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[bookmark: _Toc7615311]Executive Summary

This case study intends to examine Unilever and the potential advantages of training, further development, and regular evaluation of their female employees. We will assess the potential benefits through various methods of personalised performance supervision. The tools used by Unilever to spot gaps and plan for succession shall undergo an appraisal to determine if they are fit for purpose.
The needs and expectations of a fictional Unilever employee are identified and prospectively planned for.



[bookmark: _Toc7615312]Introduction
This case study intends to examine Unilever and the potential advantages of training, further development, and regular evaluation of their female employees. We will assess the potential benefits through various methods of personalised performance supervision. The tools used by Unilever to spot gaps and plan for succession shall undergo an appraisal to determine if they are fit for purpose.
A plan for the needs and expectations of a fictional Unilever employee is made after a skills gap was recognised.

Included in part one is several potential benefits to both women and the organisation. Additional to the discussion are techniques for providing balanced and unbiased evaluations; communicating performance evaluation, including the value of nondisclosure; different learning styles; the diversity of educational experience and further developmental probabilities provided by Unilever HR; followed by career development strategies (including the broader implications of sustainability).

In part two critical evaluation of whether or not Unilever have the right vehicles to satisfy the individual development insufficiencies of women is explained. Furthermore, a look at the support in place; an examination of employee expectancies and prerequisites; the management of performance and succession planning.

The human resources service at Unilever maintains the welfare of around 168,000 employees worldwide. Unilever says they feel strongly about human rights and as such have dedicated resources to empower five million females through changing mindsets and stereotypes by 2020.

For the sustainability of Unilever, personal and professional progression for individuals is developed and maintained through the use of thoughtfully prepared development vehicles. When individual female employee developmental needs and expectations become known, personalised development plans pave the way to achieving greater professional opportunity.
[bookmark: _Toc7615313]About Unilever
The establishment of Unilever came on 2nd September 1929 through the merger of Lever Brothers and Margarine Unie (Unilever, 2019). From that time up until the 1990s, their main focus was purely expansion, acquisitions, and research into new technologies and products. The year 1995 saw the beginnings of a more sustainable organisation in response to increasing environmental impacts and end-user objections (Unilever, 2019). 

In the ten years preceding the year 2000, both the Chairman and the Chief Executive Officer of Unilever, who have each served the company for thirty-five years, stepped down from their positions, a signal of the tide of change ahead. In order to grow many acquisitions are sold off to streamline and refocus the company. The focus now is sustainability, with an aspiration to reduce environmental consequences while doubling business (Unilever, 2019).
[bookmark: _Toc7615314]First Level of Appraisal
The first level of appraisal is the selection process for the various interview stages. Annually, approximately 1.8 million people across the globe apply for positions at Unilever. This number gets reduced to around 3,500 for interviews. Of this only 800 earn a much-coveted face to face interview. Our chief HR Officer and Leadership Executive Leena Nair, highlights the company policy on gender diversity, explaining how we have used new technologies to simplify our recruitment process saving 100,000 staff hours of interviewing time (Bhattacharyya, 2018). We follow the trail of vast amounts of our HR associated knowledge to enable us to gain an appreciation of our personnel to a higher standard.

Designed with graduates in mind, our online digital process analyses applicants giving feedback along the way. Our HR department receives over 250,000 graduate 
[image: ]
Fig. 1
Author Adapted from: Interview Guide https://www.unilever.com/Images/interview-guide_tcm244-529589_1_en.pdf

[bookmark: _Toc7615315]Interview Fundamental Powers

applications each year (Unilever, 2016). The new process is completed in four stages  beginning with a quick application form interlinked to LinkedIn, followed by a dozen online games (Pymetrics, 2018); then an online video interview (Fig.1) (Hire Vue, 2018); for the qualifying few, a day of varied exercises at the Unilever Discovery Centre (Unilever, 2019) hopefully leading to a job offer and acceptance.

Giving the applicant a pragmatic perspective of the position on offer at each stage of the interviewing process drives home what it is that they are letting themselves in for, allowing them to withdraw themselves from the process if they discover they are not the right candidate for the job (Fig.2).

