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[bookmark: _Toc228395445]   1.Introduction

Human Recourse Management (HRM) plays a critical role in supporting organisational performance and long-term sustainability, particularly in large multinational companies such as Unilever (Armstrong, 2020). As a global organisation operating in a highly competitive fast-moving consumer goods (FMCG) sector, the company relies heavily on effective HR practices to manage its diverse workforce and maintain its market position. Unilever faces several key HR-related challenges that directly impact its operations and workforce management. One major factor is technological advancement, as the company continues to invest in digital transformation and automation, requiring employees to continuously develop new skills (Unilever, 2023). In addition, talent acquisition and retention remain critical issues, as Unilever competes globally to attract and retain highly skilled employees in a competitive labour market (CIPD, 2022). Furthermore, the organisation places strong emphasis on diversity, equity and inclusion (DEI). However, maintaining and improving these standards across global operations remains an ongoing challenge. (Shen et al., 2009). Unilever is widely recognised for its commitment to sustainability, innovation, and employee development, which are embedded within its HR strategies (Unilever, 2023), The company has implemented a range of HR practices designed to address workforce challenges while supporting business objectives. The aim of this report is to analyses the key HR-related factors affecting organisation, evaluate the effectiveness of HR practices implemented to address these challenges, and critically assess how managers ensure their successful implementation. This report provides insight into how HR contributes to organisational success in a complex and dynamic business environment. 



[bookmark: _Toc228395446]2. Company Overview

Unilever is a British multinational organisation headquartered in London, operating in more that 190 countries worldwide (Unilever, 2023). The company specialises in the production of fast-moving consumer goods (FMCG), including food, beverages, personal care, and household products. Its well-known brands, such as Dove, Persil, and Lipton, contribute to its strong global market presence and brand recognition. Unilever employs approximately 120,000 people globally and is recognised for its strong focus on sustainability, innovation, and responsible business practices (Unilever, 2023). The organisation integrates environmental and social objectives into its corporate strategy, which significantly influences its human resource management approach. In particular, the organisation emphasises employee development, digital transformation, and inclusive workplace practices as key drivers of organisational success. Due to its global scale and strategic focus on people management, Unilever provides a relevant and practical case for analysing contemporary HR challenges and practices.

[bookmark: _Toc228395447] 3. Factors Affecting Human Resource Management in Unilever
This section analyses the key factors affecting HRM in Unilever.

[bookmark: _Toc228395448]                   3.1 Technological Advancement 

Technological advancement represents a significant factor influencing human resources management the organisation. The company has increasingly invested in digital transformation, automation, and data-driven systems to improve operational efficiency and decision-making processes (Unilever, 2023). As a result, HR plays a crucial role in ensuring that employees are equipped with the necessary digital skills to adapt to these technological changes. One of the main challenges for Unilever is the continuous need for upskilling and reskilling its workforce. The introduction of advanced technologies, such as artificial intelligence and digital HR platforms, requires employees to develop new competencies in order to remain productive and relevant (Schwab, 2017). This creates pressure on HR to design effective training and development programmes. These programmes support both employee performance and organisation goals. Furthermore, technological change can also impact employee engagement and job security, as automation may replace certain roles while creating new opportunities in other areas. Therefore, HR must manage this transition carefully by promoting a culture of learning and adaptability. In this context, technological advancement is not only an operational issue but also a strategic HR challenge that directly affects workforce management and organisational success. 
[bookmark: _Toc228395449]               3.2 Talent Acquisition and Retention

Talent acquisition and retention represent a critical challenge for human resource management within Unilever. As a global organisation operating in a highly competitive industry, Unilever must continuously and retain skilled employees to maintain its performance and innovation capabilities. The demand for highly qualified talent, particularly in areas such as digital skills and leadership, has intensified competition within the labour market (CIPD, 2022). One of the main issues faced by Unilever is retaining employees in a dynamic and evolving work environment, Factors such a career development opportunities, work-life balance, and organisational culture play a significant role in influencing employee retention (Boxall and Purcell, 2016). If these factors are not effectively managed, the company may experience high employee turnover, which can lead to increased recruitment costs and loss of organisational knowledge. Additionally, changing employee expectations, particularly among younger generations, have made talent management more complex. Employees increasingly seek flexibility working arrangements, meaningful work, and opportunities for personal growth. As a result, HR at the organisation must continuously adapt its strategies to meet these expectations while ensuring alignment with organisational objectives. Therefore, talent acquisition and retention remain a key HR challenge that directly impacts organisational stability and long-term success. 


[bookmark: _Toc228395450]                 3.3 Diversity, Equity and Inclusion (DEI)

Diversity, equity and inclusion (DEI) represent a significant factor influencing human resource management within Unilever. As a global organisation operating across diverse cultural and social contexts, Unilever must ensure that its workforce reflects a wide range of backgrounds, perspectives, and experiences. This creates both opportunities and challenges for HR in managing fairness and inclusion across all levels of the organisation (Shen et al., 2009). One of the key challenges for organisation is ensuring equity in areas such as recruitment, career progression, and pay. Despite strong commitments to equality, maintaining consistent standards across global operations can be complex due to differences in local cultures, regulations, and societal expectations.  This may lead to potential inequalities if not carefully managed (CIPD, 2023). Furthermore, fostering an inclusive organisational culture is essential for employee engagement and performance. Employees are required to feel valued, respected, and included regardless of their background. However, achieving true inclusion requires continuous effort, awareness, and training, particularly in large multinational organisations. Therefore, DEI remains a critical HR factor that influences employee satisfaction, organisational reputation, and overall business success.
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This section evaluates the contemporary HR practices implemented by Unilever to address key workforce challenges. The focus is on how the organisation responds to technological advancement, talent acquisition and retention, and diversity, equity and inclusion (DEI). The effectiveness of these practices is critically evaluated  in relation to organisational performance and employee outcomes. 

