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Executive Summary
Employee wellbeing has remained one of the key priorities for businesses of all sizes and natures across the globe. While some leverage wellbeing as a critical strategy to retain high-performing employees, others use it as a tool to attract the best talent to join the company and create value. In the same context, the focus of this report was to critically evaluate the employee well being strategies of one of the globally renowned organisations, Unilever limited. The report presents certain strategic priorities of Unilever in order to keep their employees mentally and physically satisfied while avoiding any obstacles or challenges that come the way. It also discussed major human rights issues that the company faces and their impact on employee wellbeing. Based on the discussed challenges, the report ended with recommendations on overcoming the challenges while restoring employee wellbeing. 
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1. [bookmark: _Toc130332458]Introduction
Talent management is a corporate buzzword that has attained the top priority of Broad of directors, recruitment agencies and HR managers alike (de Bruin et al., 2020). Although supporting and motivating employees has always been a central focus for organisations across the world, Covid 19 pandemic has driven it even further up the agenda, with job insecurity, social isolation, work-life balance struggles, health risks, bereavement all having an impact on employee's mental and physical health. Webber (2020) argues that it is easier for small and mid-sized organisations, where managers and employees have close relations, to spot the dilemma of its existing human resource and identify areas where they struggle most. However, as per the MAD world Sumit held in October 2020, the HR officer of Unilever posits that big organisation holds the resources and tools which can create an unmatched positive outcome for its employee wellbeing (Unilever PLC., 2022). Owing to this argument, the purpose of this report is to critically evaluate the employee wellbeing strategies of a renowned consumer goods company, Unilever, and identify the areas of weakness and how they can be overcome in the future through strategic recommendations. 
2. [bookmark: _Toc130332459]Organisational Overview
Unilever is a British multinational corporation focused on producing and distributing consumer goods products, including condiments, soft drinks, baby food, bottled water, instant coffee, energy drink, toothpaste, cleaning agents, beauty products, personal care, etc. It has its headquarters situated in London, England. Unilever is the world's largest soap product and its products are available in over 190 countries (Unilever PLC., 2022). Some of the renowned brands under Unilever are Dove, Sunsilk, Lux, Axe, Sunlight, Rexona, Hellmann’s and Magnum. Unilever employs over 148,000 people across the world with over 400 brand names. It boasts on being a global company with a global purpose. 
[image: ]
Figure 1: Demographic Information of Unilever
Source: Unilever PLC., 2022
HR Structure within Unilever 
The main objective of Unilever managers across the globe is to be equipped with a consistent set of skills and a common language that enables them to effectively tackle business challenges. Up until the 1970s, the role of managing and training people within Unilever was controlled by Personnel Management which was largely an administration dealing with the management and control of subordinates (Cinar and Bilodeau, 2022). 
The concept of Human resource management was officially formed within the company in the late 90s when the management decided to develop a more strategic concept to manage and retain its high-performing employees. Today, the HRM structure of the organisation is based on the compliance-based model, which involves the employee developing their thinking capability and expecting effectiveness and efficiency to flow through them (Miller, 2016). 
3. [bookmark: _Toc130332460]The Priority Areas for Employee Wellbeing
For Unilever, employee wellbeing and their long-term retention has remained a key priority in their growth and expansion journey. It is through their strategic capabilities and allocation of resources that Unilever today has become a pioneer in the consumer goods space while hiring and retaining some of the best talents globally. The business has consistently tried to boost its employees' wellbeing long before Covid 19 hit the world. It started the journey by seeking the answers to questions like 'what is wellbeing?" and defined it as something physical, emotional, mental and purposeful (Saxena and Gautam, 2021).  
Recognizing that it is critical for employees to find their jobs meaningful, Unilever has committed itself to put 100% of their employees through 'purpose workshops' to make them identify the driving factors at work and what they are passionate about. As of 2022, 50,000 out of its 155,000 global workforce have participated in this workshop (Unilever PLC., 2022). Moreover, Giaever (2019) observed that the majority of Unilever's strategy surrounding the wellbeing process revolves around four dimensions: leadership, culture, prevention and support. Unilever employs a culturally diverse workforce spread over 100 countries; therefore, local leaders are compelled to adopt strategies that work best for their employees. 
Unilever has prioritized acknowledging and valuing the culture of every employee, and there are several instances to prove it. For instance, it conducts 'thrive workshops' which allow its employees to talk about their mental health and wellbeing more openly. Around 50,000 employees have participated so far. Moreover, Unilever has trained over 3000 employees to become mental health champions and support their colleagues in case they struggle to cope with work pressure or go through any mental trouble (Jeevan, 2021). Every employee is assigned with 'My future plan,' clearly specifying their purpose in the organisation and how they should live up to their role with Unilever. 