[bookmark: _Toc7615316]Gender Equality
In 2016 our human resources service maintained the welfare of around 169,000 employees worldwide (Unilever, 2016). Unilever has won awards for being considerate employers. To maintain our advantage, we are always on the lookout for highly ambitious people who are not afraid of change (Saunders, 2015) (Unilever, no date) (Unilever, 2019). As part of the sustainability effort, we are creating more opportunities for women across the globe. 

At face value, Unilever appears to be driving their policy on gender equality forward for the good of the women, and this is probably partly true. However, there is an ‘undercurrent’ active business element to the drive as well. On the economic world stage, it is common knowledge that gender bias in the workplace is causing a lack of diversity in the higher level traditionally male-dominated roles.

When discussing the global problem of gender inequality, we do not just examine allowing females an equal chance to participate economically; by working and having more say in the family finances. We also include the right to educational attainment, i.e. a decent standard of education for all; well-being and survival, i.e. access to adequate services for all-round physical and mental health; increased involvement in legislative service and political empowerment. Growing evidence demonstrates that not allowing these changes to take place in our societies on a global level is to deprive many economies of substantial financial gains. As described by Hampel-Milagrosa (2010), in many parts of Africa women face financial barriers, mostly cultural, to gaining a reliable income because of bias costing the region many billions in missed opportunities.  

The Sustainable Living Plan (USLP) offers women increased chances; to rise to key management positions by giving them employment at all levels of the organisation; offering microentrepreneurial opportunities (Hopkins and Aman, 2017 p. 310) (Unilever, 2019 p.27), protecting their rights and safety, providing ongoing training, and actively working on dispelling harmful stereotypes. 

As a matter of priority, Unilever calls on public and private businesses, governments, and the broader community to do the same; by updating their gender policies regularly, continuing to protect women's rights and enabling personal and professional development. This, as far as Unilever are concerned, should not be unusual, but the standard (Unilever, 2019, p. 5).

Maslow's theory encompasses much of the above in that he believes in the process of meeting the primary requirements of people (ROUSE and Kimberly, 2004). His process begins with the most basic of needs and ascends a scale until a form of self-materialisation is realised. The sustainability plan opens a chance for women lives to be touched, for their needs to be met on many different levels according to their motivation to succeed.

[image: ]
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Adapted by Author from: Interview Guide https://www.unilever.com/Images/interview-guide_tcm244-529589_1_en.pdf
  
Fig. 2

[bookmark: _Toc7615318]Possible Organisational and Personal Rewards

The purpose of the individual development of women at Unilever is to give guidance concerning the fulfilment of their short-term and long-term goals (Fig.7). Whether in a new role or a position held for years, it is crucial to train female newcomers and experienced workers alike to be able to do their job to the highest standard. 

Many view workplace training as an extra cost to the organisation when in fact it is becoming more accepted as a necessary expenditure (Maund, 2018). To achieve their professional goals, women must be open to continuous learning.   Personal development enables individuals associated with Unilever to discover a deeper understanding of themselves, their role in the workplace and the extended community. As explored by Holton and Dent (2016 pp. 551-553) support from internal networks and senior level management help women recognise their strengths. Women must have a willingness to improve on their weaknesses, be proactive, build a customised plan for improvement to prepare for successful progression (company progression Fig.).

Entwined in programmes put in place to support the growth of women is a large part of our strategy to promote business development sustainably, from the operational level of the business, i.e. apprenticeship training, on-the-job training, through to the strategic level, i.e. directors and chief executive officers (Careers, 2018).  In a promotional video aimed at career women (Unilever, 2016), it was clear that each woman featured had a sense of accomplishment, developed after utilising the opportunity to investigate areas of self-development. Personal and professional potential increases, fulfilment in life becoming more of a reality.

