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HRM plays a valuable role in enhancing organisational effectiveness.   Organisations core depends on knowledge, capability and motivation of the employees achieve strategic organisational objectives. In addition, the employment relationship and workforce capabilities ought to be aligned with organisational requirements. Human Resource managers are those who manage these. According to (Armstrong and Taylor, 2023), HRM has an integrated approach to employment, development and wellbeing of people in organizations.  Thus, measuring the effectiveness of HR managers can help boost the productivity of an organisation, improve employee engagement, and enhance the organisation's ability to adapt to change.

Some special HR functions are very important for an organization. Recruitment and selection help businesses attract and hire people with the right skills, knowledge and experience. Training and development is important because they help employees to enhance their existing or develop new competencies that may be required due to changing organizational circumstances. Performance management helps managers set standards and gives the mechanism through which employee contributions can be monitored and developed.  Employee relations are crucial HR functions. They deal with communication, employee voice, workplace conflict, justice or fairness and relationships between management and employees (Bratton and Gold, 2017). Interrelated functions. For example, the value of using talented recruitment will be limited eventually if organizations do not have training and development opportunities to later develop, motivate and keep the employees.

Yes, human resource practices do not operate independently; they operate in the context of the organisational environment. The organization culture, leadership, strategy, availability of financial resources and capabilities of the workforce are all internal influence the human resource manager must report to. Moreover, it is the manager’s task to ensure that external political, social, administrative, legal and economic do not affect normal behaviour. This task is complex when the company is a multinational organisation.

A PESTEL analysis of Unilever, a multinational consumer goods organization will be applied in this report to study the above issues. The report starts with a look at influences on organisations and the use and limitations of PESTLE. The report examines Unilever’s human resource practices. The effectiveness of human resource managers in facing difficulties is influenced by various countries and environmental factors, as the report has shown. The report ends by looking into the implications for the future of human resource management in a multinational organization.
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The efficient management of human resources is influenced by the internal and external environments. The organization’s strategy, leadership, culture, structure, financial resources, workforce characteristics, and technological capabilities together make up the internal factors which ultimately develop from within the organization. For example, if an organization is aiming to grow quickly in international markets, the HR manager must hire people quickly and get on the leadership pipeline in various markets. Nonetheless, a financial constraint may limit the budget for recruitment efforts, employee development programmes and remuneration, etc. The cultural climate of an organisation is very important as the HR policy can formally instruct employees on participation and inclusion, but managerial behaviour may reinforce or counteract those.

HR Managers do not have much control over external factors.  A framework which is extremely helpful in considering these influences is PESTLE. As per the Chartered Institute of Personnel and Development, PESTLE can identify external risks and opportunities and facilitate strategic decision-making, including workforce planning (CIPD, 2025). Government stability, taxation, trade policy and public policy examples of Political influences. Labour costs, inflation, exchange rates, economic growth and unemployment are economic factors.  Demographic trends, cultural expectations and changing attitudes towards employment are social factors. Different technological influences are automation, artificial intelligence and digitalisation. Policies regarding employment laws and legal regulations are legal factors. Occurrences of environmental impacts comprise climate change, sustainability expectations and pressures around responsible business practices.

PESTLE is helpful to HR managers and makes them systematically think about environmental developments – and not treat human resource decisions as purely ‘internal’ administrative matters. For instance, recruitment as well as pay levels are shaped by the economy. The unemployment rate affects the labour supply, while inflationary pressures affect employees’ wage expectations. Due to technological advancements, the nature of jobs, including their content and the skills required for them, may change. The shortage and surplus of skills necessitate human resource managers to redesign recruiting and learning strategies.  In the same way, workplace law may change and will need modifications to contracts, working-time arrangements, equality and diversity policies and employee relations procedures.

Nonetheless, PESTLE has its limitations. Since the model chiefly targets the external macro-environment, it offers little insight into the internal factors such as organisational culture, leadership quality, employee’s capabilities and internal politics. An overly descriptive analysis can also result in factors being identified without being assessed for their relevance. Also, environmental factors tend to overlap. For instance, the development of technologies such as artificial intelligence generates legal problems regarding employee data, social problems regarding job security, and economic problems regarding productivity. Thus, PESTLE merely provides a framework but not a detailed explanation of organisational effectiveness.
The strategic HRM argument posits that HR practices should show both an external and internal fit with organisational circumstances (Boxall and Purcell, 2016).   When managing HR well, managers convert pressures from the environment into practices appropriate to the organisation’s strategy, culture, resources and labour force. So, PESTLE is most valuable when it aids critical analysis rather than a checklist.
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Unilever makes a fitting choice as it works with employees and business operations in different countries. The company has four major business groups after demerger of ice cream business. Beauty & Wellbeing, Personal Care, Home Care and Foods are the four groups. Unilever, 2025 states that we sell products in approximately 190 countries and that the continuing organisation, (Unilever, 2026), employs about 96,000 people. The international HR policy, which is developed by the multinationals, which means that HR are expected to meet global standard organizational goals with local labour market differences. 

HR carries out a strategic function in this structure In 2026, Unilever company report shows that their HR function is seen as the function that develops capabilities, culture and organisational change. Specialist areas include talent, reward, learning, organisational development, people analytics, equity, diversity and inclusion, and employee health and wellbeing” (Unilever, 2026b). Recruitment process involves global and country-specific approaches including professional recruitment, graduate programmes and apprenticeships. Employees are provided with chances for learning, experience, and global mobility. As an illustration, the Future Leaders Programme has job rotations, as well as personal and functional learning (Unilever, 2026c).

