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Blog 1: PESTLE analysis of Unilever and evaluation of external factors affecting Unilever’s  ability to attract talent.

In this blog, firstly, I will introduce PESTLE framework and secondly give brief introduction of Unilever and finally focus and critically analyse on technological and economic factors that affect Unilever’s ability to attract talent due to word limitation.

A framework or model that is used in analysing the significant factors like political, economic, sociological, technological, legal and environmental which influence the company from the outside is PESTEL analysis (CIPD, 2020). It also provides insight on external elements and their impacts on the firm and the outcome of PESTLE analysis can be useful in guiding proactive and strategic decision-making process  (Symmons and Kremer, 2015). Political factor is related to political stability, restrictions related to trade, policies related to tax. Economic factor is related to the growth or decline of economy. Sociological factor refers to norms and expectations related to culture, age, growth rates of population, technological factor is about advancement in technologies i.e. robots or artificial intelligence. Legal factor refers to rules and regulations and change in legislation which could impact the employment. Environmental factor is related to green issues, global warming and switching to sustainable resources (CIPD, 2020). 

I have chosen Unilever for this blog. Unilever is multinational company that sells in products including food and beverages, household care products, personal care products in 190 countries (Unilever, 2020). When operating business worldwide, Unilever is influenced by various external elements which has been mentioned in PESTLE analysis. Even though every elements of this framework is evenly persuasive and interconnected with each other, but I have planned of exploring only two factors. 
Technological factor 

Advancement in technologies has impact on attracting talent in Unilever. Strategies that were being used in past to attract and retain talent are not effective due to automation and assessments in digital way (Keller and Meaney, 2017). Unilever is recruiting more than 30,000 workers per year and processes almost 1.8 million of job application (Marr, 2018). Paper based traditional recruitment methods are time consuming and no longer effective to acquire talent in the organisation (Ryan, 2019). Due to advancement in technology, Unilever stared using artificial intelligence in recruitment process and according to chief of HR department of Unilever, Leena Nair, automated screening system has cut off 70,000 person-hours to interview and to assess the application of candidates (Marr, 2018). Furthermore in 2019, Unilever started using video interviewing software known as HireVue which has ability to scan the languages being used by applicants and facial expressions as well which saved 100,000 hours of interviewing time and cost of $1m in recruitment process (The Guardian, 2019). According to Deloitte, Unilever uses a combination of gamification and video interview as an approach of talent acquisition and gamification is used to test the skills of candidates like problem solving and critical thinking (Stephan, 2017).

Economic factor 

Another crucial factor which can impact companies like Unilever to attract talent is economic factor. Elements like economic growth, unemployment, exchange rates are parts of economic factors (BBC, 2020).  For instance, the unemployment rate in Nepal is 11.4% according to the latest survey (Nepal Labour Force Survey, 2019) and 25% of employees earn less than 47,000 NPR (approx. £310) per month (Salaryexplorer, 2020). According to indeed, average salary of Unilever is £1464.66 per month in UK (Indeed, 2020). So, Unilever has opportunity to attract talents from Nepal as the unemployment rate is higher (11.4%) comparing to UK which is 4.1% ( Office of National Statistics, 2020). Unilever has liberty of choosing more potential workers and it would be easy for Unilever to keep wages down (BBC, 2020) comparing to UK. To illustrate, the rate of unemployment is lower in UK (4.1%) comparing to Nepal (11.4%) and Unilever has to offer higher and competitive wages in order to secure its new talent but if Unilever focus on attracting talent from Nepal, they can keep wages down. 

Blog 2: Labour market trends affecting Unilever in its countries of operation.
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Fig 1:Infographic of labour market trends and its impact on Unilever (Created  by author)

In this blog, I would like to start by introducing labour market and discuss on labour market trends affecting Unilever in its countries of operation.  