From an internal point of view, developing and promoting individuals from within the organisation boost confidence and supports a decrease in staff turnover (Buyar, 2015): ambitious members of staff recognise there is scope for progression within the organisation including compensation for working hard (Unilever, 2017, p. 15). Internal development and promotion promote concatenation of the day to day business functions, operations and procedures. The internal transition from one job to another by an individual who is familiar with the organisation costs the company less as a result of the reduced downtime and related administration (Rao, 2016, p. 133). However, not all companies foster this traditional way of encouraging individuals to remain loyal by building extended careers within one organisation (Sullivan and Carden and Martin, 1998).Source: https://www.unilever.com/Images/interview-guide_tcm244-529589_1_en.pdf
  
Fig. 2


Internal hiring could also act as a negative. The promotion of an individual over one of the other members of their team provides the ability to create contention amongst the employees that could affect the atmosphere in the workplace. In an innovative company like Unilever stagnation is not an option. Unilever is a global company that counts their people as part of their competitive advantage (citation). The unlimited possibilities for growth at Unilever generate innovative intrapreneurship. The fluid nature of peoples working lives creates a challenge for our organisation when preparing for succession or upward appraisals (Baruch and Peiperl, 2000).

With regards to stagnation, providing that Unilever, the entire organisation, were not open to change it would leave us at a competitive disadvantage. Engaging in employment with us openly encourages employees to embrace our culture of innovation, intrapreneurship and entrepreneurship. That is why we at Unilever endeavour to employ peoples from all backgrounds, ages and ethnicities. We view this as part of our competitive advantage, to bring different ways of thinking into the business. We estimate that by 2020 up to 60% of our employees are likely to be Millenials. Our workforce crosses age 18 up to 70 plus (Fig.3) which is why we have and will continue to revise our HR plans and procedures in an attempt to be active [image: ]on many levels (Unilever, 2019).Source: Unilever HR Metrics https://www.unilever.com/Images/unilever-hr-metrics_tcm244-523214_en.pdf



Fig. 3



[bookmark: _Toc7615319]NEW HIRE CHECKLIST
There are many considerations at hand when hiring new people. To avoid having too great a turnover of new staff members the hiring and onboarding process should work together very closely. Below (Fig. 4) is just one small example of what the first few weeks (Familiarisation Period) with Unilever should look and feel like.

	[bookmark: _Toc7615320]Familiarisation Period
	

	Week One
	Make enthusiastic introductions to the team.
Make introductions to appropriate stakeholders.
Tour of workspace including positive reinforcement of office culture  
Secure the correct equipment.
Collect company identification from security.
Hold a one-on-one meeting to clarify questions the new employee may have.
Go over role obligations and team structure.
Give every new employee 'OnboardingU' session invitation.

	Week Two
	Verify new employee has full access to My Learning (online onboarding portal) where automatically allotted routes to learning about Unilever are accessed - all lessons preferably concluded within three months.

	By First Month End
	In preparation for annual performance and development planning set three essential professional plan aims, plus an additional development plan aim.
Make arrangements for relevant operative training.
Continued assistance and informal meetings to ensure onboarding is going to plan.



Adapted by Author: Line Manager – Hire Date
https://www.unilever.com/Images/line-manager---hire-date_tcm244-529591_1_en.pdf

Fig. 4
Fig. 5

[bookmark: _Toc7615321]Constructing an Employee Evaluation Policy 

The central purpose of implementing the evaluations policy for the employees at Unilever is to examine their capabilities and probable scope for development. Evaluation begins when a person applies to become part of the organisation. Ongoing evaluations serve both parties.

Evaluations highlight negotiation points; we draw on these points to advance workplace accomplishment in our employees. Deficiencies and strengths go through analysis in a bid to improve job performance. As mentioned before, in the first form of this process, Unilever uses pymetrics algorithms (pymetrics, 2018) to match prospective recruits to job vacancies. Which means that candidates face no bias in the beginning phase (job application) of selection, leading to a more diverse workforce (Feloni, 2017).

A commonly accepted root of balanced and unbiased evaluations should be established using the full understanding of boundaries set utilising contemporaneous detailed job specifications: which are accurately representative of the duties and responsibilities employees are required to perform: coupled with clearly expressed definitions pertaining to conditions and criteria which are applied to appraise performance.

