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The Human Resource Management (HRM) has a significant contribution towards the success of organizations, this is of great importance when it comes to multinational companies (Stor, 2023). Recruitment, training and development, performance management and employee relations are some of the HR functions that are important in making sure that the work force is motivated, productive and is always in tune with organizational objectives. In the case of global organizations such as Unilever that business operates in more than 190 countries, the HR practices should be flexible towards the different internal and external environments that impact different regions.
The purpose of this report is to assess how these external factors influence the HR strategies of Unilever with the help of the PESTLE model. The PESTEL analysis, or Political, Economic, Social, Technological, Legal, and Environmental analysis, is a holistic way of viewing the contribution of these aspects to HR practices. Using this model to the work of Unilever, the report will discuss the impact of political conditions, economic factors, cultural regulations, technological changes, legal systems, and sustainability strategies on HR decision-making in various nations.
The report will also examine how Unilever transforms its HR functions to fit the diversity of its global workforce and not only ensure adherence to local laws but also advance its diverse values of promoting diversity, inclusion, and sustainability. Through this, the report has brought out the strategic importance of the HR in controlling the human resources of a global organization.
[image: ]
[bookmark: _Toc224426282]Figure 1: Unilever
Source: (Wood, 2020)
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PESTEL model (Political, Economic, Social, Technological, Legal, and Environmental) is an overall method of external environment analysis of an organization. It assists in comprehending the way several external elements affect the way companies conduct their activities especially HR practices (Hatoum et al., 2023). These external factors have a dramatic effect on HR decisions and strategies in the case of Unilever, which is a global organization operating in various locations.
1. Political: These are political stability, labor laws, political policies, and trade regulations. These factors have impacts on the labor relations and HR strategies in various countries to a multinational such as Unilever. An example is that in particular nations the political stability can lead to a higher order of HR planning and in places that have unstable governments Unilever is forced to adjust towards HR planning that is more fluid.
2. Economic: The HR strategies are affected by economic conditions, including inflation rates, levels of unemployment, and economic growth of Unilever (Boateng et al., 2026). In the boom economic times, companies tend to increase the number of employees but during economic recessions they may reduce operational expenses. The HR at Unilever needs to align its practices related to recruitment, compensation, and performance management to the economic situation within individual nations.
3. Social: Social aspects such as cultural norms, demographics and social attitude to work have great influence on HR practices. Unilever can also use flexible work schedules and employee wellbeing policies in areas that have a high cultural value on work-life balance. Furthermore, HR policies are also influenced by social tendencies like the growing diversity and the intrusion of the gig economy. Unilever should continually evolve its HR functions to be able to cope with a diverse workforce that considers various expectations of cultures along with needs of employees (Ferdowsi, 2025).
4. Technological: Technological changes also affect the HR practices by using digital platforms to engage in recruitment and using other new tools to manage performance and educate the employees. Technological progress can transform an international company such as Unilever in such ways, as an AI-based employee performance appraisal or hiring.
5. Legal: The HR policies are important to the HR strategies, because labor laws, employee rights, health and safety regulations, etc. have to be taken into account. Unilever should make sure that its HR activities are in line with the national and international regulations on working conditions, wages, and harm and safety. The variation in legal systems between the countries implies that the HR policies should be shaped to fit local legal standards of Unilever. As an example, European countries might have stricter protection laws relative to other areas that will influence employment contracts and benefits as well as working hours.
6. Environmental: Global companies such as Unilever are paying more attention to environmental sustainability. Environmental sustainability influences the human resource practices of the company, including hiring of individuals who would support the environmental values of Unilever. The responsibilities of HR departments include also putting policies enabling sustainability, like energy efficient offices, waste minimization, promoting the green initiatives.
Link to HR Functions
PESTEL model enables HR managers to know the influence of external environmental factors on the HR functions. As an example, the recruitment procedure is affected by economic and legal policies in various areas. Unilever might be required to pay higher competitive salaries in the nations where the level of unemployment is high to retain talent. On the other hand, recruitment in less employment countries may be emphasised on employer branding, and retention-based strategies.
Social and technological aspects also determine the training and development practices. Unilever can offer digital training platforms in areas with high levels of technology, whereas in less developed countries, the training can be more skills-oriented (Samra, James and Malik, 2023). In the same manner, the practices of employee relations should be adjusted to cultural and legal standards of the respective regions.
Comprehensively, PESTEL model offers an extensive model of explaining how external conditions impact HR activities in Unilever. Through such analysis, human resource managers are able to develop strategies that allow them to fit in the external environment, making the management of human resources very effective in any part of the world.
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Organisation Introduction
Unilever is a global company that belongs to the top world of multinationals and its operations can be traced to over 190 countries (Sorge, Noorderhaven and Koen, 2023). Its product portfolio diversifies into food, beverages, cleaning agents and personal care and it is highly geared towards sustainability. Unilever is the perfect choice of a company to examine how the environment influences HR practices as it operates in a variety of global regions. Unilever has over 150,000 employees across the globe, and it strives to create a diverse, inclusive, and sustainability workplace.
