Module: Principles of Human Resource Management
Programme: BA (Hons) Business Management
Module Code: LCBB5012
Student Name: Muhammad Shakil
Student ID: 2416380



1. Introduction
Role of HRM in a Global Business
Human Resource Management plays a significant part in the management of people in a multinational organisation that can span across countries, culture and working conditions. HR activities including recruitment, training and development, performance management and employee relations enable organisations to recruit the right employees, develop employee skills, assess employee performance and ensure fair employee relations. Strategic HRM is particularly significant because the management of people needs to be aligned with long-term organisational objectives, not just address the day-to-day staffing needs (CIPD, 2025).
Why is Unilever Relevant?
This report is about Unilever PLC, which is a global consumer goods organisation having products marketed in various international markets. Unilever is an appropriate organisation to be used in this report as it is located in an industry that is constantly evolving with regards to customer needs, labour markets, sustainability demands, and technology. It has personnel working in all the departments namely office, factory, supply chain, sales, marketing, and research, making people management crucial for innovation, productivity, and business performance (Unilever PLC, 2026).
Purpose and Structure of the Report
This report has applied PESTLE model to analyse the impact of external environment on the effectiveness of HR managers at Unilever. Various factors including political, economical, social, technological, legal and environmental factors may influence the design and implementation of HR policies. The above are particularly relevant with a multinational organisation as employment conditions, workplace culture, regulation and workforce expectations may vary from country to country. New skills are also in demand, such as analytical thinking, technological literacy, creativity, resilience and adaptability (World Economic Forum, 2025).
Firstly, the internal and external environment will be explained and the value of PESTLE. It will then present Unilever's HR context after which it will apply PESTLE model to analyse the impact of the environmental factors on recruitment, training and development, performance management and employee relations.
2. Internal and External Environment
Understanding the Business Environment
The business environment comprises of the factors which influence the functioning and decision making of an organisation. Internal Factors are those that originate within the organisation and include leadership style, organisational culture, employee skills, communication, structure and resources. These factors impact the implementation of HR policies as well as the employee's attitude towards change. External factors are those factors which are external to the organisation and comprise economic pressure, social expectation, technology, employment law, political change and environmental responsibility. HR professionals in Unilever must be aware of both internal and external factors that impact HR decisions as it is not just a matter of one country, one market and one culture (Deloitte, 2024).
Usefulness of PESTLE for HRM
PESTLE is useful because it gives a framework of how to study the external environment. It breaks down the larger business environment into political, economic, social, technological, legal and environmental factors. This can assist HR managers in determining which external factors might impact on recruitment, training, employee relations and workforce planning. This is significant for Unilever because HR decisions may vary depending on government policy, wage expectations, shifting employee values, technology use and legal requirements or sustainability demands, among others, in different countries. PESTLE enables managers to not see HR as a standalone process but as part of the broader business landscape (BCS, 2024).
PESTLE Factors and People Management
The impact of each PESTLE factor on HR may vary. Employment contracts, worker rights, trade union relations and adherence to local labour laws could be impacted by political and legal considerations. Pay and benefits, recruitment budgets and employee retention may be influenced by economic factors, as employees may be comparing opportunities across employers. Social factors may impact on employee expectations of wellbeing, inclusion, flexible working and work-life balance. Technological influences impact the abilities of employees, particularly in the context of digitalization and automation altering how work is performed. Factors outside of the organization can also impact HR, as workers may require training and engagement on sustainability goals and responsible business practices (PwC, 2024).
Limitations of PESTLE
While PESTLE is helpful, it has its constraints as well. It primarily focuses on external factors and may not adequately address internal HR challenges like inadequate leadership, communication problems, and low employee motivation or trust. It also can get too descriptive when the factors are only enumerated without an explanation of how they affect the phenomena. The other disadvantage is that PESTLE does not provide managers with direct information on what to do. HR managers have to make decisions and use their own judgement about which factors are most important and how policies should be adjusted. This is relevant as HR professionals often face multiple priorities simultaneously, such as learning and development, talent management, rewards, and HR technology (Gartner, 2024).