In practice, specifications are formed to create a balance amidst workers doing the same or similar roles, presenting a general agreement and form of motivation among employees and their superiors. Whereas in reality studies have shown that not everyone in the workplace experiences equal treatment. The note-taking and record keeping of those in control of the evaluation is often plagued by known or unconscious stereotyping (Biernat and Fuegen and Kobrynowicz, 2010), resulting in ineptitude acknowledgement in fewer occurrences involving white males than in blacks or women.
Non-specific performance evaluation tools operate using generalised non-exclusive criteria which is often unreasonable according to the workers. Preferable to this organisation and the personnel are evaluation tools modified in consideration of actual work patterns and expectancies we have of them in our day-to-day business. The Unilever Learning Academy (2011) allows employees to be part of the global organisation all in one place. It is a virtual classroom granting access to diverse cultures and opinions, coupled with educational experiences according to a person’s organisational position.

After training, comes the evaluations. According to Kirkpatrick (La Duke, 2017) there are four levels of evaluation. Reaction evaluation is the first level. It measures invaluable feedback via a questionnaire asking how the employee feels about the training provided and the guidance they received. The questionnaire signals the participant's view of the learning methods used.

Level two is the Learning evaluation, intended to investigate what new abilities the employee has gained from the training. The investigation usually comes in the form of a discussion or test. This level of evaluation detects the shift in understanding of the learner and the skill level and delivery of the course tutor.

Behaviour evaluation (level three) is a little more involved and reviews newly gained abilities whereas level four (results) reveals how these updated abilities are put into practice.

[bookmark: _Toc7615322]The Report
When designing our processes for evaluation, who will do the appraising is a significant point to determine. At Unilever, appraisals with line managers take place yearly and mid-yearly.  Employees have full access to their evaluation dossier as personal development is instituted in the first three months of onboarding. Employees seem to comply with requests made in order to implement existing measures. To encourage full participation standards are transparent, logical, and measured (Frixou, and Charalambous, 2016 p. 360). Without co-operation initiatives such as Balanced Scorecard (Clement and Kieth, 2009) will not experience success.
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Source: https://slideplayer.com/slide/8977925/Fig. 5



A typical shortcoming of performance evaluation appears when appraisers do not prepare between the periods of evaluation. Not recording considerations, observations, or conclusions throughout the year or quarter results in an inexact representation of employee performance. Worst case scenario, the absence of sufficient objective data refuting an intention to discriminate against protected group employees could lead to employers such as ourselves, going through the courts for acting in an unfair manner as described by Kleiman and Durham (1981). Performance needs to be evidenced within a reliable process to be fair and consistent with all employees (Rothwell, 2010, p.177-193).

Underperformance should be discussed forthwith and not left until the next review. Although maybe a little uncomfortable to bring up, will assist our employees in preparing for a fairer more accurate upcoming review. For the sake of fairness, the varied evaluation avenues ought to enhance accuracy and decrease prejudice, notification of who is eligible to contribute information to the review, and only those with sufficient understanding and first-hand involvement can deliver a reasonable assessment.

Contrary to popular belief neither Unilever or any other business is legally bound to provide or offer workplace appraisals. That said, in the areas of recruiting and selecting; keeping track of progress in all areas of the job role; employee well-being; and employment history - includes digital records also certain manual papers/ documents stored in a controlled manner. These four codes of practice were created to assist employers in compliance with the Data Protection Act 1998, which is in place to create and promote a framework for fairness in the workplace; giving people more control over their online information with the much-needed upgrade which came in the form of the Data Protection Act 2018 (Department for Digital, Culture Media & Sport, 2018).  Likewise, guidelines for employers were put together by unions such as Unison, (2017) and advisory bodies such as Acas (2006).

From an organisational perspective, the strategy for further development begins with goal setting in the onboarding process. Employees are expected to take time to reflect on personal strengths and weaknesses. Consider using tools such as Edgar Schein's Career Anchors (Yarnall. J, 1998) or Holland's Theory of Career Development (citation) to assist in the decision-making process. Be specific about what is wanted. With our help (managers and HR team) give yourself measurable, attainable targets, nobody likes to fail. Without a realistic measure, discouragement can set in. Write down these thoughts, then set timed goals for progression toward the ideal position. 