The creation of an environment that enables high performance is at the centre of Performance Management at Unilever.  Employee relations also require a focus on well-being, inclusion, safety, business integrity and employee voice. These global principles may provide consistency, but it is not feasible to standardise HR implementation. This is because recruitment, pay, development and employment relationship must function within differing national legal, cultural and economic contexts.
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Political factors affect the functions of Unilever HR Managers. The business is operating in many countries that have different levels of government interference related to international trade.  The government could alter policies regarding taxes, immigration, trade relations, and the regulation of employment. The recruitment of employees and the activity location is influenced by this across establishments.  There may be limitations regarding global freedom of movement. The specialists’ employees across the country will be difficult to transfer by the HR Managers. Also, the political situation may threaten the lifetime safety of workers and workforce continuity. As a result, the global HR requires a strategic uniformity and location specificity that can.

Economic factors affect recruitment, reward and retention immediately. According to (Unilever ,2026), the company’s revenue was €50.5 billion in 2025 with an effect from currency of €1.1 billion. Such a variation illustrates the complicated economic issues faced by international firms. The cost that people have of living has gone up due to inflation.  Shortage of Labour Markets Can Increase Competition for Certain Skills. As a result, HR departments must make pay packages competitive while monitoring the costs to the organization. So, a conflict between employee demand and the financial performance of the company is created.  In nations grappling with high rates of inflation, an annual salary assessment may not be sufficient. However, in countries with white stable economies, awards may be better planned over longer periods. As a result, a global pay policy was unlikely to work.
Social factors result in greater complexity as employee expectations influenced by national and organisational culture. Different countries will have different attitudes towards hierarchy, individual responsibility, work-life balance, diversity and management authority. Studies on cross-cultural management reveal significant variation of national cultures in terms of individualism, power distance, and uncertainty avoidance (Hofstede et al., 2010). Unilever’s HR managers can expect a performance-management practice that promotes questioning managers to function differently across cultures. Cultures may respond favourably to recruitment messages that emphasise individual career achievement rather than approaches emphasising collective success.

Technological capabilities act as a key driver for the ways of managing human resources. The use of AI, People Analytics, Digital Recruitment System and Online Learning influence the speed and scope of human resource processes. When an organisation is running in international waters, technology can provide common systems of HR and provide information related to global workforce which influences the decision. Moreover, we can use technology for remote hiring and virtual education across distant locations.
However, digital transformation creates even more difficult challenges. Workers will need new skills, existing jobs will need to be redesigned while human resources managers will need to allay fears based on algorithmic decision-making, privacy and perhaps bias.  Thus, it makes training and reskilling extremely strategically important. Expectations from human resource managers have now gone beyond administering technology to administering technology’s impact on people and managing organizational change.

Legal issues are the most conspicuous reason why MNCs’ HR practices cannot be completely standardized. Employment law varies dramatically between countries when it comes to minimum wages, hours of work, dismissal, discrimination, collective representation, employee privacy and health and safety.  International principles are helpful: the ILO's MNE Declaration 2024. concerning employment, training, conditions of work and industrial relations for multinational enterprises (MNEs).  However, the HR managers should follow the specific legislation having application in each of the countries.

Human resources are also impacted by environment forces. The operations or corporate responsibility departments don’t only deal with climate change and sustainability.  It may impact staff skills, corporate message, employment structure and worker standards. For instance, regulators, customers, shareholders and employees are all putting pressure on Unilever to conduct its business responsibly. HR may recruit employees with sustainability expertise; additionally, they should include environmental competencies in training and leadership development programmes. Topics On Extreme weather occurrences can effect on employee safety and business continuity for firms operating from vulnerable locations.

Consequently, the PESTLE analysis demonstrates that the Unilever HR managers function at various countries’ strategic-environmental interphase. Nonetheless, the impact is also altered by internal aspects. Restructuring Unilever organization, leadership priorities, money, culture and technology will affect how HR will be able to respond to pressures in the environment. By the year 2025, the company has directed its strategy on becoming a faster, simpler, more technology-based organization having high performance culture (Unilever, 2026).  When priorities enhance efficiency, people-relations problems can arise where the uncertainties inherent in the organisational change process and job redesign affect people.

These tensions have a great degree of intensity because of dissimilarity in countries. An economically attractive recruitment strategy in India may not be so in the UK because of differences in salary expectations, the available skills, and labour-market institutions of the two countries. In the same way, rules on employees’ consultation, termination procedures and working-time protection vary between jurisdictions. 
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According to Syed and others (2018) the HR managers’ contribution to organisational effectiveness is recruitment and selection, training and development, performance management and employee relations. As this report illustrates with many practical examples, these internal functions can improve organisational performance. The competencies of the HR manager alone does not determine the quality of these activities. Instead, it is intimately connected with the circumstances in which the HR manager functions. 
PESTLE is a valuable instrument for HR professionals, allowing identification of external forces, which helps recognize environmental opportunities and risks. Acknowledging the restrictions of PESTLE is important as it does not sufficiently assess the internal organisational conditions. Analysis of importance and interrelation of emerged factors after factors is essential otherwise the manager’s analysis can be mere description.
Ensuring human resource management in numerous countries is not an easy task for multinational companies such as Unilever. HR operations are successful in ensuring the growth of shared organizational values, talents and performance. At the same time, these operations can respond to variances in national characteristics, employment legislation, labour markets, economic conditions and so on. The success of HR in this regard will largely be dependent on the capacity to reconcile global integration .
As we look ahead, it is likely that this balancing act will grow in importance. Innovations and upheaval are transforming work and the workplaces of the future; it states the experts and stakes-ups in this sector. In the future, HR managers will need to be equipped with skills for environmental scanning, among others. An effective global HR manager is likely to be a more strategic adviser, a less administrator of employment policies, able to interpret environmental change and translate it into sustainable people practices. Businesses that build this capability will have a greater chance to attract, develop and retain their employees and adapt successfully to a complex global business environment.
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