Link to Key HR Functions
The PESTLE model is related to key HR functions. Labour-market conditions, pay expectations and available skills in various countries affect recruitment. Technology and sustainability and changing job requirements have an impact on training and development. Business targets, employee expectations, and the desire to fairly measure contribution impact performance management. Legal, cultural, wellbeing and communication between management and employees all have an impact on employee relations. There is also a strong focus on work-life balance and working-time arrangements which can impact employee wellbeing, productivity and retention. This implies that HR professionals at Unilever must develop people policies that are sensitive towards the demands of the business and the expectations of the local workforce (ILO, 2022).
3. Organisation Application
Unilever as a Global Employer
Unilever PLC is a global consumer goods company whose brands span the personal care, home care, nutrition and ice cream divisions. It has a number of offices, factories, research teams, marketing, sales and supply chain operations in many international markets; therefore, it requires different skills in different offices. The relevance of HR management in Unilever is due to the company's worldwide operations, where it has to balance business priorities and meet the needs of local people.
Recruitment and Talent Development
Unilever recruitment must be able to adapt to the fast-moving consumer goods industry. The organisation needs individuals who have commercial awareness, creativity, digital confidence and an ability to work across cultures. In fact, its early careers and graduate programmes reveal that Unilever has ongoing mechanisms in place to introduce new talent to the business and nurture potential leaders. This helps with the long-term planning of its workforce, as the organisation should have employees that can be developed over time to take up management positions or specialist roles (Unilever Careers, 2026).
Performance and Employee Relations
Training and development is important as Unilever's employees are working in various functions and countries. Development needs can include leadership, digital skills, sustainability, safety, customer understanding and innovation. Performance management is also required to ensure that staff members are aware of the expectations of the business and how their work fits into the organisation's objectives. The performance expectations of a multinational must be well defined, and able to accommodate various job roles across various countries (Unilever PLC, 2025).
Employee relations are significant as Unilever are operating in various legal systems, culture and employment arrangements. HR managers should ensure that the workforce are treated fairly, that they are well, and that they have the respect of communicating with them about their rights. Unilever's report on human rights and responsible business reveals that it pays attention to employee welfare, dignity, and fair working practices, which form a crucial component of the management of human resources (Unilever PLC, 2024a).
4. Application of the PESTLE Model
Political Factors
Political considerations are relevant to Unilever, as they have operations in a large number of countries and are subject to the requirements of the governments in those countries, the rules on trade and the expectations of responsible business. This can impact HR managers in designing employment policies for various markets. A key one is the rise of political interest in human rights and supply chain responsibility. The EU Corporate Sustainability Due Diligence Directive obligates large companies to take responsibility for human rights and environmental risks in their activities and value chains. This has an impact on HR, as Unilever is seeking HR policies that will contribute to fair working practices, responsible sourcing and ethical working practices across countries (European Commission, 2024).
Economic Factors
Economic factors have an impact on Unilever HR Managers since they have to manage people in various labour markets. Inflation, wage pressure and economic growth slowdown can impact employee expectations and recruitment expenses and retention. In countries where cost of living increases, workers may demand higher wages, fringe benefits or job security. This can make HR planning more difficult, as Unilever must maintain its competitiveness as an employer while at the same time keeping employment costs under control. Labour market challenges such as slow employment growth and persistent inequalities can impact the ability of organisations to recruit and retain workers in various regions (ILO, 2025).
The economic situation also has an impact on training & performance management. Where the business is under cost pressure, HR managers might need to ensure that learning programmes are targeted to those skills which directly impact on productivity and business performance. This implies that training decisions should be related to employee development and organisational needs.
Social Factors
Social factors are important as different countries and generations have different expectations of employees. They can count on having better wellbeing support, inclusion, flexibility, career development and a workplace culture that makes them feel respected. This translates to HR managers in a global business like Unilever creating people practices that are effective in various cultures and still promote fairness and belonging.
Social expectations impact recruitment as candidates may not only be judging Unilever on pay, but on values, inclusion and career opportunities. Additionally, they impact employee relations as it's more probable that employees will voice concerns when they feel unsupported or excluded. The development of inclusive workplaces can contribute to recruiting and retaining talent, wellbeing and effective collaboration (CIPD, 2024).