[image: ]Fig. 6






Over time with age and experience, the plan will change given that life changes. Be continually gathering information pertaining to the goal; keep up to date with industry changes. At Unilever, we encourage mentorship. A mentor is customarily a person senior in industry years who can offer intangible and tacit knowledge not commonly available. They can provide opportunities to open doors or short-cuts in the usual progression cycle.
An action plan put together for the accomplishment of intended achievements in our careers was deemed almost the sole responsibility of the employer in the past; the modern view is more reliant upon the efforts of the individual to take control of their future, to decide what signifies a  gratified successful career for them. At Unilever, it is possible to join the company as an apprentice then progress onto being a valued colleague. Through our many employment possibilities, regular reviews, goal setting, and mentoring according to a personal career strategy which is openly available to all.

Continually working with a view to succession, a strong individual plan includes goals for improvement of quality and output in the current position held plus a view to the next possible position. An ambitious employee is always ready to take part in further training for the development of skills.



[bookmark: _Toc7615324]Framework for Assessing Development
All applications for Unilever programmes begin with a form submitted online. Regardless of age or experience, each applicant is expected to have some knowledge of the Unilever operations and brands. Attending the assessment centre allows both future employees and us as employers access to more information about one another. Participation exercises are designed to give insight into our organisational culture at the same time allowing prospective managers an opportunity to assess prospective employees and apprentice’s potential. 

Our Future Leaders Program (Unilever, 2019) is built to attract the best with a competitive compensation plan starting at £32,000 (re-examined yearly), personal and business performance bonus, joining bonus, shares scheme, access to interest-free loans and relocation support between deployments added. 

Developmentally we expect our leaders to take on responsibilities and learning opportunities right away, applying the 70-20-10 Model; meaning that 70% of new knowledge will come from on-the-job observations; interactions with colleagues throughout the organisation will account for 20%; the remaining 10% will come from regular training. If so desired through management HR can also offer support in gaining various qualifications.

Ongoing components of personal development in this organisation are systemised as part of our culture; we set clear expectations, track performance, request feedback from staff and managers; analyse business strategies, perform regular company-wide work and task analysis, give advice on development plans, put together focus groups, and support mentoring and coaching as standard.

There are also opportunities globally in all departments at the MBA level (Our Unilever, 2013). Management positions are regularly posted on the Unilever website as well as on appropriate job spaces where graduates and alumni of business schools and universities have access as an encouragement to choose Unilever as the place to continue their learning and progression. For the more established in their career pathway, there are senior management and director level openings available around the world.
[bookmark: _Toc7615325]Different Ways of Learning
Learning styles present differently in each one of us. Knowing and understanding the learning style of the individuals within Unilever is crucial when allocating tasks/ projects and assisting with progression planning. A persons’ learning style is an indication of their approach to learning, their strengths, and their weaknesses. When we learn what our preferred learning styles are it can help us to make greater achievements in our private and professional lives.

Acquiring a quantitative understanding is a cognitive process. It could be said that a quantitative understanding applied in the workplace is the degree of mathematical competence, knowledge, and skills utilised to implement mathematical elements to; interpret (in human resources and supply chain), predict (in finance, research and development) and moderate (in customer services) everyday workplace occurrences. The application of appropriate methods of inquiry and use of mathematical concepts including calculations, not just in the mathematical sense but also the weighing up of and interpreting information reveals good quantitative knowledge.

Qualitative learning is revealed through broad-gauged thoughts and opinions. To collect these individual in-depth thought methods vary drawing on unstructured or semi-structured techniques. Owing to the many different ways in which it can be translated in the workplace (in human resources for example), qualitative data usually provides answers to why what or how questions which are sometimes more difficult to interpret than the more subject precise quantitative data. A selection of conventional methods for furthering qualitative understanding includes focus groups (group discussions), individual interviews, and participation/observations.
[bookmark: _Toc7615326]Support Structures
Weak support structures will restrict the ability to react to change in the organisation; therefore, we are on target to achieve the Unilever commitment of developing female involvement in the economy. We endeavour to provide relevant training to women at every level of the business - from small agricultural holdings to the boardroom. We make it our business to know who needs what training.