HR Practices at Unilever
The HR practices at Unilever are tailored to help in serving its global workforce as well as in facilitating the alignment to local culture, economy, and legislation. Its approach to recruitment is holistic and concentrates on the best talent through several avenues which include hiring at the campus, through the recruitment agencies as well as the online site. Another major focus of Unilever is on training and development so that both employees are equipped to succeed in a fast-evolving world. The company provides diverse learning programs, such as management development programs, e-learning, and in-service training.
Comparatively in respect to performance management, Unilever adheres to a continuous feedback model whose objective is to give employees real time feedback on how they are performing. This is a form of transparency culture and allows workers to grow and develop in the organization. The employee relations are addressed both by the policies and the initiatives that encourage good working atmosphere and inclusiveness. Unilever is committed to diversity, equity, and inclusion (DEI) and runs numerous programs, such as unconscious bias education and underrepresented employee resource groups (Gutterman, 2023).
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Impact of PESTLE on Unilever’s HR Practices
The HR practices at Unilever are highly informed by the external factors as noted in the PESTLE model. So, how does each factor affect HR management in Unilever?
Political Factors:
The fact that Unilever is operating in various countries implies that its HR practices should adjust to the diverse political environment. To illustrate, in nations where labor unions are very strong, Unilever might be required to design union-oriented policies to ensure that it has good relations with its employees. Also, political instability in some areas will also make employee retention and recruitment harder, so HR managers will need innovative methods to retain employees in case of political instability.
Economic Factors:
HR practices of Unilever are directly affected by the economic conditions in the regions where it is operating. The firm might also have to change the payment packages in countries where the rate of inflation is high to remain within the level of cost of living. In economically advance areas, Unilever might concentrate more on employee retention programs such as career development and work life balance (Habeeb and Babatunde, 2023). Representatives of an industry can experience economic declines, which can result in a decrease in recruitment and orientation regarding enhancing operational efficiency.
Social Factors:
The practices of Unilever have been informed by various social and cultural environments where it operates. Whereas in certain areas, the social demands in terms of gender equality, work life balance, and employee wellbeing anchor on the HR policies. Diversity and inclusion are the core values that contribute to the development of HR strategies of Unilever. To illustrate on gender equality as a major concern in some quarters, the company can introduce programs to stimulate female leadership or provide equal pay to equal work.
Technological Factors:
HR practices at Unilever have been largely affected by technology. The company has embraced the use of digital HR to recruit, manage performance, and engage the employees. To illustrate, Unilever utilises AI-driven recruitment platforms in an effort to select the most appropriate possible candidates (Rai, Gupta and Bansal, 2025). Besides, the emergence of the remote work technology has caused alterations in HR policy regarding flexible working and tracking employee productivity.
Legal Factors:
Different countries have legal systems that govern the HR practice used in Unilever, especially the rights and benefits of the employees. To illustrate, in the regions where labor rules are very strict, Unilever needs to make sure that its HR practices do not go against labor regulations on working hours, payment to the employees, and health and safety standards. Also influencing Unilever in its employment contract structure, package and benefits, and retirement plan is the difference in labor laws in various countries.
Environmental Factors:
The HR practices at Unilever are carried out in a way that it considers sustainability. The company also encourages the environmental behaviors of employees, and it provides training programs on sustainability and motivates employees to join environmental programs. Moreover, Unilever hires people who believe in its sustainability agenda so that its human resources are dedicated to its vision of cutting its environmental footprint.
Country Differences
The HR practices of Unilever are influenced by the country environment including factors like culture, legal, and economic environment. As an example, in the UK, Unilever can aim at promoting the work-life balance and diversity, as social expectations demand. However, in India, Unilever could be more focused on performance-related rewards and retention practices because of other economic factors and labor relations. Likewise, in Brazil, where labor laws is stricter, Unilever has to address compliance to labor laws in Brazil and the wellbeing of employees by providing extensive benefits package (Graz, Lemos and Galvão, 2023).
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Conclusively, PESTLE model offers an effective model of the external conditions that determine HR practices at Unilever. All these aspects such as political, economic, social, technological, legal and environmental are vital in determining the HR strategies in the international operations of Unilever. The HR practices are intended to respond to the needs of each region but at the same time align to the global vision of sustainability and diversity of the company. The evaluation of how these elements affect recruitments, training, performance management, and employee relations will enable HR managers at Unilever to address the challenges of a varied global talent pool.
Future Implications
As the world of business keeps changing, HR managers in Unilever will encounter emerging challenges associated with the technological changes, economic changes as well as the social shifts. Unilever needs to keep on restructuring its human resources to respond to these evolving needs in order to be competitive. Digital recruitment and performance management tools, sustainability and employee wellbeing will increasingly feature in future HR practices. By forecasting the changes, the HR division of Unilever will be able to maintain the long-term prosperity of the company in a highly dynamic global environment.
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