[bookmark: _Toc130332461]3.1 Impact of Covid 19 on Employee wellbeing at Unilever
The approaches adopted so far by Unilever to maintain and look after the wellbeing of employees has so far generated great results for the company, even under the Covid-19 crisis. For a small period of time, Unilever provided their employees with all the necessary resources, such as financial, legal and relationship, as well as tools around wellbeing and mental health. Over the several months of being hit by Covid 19, over 55% of the employees had access to this support (Nisa et al., 2021). As a result, employee engagement surged by 85% during the pandemic, which is a testimony of Unilever's success in fostering a positive end and encouraging work culture during times of crisis. Stakeholders of the company can really see the company putting wellbeing as their priority because they are critical in making the employee go the extra mile to meet the objectives of the business. To acknowledge the effort of all employees for their commitment to the company, Unilever offered leave to all of them at the beginning of October (Wijewantha et al., 2020). 
[bookmark: _Toc130332462]3.2 Current Shortfalls in Employee well being 
In 2015, Unilever released its Salient human rights issues report, encompassing some major challenges impacting employee wellbeing. The UN Guiding principles define the Salient human rights issue as the rights that are exposed to exploitation and negative impact through a company's activities or business relationships (Hooi, 2021). Unilever has identified its top salient human rights issues that have negatively impacted its employees' wellbeing. 
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Figure 2: Salient human rights issues of Unilever
Source: Unilever PLC., 2022
These issues are discussed in detail in the section below. 
Discrimination 
Being a culturally diverse organisation, the employees of Unilever are vulnerable to being treated differently or experiencing biased from the top managers due to their culture, religion, caste, or creed. More specifically, Unilever had identified the top three countries where discrimination is more prominent than any other (Huang et al., 2017). 
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Figure 3: Discrimination within Unilever Subsidiaries in different countries
Source: Unilever., 2022
The employees in these three countries reported the highest level of discrimination based on their race and religion, which led to a high turnover rate. Although Unilever has not discussed the intensity of these discriminations in detail, they have vividly explained the various strategies adopted to overcome the crisis. However, its impact is yet to experience as employees are still found complaining of discriminatory treatment from top-level management (Wilton, 2019). 
Fair Wages
A fair wage is a top priority for employee wellbeing, which drives them to achieve strides in their work and go the extra mile to achieve the firm's objectives. Moreover, fair wages are crucial in raising living standards and creating a fairer, more inclusive world. Unilever identified India, China and Indonesia as the most exploited countries in terms of offering fair wages, where most low-end employees are forced to work long hours while underpaid (Andalib et al., 2021). Unilever has not disclosed the impact of unfair wages on employees but has discussed strategic priorities necessary to curtail the crisis. For instance, to improve the fair wage structure, Unilever obtains feedback from areas that need strengthening.
Forced Labour 
Forced labour can be found in the global value chain in all regions of the world. Unilever identified three countries that exploit their labour the most in Unilever subsidiaries – Saudi Arabia, Malaysia and the United Arab Emirates. Unilever found that their employees in these nations had to surrender their passports to their managers to continue working. The number of workers being affected by this issue is over 1800 employees (Sparrow. and Cooper, 2017). 
Freedom of Association
Freedom of association gives all employees the exclusive right to form or join trade unions or to refrain from doing so and to bargain collectively. However, according to Unilever's report, over 50,000 of its employee are affected by hindrances in their freedom of association, mainly in three countries: Turkey, India and Indonesia. Unilever has consistently come together with trade unions of these countries to address critical rights issues in the workplace but has not seen any notable differences in resolving the challenge to a major extent, especially in Turkey (Amrutha and Geetha, 2020). 
Harassment
For maintaining the wellbeing of employees, it is critical to treat them equally while respecting their dignity and culture. Unilever recognizes the negative impact of harassment on those working in the company. And even though the company has a zero-tolerance policy against harassment, it has been reported that over 4500 employees spread across Brazil, Mexico and India face harassment in the workplace (Malik, 2022). 
Health and Safety
A safe and healthy life is the right of every employee working globally. Without sound health, the employee's wellbeing will be in distress and he will no longer be able to be productive at work. The right to a safe and healthy work environment is non-negotiable. However, according to the recent reports of Unilever, over 108,000 employees across China, India, and Indonesia have to work in unhealthy work environments, distressing and mental and physical wellbeing. On top of it, it is next to impossible to ascertain exactly where employees are being exposed to unhealthy work environments, as most supply chains work in collaboration with third-party companies (Wilkinson and Dundon, 2021). 
