







IMPROVEMENT OF AN HR PRIORITY AREA


Guo Haotian


Executive summary
The study is demonstrating the performance of HRM in the firm for enhancing their performance in the domestic and international workplace. The HRM system of Unilever is determined here with the growth of priority areas of managing equity, diversity and equity. Diversity and equality are more than policies, programs and people. The study is focus on how the firm manage their diversity in different business operation and what areas need improvement to gain large revenue. An impartial employer outperforms its competitors by respecting the unique needs, perspectives and potential of each team member. As a result, a diverse and equity workplace like Unilever deserves greater trust and engagement from employees.  
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[bookmark: _Toc130290745]1.0 Introduction
Human Resources Manager (HRM) leads and directs routine functions for a department of the firm involving interviewing and hiring staff, benefits, administering pay, enforcing company policies, and leave policy. HR managers have the ability to meet all demands of the employees with effective policies in the workplace. HRM is the practice of managing people to achieve better performance and optimising the performance of the company. Managing equality, diversity and equity are selected priorities of the HR department that are going to derive in the study. The HR area of Unilever with the reason for the improvement is going to cover in this section. 
[bookmark: _Toc130290746]2.0 Organisational overview
Unilever is the supplier and manufacturer of fast-moving consumer goods in the domestic and international marketplace. The product portfolio of the firm comprises beauty, food products, personal care products, home care products, minerals, vitamins and supplements. Lifebuoy, Sunsilk, Dove, Hellmann's and Magnum and so on are the largest brands of the organisation in the marketplace. Unilever announced the intention to establish a new sustainable site in the UK in the year 2020 (Unilever.co.uk, 2023). The company serves 190 countries with 400 brands of different categories in the world from the London headquarter. On the other hand, 58% of males and 42% of females are working in the workplace of Unilever. 
[image: ]
[bookmark: _Toc130281427]Figure 1: Total number of Unilever employees in the world
(Source: Sabanoglu, 2023)
The operating profit of the firm was 9.7 billion dollars up 0.5% versus prior years and this is the operating margin reduced by 230bpd. The turnover of Unilever in the year 2022 is 60.1bn dollars underlying 9% of sales growth (Unilever, 2023). The company outlined significant roles of the HR department with the pool and source of the talents of people that make innovation. Taking the example of Unilever's HR department, employees benefited from the HR policy in the workplace during the pandemic Covid-19. The HR department of Unilever provides discrimination, trafficked, forced and child labour to health and safety conditions for business growth. 
[bookmark: _Toc130290747]3.0 Main discussion
[bookmark: _Toc130290748]3.1 Priority area that needs improving in Unilever
HRM has important functions in the firm that involve performance management, recruitment, development and learning and so on. Supervising, planning, and coordinating the employment of new workers is the responsibility of the HR department. Through a strong employer brand and effective sourcing strategies, the management of HR of Unilever can enhance the performance of the firm in the international marketplace. The priority areas of HR at Unilever are managing equality, diversity and equity that they have to develop. As per the view of Gümüş et al. (2021), organisations should provide equal opportunities and resources to female and male employees in the workplace. Performance management is an important factor for ensuring the effective growth of the organisational reputation.  Leena Nair is the head of HR of the company and leads consumer products giants' return to work strategy. The HR department is responsible for maintaining an appropriate and healthy workplace structure, which helps in meeting the basic requirements of its employees. [Refer to Appendix 1]
Functional evaluation is the technical aspect of HR that involves comparing various parts of the operations of the HR department. The department of Unilever has to improve its management equality, equity and diversity. These priority areas can enhance the performance of the organisation with the best quality of products and services for the customers. According to Gigauri (2020), HR managers play a major role in the efforts of the organisation to operate through the crisis of Covid-19. Through cultural inclusion and fairness, HR managers can improve their managing equality area in the workplace of Unilever. Moreover, HR managers can cultivate and maintain relationships with the labour union and collective members of the company. 

[bookmark: _Toc130281428]Figure 2: Role of HR
(Source: Self-created)
Employees need to be informed on various topics of the firm that is relevant for the growth of the profit margin and production of the firm. Moreover, HR managers have a role in the growth of the health and safety policy for the employees in the workplace. Employees have strategic assets for the firm with a focus on skills and experiences are managed, retained and preserved (Elsafty and Ragheb, 2020). HR professionals take care of and assist the employees in the workplace that run into issues of them in the workplace. 