[bookmark: _Toc228395452]4.1 HR Practices for Technological Advancement
Unilever has implemented a range of HR practices to address the challenges associated with technological advancement. One of the key approaches is investment in employee training and development programmes, particularly focused on digital skills and innovation. The company provides continuous learning opportunities through online platform and internal training systems, enabling employees to adapt to new technologies and changing job requirement (Unilever, 2023). In addition, the organisation  has adopted digital HR systems and data-driven tools to improve workforce management and decision-making processes. These technologies allow HR to monitor employee performance, identify skills gaps, and plan workforce development more effectively (CIPD, 2023). As a result, HR practices are becoming more strategic and aligned with organisational objectives. Furthermore, the organization promotes a culture of continuous learning and adaptability, encouraging employees to take responsibility for their own professional development. This supports smoother adaption to technological change and enhances organisational flexibility. However, although these practices are generally effective, some employees may struggle to adapt to new technologies at the same pace. This can create skill gaps within the organisation. Therefore, continuous support and targeted training remain essential to ensure long-term effectiveness. 
[bookmark: _Toc228395453] 4.2 HR Practices for Talent Acquisition and Retention 
Unilever implements a range of HR practices to attack and retain talented employees in a highly competitive labour market. One key approach is the development of a strong employer brand, which highlights the company’s values, sustainability goals, and career development opportunities. This helps to attract high-quality candidates who are aligned with the organisation’s culture and long-term vision (CIPD, 2022). In addition, Unilever offers competitive reward systems, including salaries, bonuses, and non-financial benefits such as flexible working arrangements and well-being initiatives. These practices contribute to higher levels of employee satisfaction and engagement, which are essential or retaining talent (Boxall and Purcell, 2016). The organisation also focuses on career development through training programmes, leadership development, and internal promotion opportunities. This encourages employees to remain within the company and build long-term careers. However, despite these efforts, retaining talent remains challenging due to increasing employee expectations and external competition. Some employees may still leave in search of better opportunities or greater flexibility. Therefore, while Unilever’s HR practices are generally effective, continuous adaptation is necessary to meet changing workforce demands and ensure long-term retention. 

[bookmark: _Toc228395454]5. Critical Evaluation o Managerial Implementation
Departmental managers within Unilever play a crucial role in ensuring that contemporary HR practices are effectively implemented across the organisation. While HR policies and strategies are designed at a corporate level, their success largely depends on how managers apply them in daily operations. Therefore, managerial commitment, leadership capability, and communication are key actors in transiting HR strategies into practice (Armstrong, 2020). In the contest o technological advancement, managers are responsible for engage with training and development initiatives. By promoting continuous learning and supporting employees during digital transformation, managers can reduce resistance to change and improve skills development. However, the effectiveness o this approach depends on the level of support provided and the ability of managers to recognise individual learning needs. Regarding talent acquisition and retention, managers contribute by creating a positive work environment that supports employee engagement and satisfaction. This includes providing regular feedback, recognising employee performance, and supporting career development. Managers who actively engage with their teams are more likely to retain skilled employees and reduce turnover. Nevertheless, inconsistent management practices across departments may limit the overall effectiveness of these strategies. In terms of diversity, equity and inclusion (DEI), managers play a critical role in promoting inclusive behaviours and ensuring fair treatment of employees. They are responsible for implementing organisational policies related to equality and inclusion, as well as addressing any issues of discrimination or bias. Strong leadership in this area can enhance team cohesion and organisational culture. However, a lack of awareness or training may reduce the impact of these initiatives. To ensure that these HR practices are implemented as a matter of urgency, managers must prioritise clear communication, set measurable objectives, and monitor progress regularly. The use of performance indicators (KPLs) and regular feedback mechanisms can support accountability and continuous improvement. In addition, leadership support and organisational commitment are essential to reinforce the importance of these practices. Overall, while Unilever has established effective HR strategies, the role of departmental managers remains critical in ensuring their successful and timely implementation. Continuous development of managerial skills and consistent application of HR policies are necessary to achieve long-term organisational success.
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[bookmark: _Toc228395456]Conclusion 
 In conclusion, Unilever operates in a complex and dynamic business environment where human resource management plays a vital role in maintaining organisational performance and competitiveness. The analysis has shown that key factors such as technological advancement, talent acquisition and retention, and diversity, equity and inclusion (DEI) significantly influence the company’s workforce management. Unilever has implemented a range of contemporary HR practices to address these challenges, including investment in digital training, strong employer branding, flexible working arrangements, and inclusive workplace policies (Unilever, 2023). These practices contribute positively to employee development, engagement, and organisational effectiveness. However, the evaluation has also highlighted certain limitations, particularly in relation to the consistency o implementation and the ability to meet evolving employee expectations. The role of departmental managers has been identified as critical in ensuring that HR strategies are effectively applied in practice. Without strong leadership, communication, and ongoing support, even well-designed HR practices may not achieve their intended outcomes. 
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 Based on the analysis, several recommendations can be made to improve HR effectiveness within Unilever. Firstly, the company should continue to invest in targeted training programmes to support employees who may struggle to adapt to technological changes. This would help reduce skill gaps and improve overall workforce capability. Secondly, Unilever should enhance its retention strategies by further developing personalised career development plans and increasing flexibility in working arrangements to meet diverse employee needs (GIPD, 2023). Finally, the organisation should strengthen the monitoring of DEI initiatives to ensure consistency across all regions. This could include regular assessments, improved data tracking, and increased accountability at managerial level. By implementing these recommendations, Unilever can further strengthen its HR practices and ensure long-term organisational success in an increasingly competitive environment. 
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