Technological Factors
Technological factors impact Unilever as the company's various operations rely on digital systems in marketing, research, supply chain and manufacturing and office work. While technology can make things faster and more effective in decision making, it can also alter the skill set of the employees. This puts pressure on HR managers to hire individuals who have higher digital quotient and to train the employees. Workforce requirements are shifting across a variety of sectors owing to the advent of generative AI, automation, and data-driven systems, leading large employers to invest in closing these skill gaps through reskilling and upskilling (McKinsey & Company, 2024).
Performance management is also impacted by technology as it can be used to monitor work, analyse productivity and provide employee development. HR professionals should ensure, though, that technology is applied equitably and it doesn't lead to excessive monitoring of employees. That for Unilever, it is not about merely managing performance with digital systems but also support employees. Technology can be used to enhance efficiency and confidence when the employees are properly trained. Weak training can result in stress and less engagement with technology.
Legal Factors
The legal aspects are significant as Unilever have many countries with varied employment legislation, data-protection regulations and worker rights. HR managers need to ensure that recruitment, contracts, working hours, equality, disciplinary procedures and employee records comply with local laws. The complexity of HR is increased by the fact that things which might work in one country may require adaptation in another.
In the modern HR, data protection matters also. Personal data can be included in recruitment systems, employee records, performance data and wellbeing information. The Information Commissioner's Office provides guidance for employers on how to manage information relating to employment, such as recruitment and selection and worker information (Information Commissioner's Office, 2023). For Unilever, this indicates that HR managers have to safeguard employee data and be responsible with HR technology. Compliance with the law helps ensure that workers are trusted and minimizes the possibility of a dispute or bad image.
Environmental Factors
Environmental factors are relevant for Unilever as the company has robust public commitments in relation to climate, emissions and sustainable business. These commitments impact on HR as employees must be aware of the link between sustainability and their work. For instance, the supply chain, manufacturing and procurement and marketing workers might require training on responsible sourcing, waste minimization, packaging, emissions and sustainable product claims.
The new Climate Transition Action Plan outlines Unilever's climate commitments and actions, including those related to emissions reductions and business transformation (Unilever PLC, 2024b). HR managers have their part to play by encouraging employees to acquire the necessary skills and behaviours for a more sustainable organisation. There is also an impact of the environment on the recruitment process – for some candidates, employers that demonstrate a strong commitment to sustainability may be a desirable choice. Overall, environment plays a wider role in HR effectiveness in comparison to the staffing, and HR also influences culture, training and commitment of employees to responsible business.
5. Conclusion
Key Findings
It is evident that both the internal and external environment has an impact on the effectiveness of HR managers at Unilever PLC. As a multinational organisation that deals with consumer goods, Unilever requires HR practices that will be effective in multiple countries, cultures, labour markets and legal systems. This complicates people management as recruitment, training and development, people performance management and employee relations are not the same in each market.
The PESTLE analysis reveals that the political, economic and social environment has an impact on the way that Unilever manages its workforce. Due to political pressure on responsible business and human rights, HR managers are required to promote fair labor standards and ethical working practices. Economic conditions impact recruitment, pay expectations and retention, particularly when employees are encountering increasing cost of living. But social expectations also play a role as employees want to be included, feel well, are flexible and can develop their careers.
Future HR Priorities
Important HR challenges are also brought about by technological, legal and environmental factors. The skills required by employees are changing due to technology, training and development should support confidence and capability with digital. HR managers must comply with local employment laws and safeguard employee information. HR also needs to help understand sustainability goals and responsible ways of working because of the environmental pressures.
Managers of HR at Unilever will have to find a balance between the consistency of global operations and the flexibility of local operations in the future. Requirements for employees, their expectations, legal responsibilities and cultural factors can vary from country to country, as a result of which a single approach might not work. Planning, training employees, ensuring fair treatment and ensuring that HR policies align with Unilever's broader business objectives will be crucial to effective HR management.
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