[bookmark: _Toc130290749]3.2 Reason behind the improvement of priority area
Diversity and inclusion are important factors of the firm in the best practices of people management started for the success of the business. Equality makes equal opportunity for the employees motivated in the workplace. The main reason for the improvement of the priority area is drastic changes in the organisation that operates in various working cultures. This crucial transformation is continued to help the people with the attained individual goals. Khan et al. (2019) stated that the HR manager focuses on the vital strategic activity in the workplace of the firm so they have an important role in the improvement of the organisational performance. They contribute to the success of the firm and work tirelessly for the growth of the firm. The skilled professionals in the HRM control various responsibilities and work closely with the valuable assets in the workplace. 
The HR manager can enhance relations with employees with the development of the managing equality area. HR enables Unilever to get most of its workforce and have a wide range of skills to perform in the workplace with the core HR functions. Diversity and inclusion training is a good idea for managers in the workplace to put paper policies in real-life scenarios and get the benefits of team working. The improved area of diversity can mitigate the efforts of the managers in the workplace (Zeebaree et al. 2019). In order to improve the clarifying hiring practices, HR managers need to develop these priority areas. 
The creation of the HR strategy can improve the operations of the workplace, which helps Unilever to identify the engagement of employees. This method of business is improving the track of business and interactions with the other members. As per the view of McCartney et al. (2021), the digitalisation of HR systems has driven the widespread adoption of information technology with a significant contribution to the business. Unilever can improve the operational efficiency of the firm with the active working performance of the employees. The HR manager can improve the skills of employees with motivation and management of equality.  
[bookmark: _Toc130290750]3.3 Current shortfalls of priority area
Unilever in the UK deals with many challenges in managing equality, diversity and equity that support individual employees to share views and promote cultural awareness. As argued by Lieu et al. (2021), there are many key issues that the brand faces while implementing diversity in the workplace. All these things include building an environment where each employee works in a comfortable position and respected others. The market analysis finds that hiring a diverse workforce in Unilever's culture has become a top priority for higher authorities. As per the views of Gorvie (2019), it is a feature of the pure legal requirements that assists the business to make an essential business model. Along with this, it can state that diversity has evolved in these competitive markets to make the business imperative. Moreover, it can state that the challenge of moving beyond diversity to inclusion also forces the firm to manage a variety of shortfalls.
In this case, scenario, it seems that the most priority area of Unilever is "managing equality, diversity and equity", which deals with many shortfalls to become a successful workplace. In order to maintain diversity in workplace structure need to maintain spiritual, cultural and political beliefs. As stated by Osho (2022), most of the time these things pose a challenge in a diverse workplace and workers need to remember that they do not force others to focus on their beliefs. After analysing Unilever's workplace structure, it seems that a fundamental value of the firm contributes to the success of workplace diversity and shows respect to workers and employees. Another side it seems that, non-acceptance of different cultures and beliefs among workers can lead to conflict (Baragiola and Mauri, 2022). Business professionals state that acceptance in the company culture promotes mutual respect, which also assists to prevents conflict. Diversity in training and workplace management, support employees to understand, accept and respect individuals' differences.
According to a recent market investigation, it finds that 40% of workers in Unilever believe that in order to maintain workplace diversity the brand would hire men over women (Unilever, 2023). This is also identified by another investigation, that men have more than 30% chances to be promoted compared to women in managerial positions. Along with this, it finds that older generations of employees may find it difficult to adapt to the changes in the workplace and work culture that bring by younger generations.
[bookmark: _Toc130290751]3.4 Impact of this deficiency on the performance of organisation
Poor workplace design and structure result negatively in the performance of the organisation. As suggested by Craven-Matthews et al. (2021), the deficiency of poor performance, weak time management, improper scheduling, and workplace diversity bring necessary issues and complexity to Unilever's manager. In this scenario, it seems that employee education, workforce planning, training, and career management, hiring policies within the firm, influence organisational performance. Additionally, technology, organizational policies, purchased materials, and inflation indirectly affects organizational performance (Gümüş et al. 2021). Market analysis on the deficiency of organisations shows that performance barriers include the impact on customer service standards, minimum productivity and more. Organizational performance must focus on working people, human resources, working process, and employees' training, skills and abilities.
Unilever in the UK faces the challenge of helping employees to improve their skills and autonomy in this changing environment and find security and support. In order to operate effectively, the brand must retain, attract, motivate, influence, and effectively utilize the most talented people on its platform (Karakhan et al. 2021). Factors that include working risk management influence the multidivisional structure of the organisation. "Managerial practices related to strategies", "innovation and development", "performance measurement", supply chain quality management", "corporate governance", and "knowledge creation" are the function that left a significant impact on the performance of the organisation. Business professionals of Unilever are often interconnected to the fact of effective workplace systems to solve performance-related issues at their platform (Mayer et al. 2019). However, Unilever maintains "equality, diversity and equity" in their working environment, organisational performance is influenced greatly at this competitive market.