Labour market trends can affect organisation from several perspectives like the process recruitment, retaining and developing the talents from wider organisational strategies. Professionals of human resource have to be proactively observe the development of the employees and be agile enough in adopting changes. Labour market could be local, national or international (CIPD, 2019). For instance, Covid-19 is one of the primary factors affecting world economy and the developments in the labour market. The key indicator of labour market trends are rate of employment and unemployment, economic inactivity, GDP (Office for National Statistics, 2019). Technology, demography, globalisation is also affecting labour market (OECD, 2017). GDP refers to the overall economy of the country over the time period  (Sheiner and Dynan, 2018). Economic growth can be measured by the changing rate of GDP and this is the key indicator of economic growth because it will give information on if there is expansion or contraction on the national income (CIPD, 2020). 

Globalisation is considered as the economic integration of several countries via freedom of movement around the national boundaries of people, products and services. Due to globalisation, the percentage of global trade to world GDP has doubled from 30% to 605 in the time frame between 1990 to 2015 (CIPD, 2017). Advancement in technology can affect labour market. For instance, internet has provided new and many ways to match the demand and supply of labour which allows works to be de-bundled and it also facilitates talent all over the world to enjoy the benefits and flexibility. Airbnb and Uber are some example of globalisation (OECD, 2017).

These trends are affecting the HR planning of Unilever in different countries of operation. In respond to Covid-19 pandemic, HR department of Unilever has announced flexible working for its 60,000+ employees which allows workers to work on small or big proportion of time in flexible way (Unilever, 2020). Due to advancement in technology, it has growth in speed of computing, global market and collaboration in in every discipline. As the result of technology Unilever has already cut 20,000 jobs worldwide which is 11% of its total labour between 2007-2011 (France-Presse, 2007). Similarly, in 2020, Unilever has announced about double job losses because of change in operation and HR and could close plant in Warrington and Port sunlight warehouse. Not only Unilever, but other two giant companies, Jaguar Land Rover (JLR) and Typhoo are cutting jobs. There are 500 jobs being risk of redundancy at Halewood (Houghton, 2020).

As Unilever is operating in the UK which has higher GDP comparing to Nepal and tight labour market due to which the HR department of Unilever has to increase the wages in order to find recruit potential candidate and retain them. Similarly, when economy has full employment, the demand for talent start outstripping the supply (Gordon, 2017). Unemployment rate of UK is 4.5% which has increased by 0.6% than last year where the rate of unemployment for men is 4.9% and 4.0% for women (Office for National Statistics, 2020). Unilever is also operating in Nepal, which is a developing country with the unemployment rate of 11.4% (Nepal Labour Force Survey, 2019). Due to current labour market trend and high rate of unemployment in Nepal, Unilever has the liberty to attract and retain talent from the larger pool of candidates. 

There are also challenges with rapid globalisation, advancement in technology and change in demographic. There would be fear of unemployment due to automation. But jobs will be destroyed or automated in some areas whereas it will emerge in some other places. 

Blog 3: Ted Talk 

https://youtu.be/LxeK_TLcJG8 

Blog 4: Executive summary 

In this blog, I will introduce liberal market economy and coordinated market economy and focus on how Fujian Jiangxia University need to tailor its HRM policies to operate in UK.

Market economy can be divided into two types and they are liberal market economy and coordinated market economy. Liberal market economies (LMEs) are that kind of economies where organisations coordinate their actions by hierarchies and competitive market arrangements. It also focuses on short term profit maximization. Example of LMEs are UK, USA, Australia. On the other hand, coordinated market economies (CMEs) are that kind of economies where organisations rely heavily on non-market relationship in order to coordinate with other actors. Examples of CMEs are China, Germany (Hall and Soskice, 2001).