Again, it is my view that women are being used to distribute westernised products in rural areas under the guise of 'women's empowerment'. In the name of education and training, as shown in the article ‘Enhancing women’s access to training & skill’ (amongst others) (Unilever, 2019). Such actions are prompting an increase in the retail value chain (as shown in the booklet Unilever, no date, p13).

The more ambitious employees of this organisation will be looking for personal development and career growth when they become part of the team. Unilever development is open-ended educational advancement of knowledge and skills for current and succeeding jobs. It is intended to guide our employees on how to navigate upwards in the organisation by upskilling them in preparation for higher level positions.

The Unilever support structure works with managers and their subordinates to make assessments and provide relevant training. Beginning, as mentioned before with orientation (onboarding), a process now recognised as valuable in reducing turnover rates (Cable, 2013). Another case for training comes when there has been a significant change in the job role as in the instance where strategic or technical changes have occurred as described by Holbeche (2009, pp. 421-423) by way of a list of ways the human resources department plays a role in the strategic planning of staff development.

The Unilever support structure for talent management (Fig.5) and development works with managers and their subordinates to make assessments and provide relevant training both digitally (with the assistance of HR applications such as PeopleSoft) and in group settings. Another case for training comes when there has been a significant change in the job role as in the instance where strategic or technical changes have occurred as described by Holbeche (2009) pp 421-423 by way of a list of ways the human resources department plays a role in the strategic planning of staff development.

Another side of this structure is the compensation and rewards package, readily accessed through what we call our 'total rewards portal'. It shows employees their earnings, possible bonuses and related details. The portal also records feedback to ascertain what are the most appreciated applications to our users (Conduent human resource service, 2017).


[bookmark: _Toc7615327]Company Succession Plan Considerations



As a means for filling in gaps in case of emergency, an Emergency Succession Plan or Replacement Plan should also be written separately to create awareness and preparedness for sudden changes in senior leadership (Futterman, 2018) 



	
Proposal for Succession

	
Position:

Nominee:
	

	How assured are you of the nominees' talent to succeed in the intended position following development in desired areas?   
	Not at this time

	Negative
	Somewhat
	Reasonably
	Totally
	

	How long until this nominee is ready for the position?
	Not at this time


	Immediately
	Within 1-3 years
	Within 3-5 years
	Over 5 years
	


Author Developed



[image: ]Author Developed
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[bookmark: _Toc7615329] Career Succession Plan:  Irene Burk
Fig. 7

[image: ]continued…
Fig. 7
Author Developed

[bookmark: _Toc7615330]Conclusion
Looking at Human Resources in this manner was entirely new to me.
I now recognise the importance of the HR department and the delivery of essential services; working closely with executives to ensure that the department functions effectively and efficiently; working in tandem to make sure every person in the organisation feel supported whilst the department itself progresses and flourishes.

I recognise that communication is key to excellent Human Resources practices, that HR cover a vast amount of functional areas and can have responsibilities in just as many. I also recognise that this assignment is somewhat descriptive as it has been written from the outside of Unilever looking in. For example where I wrote about learning styles, I felt I could not accurately apply the styles to the roles because I have no physical experience of it (I could have spoken about many other learning styles). This was the case in many areas.

I now have an interest in learning and development of adults, how to systemise training, delivering and adjusting in-house training conferences. I have learnt the importance of running onboarding projects for brand-new workers and succession plans for ambitious employees.

The research for this piece led me to concentrate my reading on the development of women within Unilever. At first, I was drawn in by the many articles and documents that pushed the idea that this was a company that gained the place it holds in the marketplace by acquiring many smaller companies and adding them to the brand. By early 2000s they had adopted a more sustainable stance and seemed to change tact from being solely focused on gaining market share to becoming more customer focused and interested mainly in the wellbeing of women.

Unilever has instigated many initiatives in the name of promoting hand washing, proper nutrition, human rights, gender equality in all areas, and so on. In my opinion, they have cleverly redesigned the drive for market share to suit the current mood and to appease the current wave of gender reforms and political correctness that is sweeping most of the world.