There are also some different factors including slow responses to employee needs, excessive visiting, misuse of sick leaves, and more influence on the performance of Unilever (Cook, 2016). On the other hand, the size of the brand, the total assets of the organisation, production ratio, and level of earnings and availability of comfortable working capital highly affects Unilever's culture and market reputation. In order to perform effectively in this competitive market Unilever needs to attract the most talented employees including both men and women to their platform (Blessett et al. 2019). Limits include technical limits, administrative limits, financial limits, and innovation limits are the function that influences workplace performance.
[bookmark: _Toc130290752]3.5 Benefits of improving this priority area for the organisation, the employees and other organisational stakeholders
[bookmark: _GoBack]There are many benefits that Unilever faced due to "managing equality, diversity and equity" at their workplace structure. Business professionals of the brand believe that, however, employees feel that their ideas, contributions, and presence are getting valued at their workplace, which motivates them to bring improvements to their thinking process. In order to manage equality higher authorities of Unilever bring technological and social changes to change the landscape of all business operations (Laroche and Rutherford, 2007). After analysing the full potential of new-age technology, employees automatically increase agility and ingenuity to resolve the challenges of an increasingly demanding in this competitive market. The advantages of improving diversity must exercise human judgment and empathy for all employees' passion, and creativity that builds a positive working environment. 
Benefits that Unilever get after managing equality include "making the organisation more populated and successful", "serving a large range of customers", "improving problem-solving ideas", "keeping employees motivated “, “preventing issues like bullying, discrimination and harassment". As per the views of Hays-Thomas (2022), in recent times workplace is more diverse and globally connected to different brands than ever before, which needs to hold equity at its platform. After analysing the complexity of today's work environment, leaders of Unilever must grasp collective surveillance to increase the potential of each individual. As argued by Edwards and Rees, (2016), maintaining equality in the workplace states it is essential to provide fair job opportunities to candidates based on their technical and educational skills. Another side, being an inclusive workplace Unilever not only has diverse employees but also maintains a diverse workplace management structure, that supports influencing employees to improve their designation.
Focus on "diversity, equity and equality" connect companies with a broad applicant base, which has the potential to hire new candidates. Saunders et al. (2020) stated that managing diversity is considered a smart business move that capitalises on the competitive advantage of a growing applicant base. The goal of all these priorities is to provide a consistent and reliable work experience to each worker and analyse what they do for the firm.
[bookmark: _Toc130290753]4.0 Conclusions
After analysing the workplace diversity, equality and equity of Unilever, it can be concluded that all these functions are very effective in holding the company's reputation and improving annual revenue in this global world. The study suggests that with the improvement of workplace diversity Unilever brand managers can set clear goals for eliminating discrimination in different areas. Along with this, it identifies that maintaining diversity and equality is more effective to make the business stronger in this socially inclusive world. All these functions provide opportunities for candidates to manage different cultures in this competitive world. Moreover, it seems those to promote diversity in the workplace managers need to be aware of unconscious bias and promote pay equity.
[bookmark: _Toc130290754]5.0 Recommendations
The market analysis on Unilever finds that the brand deals with the issues of managing sustainability, long-term impact of inflation, minimum employee motivation and more. Due to limited diversification, the brand did not make fast improvements in its production ratio, where other companies duplicate their goods (Beardwell and Claydon, 2017). The market analysis states that when it comes to inclusion, the business case needs to be clear as the moral case to individual employees. While many companies in the UK have been putting diversity, equity and equality as their focus, they also need significant improvement for involving in better problem-solving abilities (Gold et al. 2013). Business professionals of the firm believe that promoting equity, diversity and equality has to strengthen of business.
After analysing the above scenario it can be recommended that "making clear communication support workers to managing bias", "promoting pay equity", "facilitating ongoing feedback", "assessing firm policies", "mixing up team members", "developing strategic training program", and "influence employees to participate in business operations" are effective to reduce business threats. Moreover, it can suggest that hiring candidates from diverse backgrounds and promoting diversity initiatives support the brand to meet all levels of leadership (Laroche and Rutherford, 2007). Diversity, equity and equality need to achieve true workplace change, where companies must build an innovative workplace culture.
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