The main objective (assumption) here is to operate Chinese university (Fujian Jiangxia University) in UK. This is because, this is the new concept and risk factor is always there. Human resource policies and practices varies in different market economy because it is the divergence of two different market economies  (Farndale, et al., 2017). UK is a liberal market economy whereas China is a coordinated market economy. To run the university and administrative department, some people of China will be coming to UK and talent from UK also will be hired. UK being completely opposite market economy compared to China, it can create some tensions because there will people operating one organisation with two different mind-sets from liberal and coordinated market economy. What right will people get from UK and china? There is difference in legislation and employment law in China and UK. For instance: In UK, the working hours are fixed and in some case of overtime, they get paid but in China, not being paid for working overtime is common. Similarly, management style is also different. UK follows democratic and participative style whereas China follows autocratic management style  (Collings and Wood, 2009).
Talking from HRM perspective, McLagan wheel can be considered as a framework because HR policy has to cover all the areas of McLagan wheel (McGuire, 2014). This is important because McLagan wheel describes the relationship between human resource management and human resource development and the impact of HRM practices and policies (Kwame, et al., 2016). When tailoring HRM policies in LME countries, like United Kingdom, it is crucial to pay attention in some issues due to some external elements like economic, social, legal, political, environmental in advance before hiring and making contracts with workers in order to avoid labour disputes (Cumming, et al., 2020). As it can influence labour market, it can also influence the way of operation because there will be movement of people between China and UK. Three employees from leadership and three employees from HR department will be coming to UK from China (assumption). Leadership and HR will be coming from China to UK. During this process, development and training programme is required for employees. According to hiring website, the average cost of training per employee costs around £1,068. So, the total cost of training for six employees would cost around £6,408 approximately (Undercover Recruiter, 2019). 

After being connected with two nations, there is also connection with international HRM. Fujian University need to be clear on which factor to choose between convergence or divergence. If university wants to implement similar kinds or HRM policies and practices, it is convergence whereas if university wanted to adopt same policies or modify practices in order to suit the local requirements, it is known as divergence  (Edward and Rees, 2017). In the period of globalisation, Fujian Jiangxia University must compete with other universities in UK and has to adopt HR policies according to the local demand. 
Blog 5: Presentation 
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Blog 6: Atkinson’s Flexible Firm Model and open talent economy 

In this blog, I will start with introducing Atkinson’s flexible firm model and critically analyse it associated with the open talent economy and finally analyse the overall implication on Unilever (I have chosen Unilever as a company here).  
Flexible firm model was developed by Atkinson in 1984 that addresses the rigidity which is related to the employment rules that are recognised under specific organisational design (Atkinson, 1984). This flexible model offers the framework which is related to breaking the internal hierarchical labour market and also explains that the core work force of an organisation is made by workers with high skills and have capability to be involved in decision making process (Dyer, 1998). 
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Figure: The Flexible Firm (Atkinson, 1984, p. 29) 

Atkinson flexible firm model describes about functional, numerical, and financial flexibility. Functional flexibility says that workers could be redeployed in quick and smooth manner between any activities. Functional flexibility indicates that same labour force can change the tasks in short term and medium term (Atkinson, 1985) and some of its main features are rotation of jobs, flat management system and less demarcation among jobs. Numerical flexibility is related to part-time contracts and sought so that working hours could be easily and cheaply increased or decreased even in changes with short term. Flexible time, zero-hour contract is related to temporal flexibility (Taylor, 2019). Financial flexibility is related with pay and other employment expenses in relation to demand and supply in external labour market. It is indicating the shift in structure of paying system and remuneration system which can facilitate in operational flexibility (Atkinson, 1984). Core group workers are skilled and fulltime workforces who have proper training and development as well as full job security. However, workers from peripheral group normally have atypical contracts and they get fewer opportunity of training and development as well as less security of job (Atkinson, 1985). 

Critical analysis of the framework 

Flexible firm model believes that flexibility in working environment is good and it can be considered as a tool to maintain the managerial ideologies  (Furaker, et al., 2007). It is also argued that this framework has to be understood at political level as well as wider vision of post-industrial revolution and this model is not realistic as it does not provide any support due to its non-strategic feature  (Procter, et al, 1994). This model only thinks from the perspective of company and other human actors like employee of an organisation has not been identified. So, author has suggested that the flexibility in this framework could be studied from the perspective of employees also and the recommendation of the concept of double-edge which could study the both perspective from employees as well as organisation (Karlsson, 2007).

Open talent economy 

According to the report of Deloitte, open talent economy is a collaborative, transparent, facilitated with technology and has rapid way to do business with free flow of people, investment, products, and services. In present days, talents are taken as an investment but previously, talents were considered as an expenses (Deloitte, 2013). To achieve the business objective, business and professional collaborate with each other flexibility (Chaudhary, 2017). Nowadays, companies can depend upon talents from any parts of the world even if they do not have relationship with the organisation. For example, InnoCentive, which is a global pioneer, post their research problems on their website and uses open talent and external talent strategy in order to solve and pay who finds the solution of that problem (InnoCentive, 2019). 

