management is one of the most crucial factors for the success of an organization in 21 centuries. For global and well-known organizations such as Unilever, HR challenges are often increased by very rapid technological changes, which lead to intense competition for talent and also subsequently growing demand for major new diversity, equity and inclusion. This report mainly tries to critically evaluate how Unilever faces new contemporary challenges and also to effectively evaluate its given practices. The scope of this report covers three main factors: talent acquisition, employee retention, and DEI (Draigan and Hidaka, 2026).
[bookmark: _Toc237961102][bookmark: _Toc237966097]2. Explanation of Key Factor
[bookmark: _Toc237961103][bookmark: _Toc237966098]Adapting to technological advancements 
Technological innovation has completely transformed HR functions globally. Digitization completely impacts recruitment, training, and other performance management in Unilever. The adoption of AI recruitment tools has enabled data-informed decision-making. But sometimes major challenges, which include cybersecurity risks and the need to learn AI continuously, have become one of the biggest challenges to performance. Digital HR at Unilever uses AI and other data, which is essential to improve cybersecurity and is essential to improve training; however, sometimes these changes make many worker fear for their jobs and other data security risks are involved. Hence, there is a need for Unilever to provide appropriate training for learning and development and also manage any kind of resistance to organizational changes. The company also manages to recognize any risk which has been associated with the very increased use of AI, which shows the technological advancements (Zanjani et al., 2024).
[bookmark: _Toc237961104][bookmark: _Toc237966099]Talent acquisition and retention
Unilever often faces major challenges, which include competing with big tech giants and also managing very high turnover among very young staff, who often demand very flexible work. For this, Unilever mainly relies on digital recruitment and also other hybrid work policies and other local hiring frameworks. Unilever is trying to strengthen its progress by using the Talent Accelerator program for developing high-performing employees all over. Unilever organization, uncompromising on talent, remains one of the major key factors which are essential to attract all the top talent. These all given practices are majorly relevant because new technological transformation often increases demand for employees with new digital skills. Effective development can easily support retention, which is essential for providing employees with new opportunities to improve their skills and their progress (Safa, 2023). 
[bookmark: _Toc237961105][bookmark: _Toc237966100]Diversity, Equity and Inclusion
These are the major important factors because organizations often need to ensure that employees have a fair opportunity, which is essential for recruitment and further progress.
Women in Unilever made up only 55% of management, but they are just 29% of the senior management. Women also represent 55% of management, but they are only 29% of the senior management. Women also represent almost 40% of the company board. These all show a lower percentage of women in senior management (Unilever,2026). Therefore, the major focus of DEI should be on giving all employees a very equal opportunity, which is essential for promotion, training, and also for career development. Technological challenges have created a completely new need that is required for the development of new skills; these factors make Unilever retain all talented employees. DEI should always be a part of talent management so that employees from all different backgrounds can learn and also progress in their respective careers.
[bookmark: _Toc237961106][bookmark: _Toc237966101]3: Evaluation of Contemporary HR Practices at Unilever
[bookmark: _Toc237961107][bookmark: _Toc237966102]3.1 Digital HR Systems and Workforce Analytics
Unilever often uses digital HR systems, which are essential to support all the given workforce decisions. Its HR function mainly includes People Analytics, which is alongside Talent and Organizational development. This many times create opportunity which are essential to identify major skill gaps and also to understand all the turnover patterns, which are essential to support proper workforce planning for an individual. Unilever often uses cloud-based platforms, which include Workday HCM and SAP Success Factors, which are essential for AI recruitment (Omoruyi, et al., 2025). This given digital ecosystem is essential to standardize global data and to perform internal operations. The major strength of this is that Unilever can use workforce data, which will easily help managers to identify major skills required and to tell when employee retention is weaker than expected. However, sometimes it cannot solve major HR problems (Bhatti et al., 2025).
[bookmark: _Toc237961108][bookmark: _Toc237966103]3.2Employer branding and strategic workforce planning
Artificial Intelligence and other kinds of digital transformation in Human resources represent a major fundamental shift in how organizations manage talent and also how they aim to make all the strategic workforce decisions. AI-driven recruitment platforms in Unilever show resume screening and also other candidate sourcing. Apart from this AI driven platforms also resolve continuous feedback loops and try to identify skill gaps, which helps in making employee development more dynamic. Also, proper data-driven AI in Unilever is also helping HR teams to keep employees for longer periods of time, which is essential to predict when someone can leave the company. These practices all aim to make retention strategies very stronger and more personalized. However, sometimes even if AI systems are biased it can sometimes unfairly judge people, which often causes discrimination and legal problems for the company.AI is essential to support HR professionals. The future of HR will rely upon finding the right balance and using AI for efficiency and also making all decisions fair and trustworthy. The main point is that AI is required to support, which is essential to make sure that all the decisions taken are fair and trustworthy, which is essential for the benefit of employees (Nusair, 2025).