Although written mostly in favour of Unilever practices, I cannot ignore the way they have continued to systematically search for and take advantage of golden opportunities - usually in the less prosperous parts of the world - across the value chain. The sustainability plan is a good thing on paper, but I can see places where the written policy, could in fact be difficult to implement.

It is common knowledge that many countries around the world are currently facing a shortage of men. Owning hundreds of factories around the world, sourcing hundreds of thousands of different materials from tens of thousands of suppliers in one hundred and ninety countries; Unilever understands that in order to stay in business they must attract women to the workplace - be it an office or a field. They drive forward the message of 'women's empowerment' and 'entrepreneurial opportunities for women', but it is not solely as simple as it looks. It is to enhance productivity and continuity using the cover of sustainable living.
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o more than two agiie and two faca To faca Intarviews.
+Choose interviewers with appropriate experience i the role offered.
«Considerations

 Wihich interiewer has the most knowledige of how succass n this rle looks?

«Whos avaiable for acive paricpation in the full recritment process?

« Can conclusions be mad mins this person's participation?

*Notify selected interview team members of their appointment.

Compile shortlist of two or three of the most relevant certiications desired for success in the position.
*Drait key competencies for the nterviewers to ensure a vigorous conversation

sinterviewers are to take responsibity o provide feedback post assessment.

“Hsrive in good tme minus disruptions.
sinstigate introductions amongst the interviewee and the interview team.
*Allow time for the applicant’s queries.

+Promote Unilever beliefs and values and your positive experiences as part of it
*Plan, implement, control the efiicient fiow of the nterview.

+3e aware of unconscious bias - weigh up a diverse equilbrium of candidates.

“Be distracted with notetaking.
Give the impression of disapproval toward the applicant.

Go off topic discussing unassociated attributes.

*Begin the interview with a closed mind or bias.

Discuss protected status issues (gender, race, religion and others).

“The recrufter to coordinate communications for collection of documented assessments for each
candidate within one working day

+Feedback assessments must be related to the abiltes and competencies needed for the post under
consideration.

+Hiring managers hold accountabilty concerning final decision in whether to hire or not.

iagers hold accountability concerning final decision in whether to hre or not. They also hold

responsiilfty for feedback to all interviewed interal nominees.

CLEC€ELECCECC

*Habitually use only job-related questioning toward all candidate.s
+3e aware of personal opinions and theories, witnhold them.

*Schedule sufficient interview time to rise above initial supposiions

+Consider the candicate’s qualifications concerning the soecific position.

*Consider reasons for not proceeding forth with an unsuitable candicate.

*Recognise intemnal biases that may oceur according to candidates enlisting through referral programs
#Schedule sufficient interview time to rise above initial supposiions
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The Effectual Fifty Minute Interview

Totroductions of everyone in the room
Interview explanation

Upselling of position

Create initing atmosphere

“Ask questions that provide solutions inchuding particular behaviours, achievements,
‘understandings, and so on.

Ask questions that concentrate on skillsets associated with the role.

Challenge the applicant to remember and recall workplace happenings and their reactions
10 them.

Use answers to assist judgment surrounding whether an applicant can perform the role.
Listen for Situation, Task, Action, Result (STAR Method) answers.

Enquire further if the instance is vague or fragmentary

Opportunity for applicant’s questions.

Mention of cducational opportunitcs, professional development, advantages. sense of
balance between home and work, and organisational beliefs and assumptions.

sales

T,

FeSMins o Next3OMinges « Folowing J0Minte  a LastS Minutes

Adapted from: htpssiws uilever comimagesfnterview-guide 1em)44-529589 1 enpdf
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HR METRICS

ST JANUARY - 315T DECEMBER 2017

Workforce
Total number of employees [permanent] 149,686 155222 157,802
Total number of employees [fxed term/temporan] 10500 13610 1119
Number of employees at end of year: Global Te0586 768832 768,921
Asia/AMETIRUB 90,434 96,532 93,853
The Americas 39421 w0809 o
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Gender diversity

Gender balance: total worklorce (%]

Male: 107,064 (675%)
Fomale: 53502 (33%)

Male: 112618 (675%)
Fomale: 56214 (33%)