Implication 

As I have mentioned above, Atkinson’s flexible firm model emphasis more on organisation rather than workers, this framework can have implication mainly when attracting and retaining practices in open talent economy in the present context. According to Atkinson’s framework, employees working full-time are considered as core group and get training, development as well as security of job whereas, peripheral group cannot enjoy job security or training and development and have atypical agreements (Atkinson, 1985). It has implication on employees of Unilever because they mostly have temporary and part-time jobs (Glassdoor, 2015) due to which employees could not get job security. Recently, Unilever has launched new AI-powered talent marketplace which helps in developing new skills and gaining experience in flexible way (Unilever, 2019).

Blog 7: Model to identify human resource and link between engagement, commitment and performance
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Fig 2: Organisational resilience model for Starbucks (Created by author) 

In this blog, I would like to start by introducing organisational resilience and explore the links between human resource factors that could impact on organisational resilience, employee engagement, commitment, performance and evaluate the created model in Starbucks. 

Organisational resilience is that capability of the company about anticipating the potential threats, preparing, responding and adapting the changes and disruptions to cope and survive in the market (Duchek, 2019). By understanding the dynamics of resilience, it can help to face challenges in the complex business world. It is important in order to respond to disruptions (Denyer, 2017).

Human resource management is about how organisations are people are employing and managing people and it can also be said as a strategic, integrated and coherent approach in relation to well-being, employing and development of talent in the company (Armstrong and Taylor, 2014).

In next part, I want to link human resource factors like strategic human resource management (SHRM), organisational culture and organisational resilience. SHRM is an approach of developing and implementing human resources strategies and integrating with business in order to achieve goals and objectives of the organisation (Armstrong and Taylor, 2014). Organisational resilience can be developed by strategically managing the HR in order to create competencies between core workers which helps in aggregating the level of organisation (Duchek, 2019). SHRM can affect organisational resilience on three dimensions related to human resource analytics, higher performance and human resource practices and it is also important to consider cognitive, behavioural, and contextual sides of organisational resilience (Alayed, 2019). 

HR policies and practices can influence some elements like job commitment of employees, job satisfaction and employee motivation and they are related to opportunities of career growth, training and development, teamwork, involving in decision making process, and performance appraisal (Purcell, et al., 2003). Employees of an organisation, who have high quality jobs and are managed well, they will not only be happy and satisfied, but also increase productivity with better product and services and be innovative (CIDP, 2019).  Business world is complex and dynamic and there is no one right answer so, organisation must respond to the emerging pattern. The best way of determining the best option in VUCA environment would be by probe, sense and respond according to Cynefin framework (Snowden and Boone, 2007).

Starbucks 

Starbucks was established in 1971 in Seattle and has now become one of the best brands and fastest growing companies in the world according to official website of Starbucks with its mission to inspire and nurture the human spirit- one person, one cup, and one neighbourhood at a time. According to the annual report of 2018, the total staffs of Starbucks are 291,000 where 191,000 are in US and rest of them employees are from other parts of the world.  (Starbucks, 2020).

Starbucks also need to consider McLagan’s wheel model because it is also related to agile HR. McLagan’s wheel model is or framework is in form of a human resource wheel which is describing the relationship between human resource management and human resource development and the impact on HRM practice and policies (Kwame, et al., 2016). Human resource development is the integrated use of training and development and developing career to increase the effectiveness of the overall company. The final result from HR should be increased in productivity, quality, innovation, and readiness for change according to McLagan’s wheel (Kwame, et al, 2016). According to survey by McKinsey, there was 20% rise in employee engagement by focusing of agile perspective and productivity increased by 25% in European bank (Gandhi, 2019). 
In globalised world, Starbucks being a service industry, it must focus on long-term survival. And to do this, it must focus on organisational resilience by taking quick, creative, robust and transformative actions (Holbeche, 2018). 
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