[bookmark: _Toc237961109][bookmark: _Toc237966104]3.3 Employee Engagement and Retention
Unilever gives major emphasis on employee experience and their learning and career development. It’s given HR approach often combines technology with human interaction. The company has reported employee satisfaction up to 84%, of satisfaction of employee which indicates it organization positive employee experience. Managers should often try to monitor employee turnover, career progression and employee feedback, which is essential (Unilever, 2026). However, sometimes it misses deep personal feelings, and it leads to too much reliance on numbers instead of real human talk
[bookmark: _Toc237961110][bookmark: _Toc237966105]3.4Inclusive recruitment practices
Unilever has introduced various practices which are essential to make recruitment practices more inclusive. Unilever has aimed to use recruitment data across various stages to identify where diverse candidates are progressing. These all approach help organization to make all the given recruitment decisions fair rather than completely relying upon other traditional recruitment methods. However, this modern approach has some problems, such as a lack of personal human flaws and very serious privacy concerns.
[bookmark: _Toc237961111][bookmark: _Toc237966106]3.5DEI policies and leadership development initiatives
Unilever often requires strategies like diversity, equity, and inclusivity. These are given initiatives help build consistency and to provide commitments to the organization. Unilever aims to implement a DEI policy, which they manage to implement by having good women leaders and having a good support group for new and creative ideas. However, if the system only focuses upon hidden barriers, it can often hide very real problems, and some groups may face troubles if the diversity numbers are fair to practice (Unilever, 2026).
[bookmark: _Toc237961112][bookmark: _Toc237966107]4. Critical Evaluation of Managerial Implementation at Unilever
[bookmark: _Toc237961113][bookmark: _Toc237966108]Leadership Accountability
At Unilever, managers often have a very important role in making sure that company HR practices are implemented effectively. This is majorly important because Unilever is progressing towards the Fit for the AI Age. Managers should always be responsible for implementing these given policies in their own departments rather than leaving their complete responsibility for the HR function. For talent management, they must identify employee development needs, which are essential for the career progression of employees; in this, they should always make sure that all the given promotion and development decisions are fair (Dragan et al., 2026).
[bookmark: _Toc237961114][bookmark: _Toc237966109]Communication Strategy
An effective communication strategy is essential in Unilever to introduce any kind of changes in technology. Managers must be able to express the purpose of new AI tools and how this technology can possibly affect any employee's role. Managers should always be able to clearly communicate about all the expected benefits and how they can easily develop any kind of future -fit essential skills. Managers should be able to collect employee feedback and also share their concerns with HR, which is essential so that the given problems can be easily addressed during implementation strategy (Akter, 2025).
[bookmark: _Toc237961115][bookmark: _Toc237966110]Monitoring and performance measurement
The major effectiveness of Unilever's practices usually depends upon how they monitor their respective outcome. Unilever often uses measurable indicators to check the given HR practices. For performance management, managers aim to track all productivity levels and achievement of the set target. For talent management, useful indicators are employee major turnover rates and all the internal promotions. For technical transformation, managers must be able to monitor all the training completion rates and how employees are able to adapt to new digital tools. For Diversity, Equity and Inclusivity, workforce representation at different levels is important. Unilever data has shown that women usually made up od 55% of management but only 29% of senior management. However, sometimes numbers cannot justify this employees survey, open discussion, and feedback sessions are important.
[bookmark: _Toc237966111]Organization culture
Unilever organizational culture is often shaped by its given purpose of making sustainable living commonplace, which aims to build a winning, inclusive environment. Departmental managers often play a key role in translating these given values into their everyday behavior. A very supportive culture encourages employees to learn new skills, which makes sure everyone feels valued; however, the culture depends upon managerial behaviors. If managers fail to implement them, a major experience gap can be felt between HR policies and workplace reality (Arslan et al., 2025).
[bookmark: _Toc237961116][bookmark: _Toc237966112]Barriers to implementation and how they can be overcome
Barriers to implementing HR practices at Unilever often include gaps which are between formal policies and limited progression of women into major senior roles. Major global operations can create cultural complexity as values are aligned unevenly across various regions. These barriers can be overcome which is done by holding managers responsible for bringing inclusivity and also providing all learning support, strengthening transparency in HR policy and also by adapting new global values and bringing effective change management for digital adoption (Unilever,2026).
[bookmark: _Toc237961117][bookmark: _Toc237966113]5. Conclusion & Recommendations
It can be concluded that AI-driven recruitment platforms, which are essential to enhance efficiency and to establish workforce methods. Its given employer branding and flexible work policy and other kinds of career development programs are very essential for recruitment and retention. However, even after that, Unilever faces major challenges in the progress of employees in their given senior leadership roles and challenges and weaknesses in managing all the cultural differences required to follow. Managerial roles, accountability, and the way they can able so manage changes, these given factors play an important role in implementing HR practices in the real culture of the organization.
Based upon the given analysis, three major recommendations it follows are that Unilever should always manage to expand its digital AI literacy and should ensure that employees often adopt major technological changes.
Unilever talent strategy must go beyond any kind of traditional focus. Unilever's Future Leaders Program aims to bring a strong pipeline of talent to give a new perspective; however, old experience talents are overlooked. This multi-generational talent pool is required because they are creative, easily solve problems and strengthen employee retention. Unilever should implement a policy that managers often try to spend more time with employees discussing about their career goals and other everyday challenges. One-to-one meetings and other team discussions help staff to feel valued and respected. Regular communication between staff and managers aims to improve trust and increase retention of employees.
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