Male: 114975 (69%)
Fomale: 5396 (32%)

Gender balance: total management %)

7% of total management were,

4% of total management were,

5% of total management were

Gender balance: Board (%)

38% of the Board were female

43% ofthe Board were female

50% ofthe Board were female

Workforce by

Total [ 39,097 16158
18-29 28952 31807 3975
3039 49,500 51499 52020
w-is 3357 30,258 3927
-5 18800 18945 18776
6069 2383 2360 22
70 and over ) & %2
Under 18 n 0 182
Unknown 1 1 19
Learning and development

Average number of hours training and dovelopment received per employee 1% ] ®
‘Average amount spent on training and development per employe (€] 519 7i5 7
Recruitment and retention

Employee satisfaction (6] 7% 6% 77
Voluntary turnover 5] 7% 70% 59%
Internal hires %) 7%
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Personal Succession Plan Considerations

3 6 Months 612 Months 12 Months Plus
Gain experience. Leam the idiosynerasics of the job. Establish what plans will take more
Gain stabiliation. Ly down a target for where 1o be time 1o do

Gain headuway on shorttem
goals by breking down lang

term goals

ithin the year. Identify personal ambitions.

Establish an exemplary reputation

Within the company. Pt in the effort to mect goals.

St ealistic goals to abtain the Align plans to meetlong -torm

objectie. .

Consider life beyond the company and role where you are currently working.
Long-term plans confirm the alignment of the goals which tie them together.

= Do you think you have the skills that will help you progeess to the position you
want?

= What are the growth and development opportunities in the current place of work?

! Is it something desired?

= Is the current position befitting to you, helping future carcer intentions?

= Inthe current position do you fecl able to

Decide work/life balance goals.
Where do you want to work?

« Is teamworking or a solitary position preferable?
* Having all that you need would working today still be an option and what would the
chosen position resemble?

* What needs developing on a personal level?

# I there a desire to travel to another country or town for work?
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Currently working as Assisrane Administrator it aspirations to work in Hiuman Resources L&D,

& Moneh Goals
@ Learn about the company and culture

@ Explore parfways into HR

& Be on time every day,for everything

@ Gmprove sffcioncy rates (stop procrastinating)

6 - 12 Month Goals
& Gain a deper understanding of Unilever' vison and plans for groweh

Arrend confirences (Baron, 2010) and complate an Experience Assessment with CIPD (no dae)

Tk on more responsiiliry

Improve body anguage

EE®

Goals - 12 Montfis and over
o tncrease work experience

Gain e trust of e fine manager (6e on time, ger rasks done, always exibie apositive atritud).

Take the required courses to foost HR nowledge, adership abifivy and CV.

Chocss an area of specialism in HR

Learn fiow to network

Improve interpersonal and communication <& Govef

000000

Take o a Gadirship posivion

Author Devcloped
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Short statement of Pragress

The role of Assistance Administer has opened my hunger to further myself. | have the
confidence to take on more responsibilities in this field and have followed what the company
expects of their staff. | have gained more experience in this role, although | still need time to
complete my goals which is to be a specialist learning and development officer in HR
Reaching this level will fulfl part of my long-term goals. | know | have reached some goals by
the feedback from the informal appraisal | get from my line manager.

Now that | have been with the company for a few months | have made it part of my job to get
to know how the company works and the hierarchy within the company. | aspire to moving up
inthe company, when | can, | do more than what was set out in my job specifications. Getting
to know different parts of the company and how they work using the available online tools so
that | can them exccute the next phase to move up in the company as soon as possible. | know
from feedback that | have made a positive mark within the company already. | am positive | wil
meet or exceed my goals by my willingness to achieve and work hard.

Intime to come | would like to work in another country which one | have not yet decided. | am
confident that the knowledge and new skills | will gain at Unilever will equip me to run my own
department in the future. Especially since there are offices in other countries. | am looking
forward to learning the different aspects of the global company. | enjoy the flexibility that the
company offers, | feel | want to remain part of the company and continue to contribute to the
sustainability plan. With what | am learning within the company | can see the possibility of
applying my new abilities in team building with other departments.
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