Working Hours
The human rights council posits a 7 hours work to be healthy for all workers, which is both reasonable and less stressful. Unilever, in their report, has identified three countries: Brazil, India and China, to exploit their workers by forcing them to work for longer hours, with over 190,000 employees compelled to work beyond 7 hours (Unilever PLC., 2022). 
[bookmark: _Toc130332463]3.3 Impact of the Shortfall on employee performance
The above-identified issues not only hurts the self-morale of employees working across the globe but hurt their confidence in the management's ability to maintain and work for the wellbeing of their employees. These salient rights issues compel the employees to leave their organisation to look for a better working environment (Unilever PLC., 2022). As per PWC (2021) reports, more than 80% of employees are ready to switch their better-paying jobs with a friendly and less stressful work environment. Not addressing the above issues is bound to bring negative publicity to the company name. Unilever has faced criticism for its labour exploitation in the past, where it was found that Unilever employs child labour for sourcing palm oil from less developed nations. The above issues are testimony to Unilever's failure to address the crisis and be more assertive in bringing strong results in terms of employee wellbeing and their retention (Wilkinson and Dundon, 2021). 
[bookmark: _Toc130332464]3.4How Unilever would benefit by Addressing the Shortfall
Addressing the above-identified human resource challenges would make Unilever a better place to tackle complex and challenging human rights issues while putting itself at the forefront of some of the most overriding challenges businesses have encountered over the last few years. More specifically, Unilever will be able to attract greater talents to its team as they would perceive the company to be more responsible and caring for its employees while being more determined to put their human resources as the top priority (Malik, 2022). 
For instance, Unilever has committed itself to protect its workforce from sudden drops in pay as a result of market disruption or being unable to perform its role. In addition, they offered £500 million of cash flow relief to support the livelihood of their extended value chains. All these majors have led the company to become a major disruptor in times of crisis while becoming a pioneer in maintaining employee wellbeing. However, Amrutha and Geetha (2020) argue that a large-scale organisation cannot keep track of minute details across its value chain. The inability to track its human resource is the key reason behind the downfall of its employee wellbeing. 
4. [bookmark: _Toc130332465]Conclusion
 In conclusion, Unilever has come a long way by being a culture of trust and transparency but still has a long way to go before it can call itself the 'best company to work for.' Unilever is committed to building a positive environment in the workplace to support people's mental, social, physical and emotional wellbeing, as well as to help them fulfil their individual purpose. However, they are also aware of the areas of shortcomings where they have failed to replicate the same results in terms of employee wellbeing as some of the advanced countries like the US and UK. More specifically, Unilever has not been attentive to the labour exploitation it has contributed in developing countries like India, Brazil, Malaysia, and Indonesia, where people are forced to work overwork while remaining underpaid. Employee wellbeing should not be just linked with a specific portion of total employees but must encompass the entire workforce, which Unilever has historically struggled to attain. 
5. [bookmark: _Toc130332466]Recommendations
Unilever can follow a series of recommendations to address the crisis of salient human rights issues. The table below presents the recommendations, along with their challenges and estimated cost of deploying them. 
	Recommendations
	Challenge in implementation
	Estimated Cost

	Unilever must be committed to promoting gender equality while encouraging diversity in the workplace. For instance, it can start a diversity campaign where it trains employees on how to act more inclusive in the workplace. 
	Employees coming from orthodox cultures may not agree on working in a culturally diversified environment. 
	Although the costs may vary, conducting a campaign at the global level should incur a minimum cost of £50,000, including training, development and an awareness program. 

	Unilever should start looking at the gaps between legal minimum wages and living wages are greatest. Then, they should effectively address the gap with stringent measures. 
	It is difficult to find the gap between the living and legal wage rates in developing nations. 
	There is no data available on how much capital is required to address the wage gap. An estimate is to have £100,000 spent on awareness and campaign programs. 

	Unilever has to immediately address the human rights issues for migrant workers, such as those taken in the palm oil sector, which can drive change at scale. Moreover, suppliers must be informed of conducting responsible recruitment by not accepting a fee for hiring an employee. 
	The hiring process in developing nations is not transparent. It is challenging to get real data on whether the employees are being ethically hired or paying the suppliers for the job. 
	£50,000 to conduct on-field research on whether the employees are responsibly hired and whether forced labour is involved. 

	Unilever must expand its safety for all women working in all key agricultural commodities and the entire supply chain network to reduce harassment at work. 
	The safety measures and their effectiveness are difficult to measure since there are no quantifiable ways of measuring its outcome. 
	Safety programs require continuous investment and would need a minimum spend of £20,000 per month.
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