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[bookmark: _Toc220936254]1. Introduction 
HR functions are important because they have a role in ensuring global organisations are effective (Rajest et al., 2023). The key HR functions include recruitment, training and development, performance management and employee relations. The process of recruitment will help the organisation to recruit the appropriate talent that meets its needs. The training and development programs will also empower the employees to develop the necessary skills to support their career growth and organisational growth (Obeng-Tuaah, 2025). Through performance management, the organisations are able to measure performance of the employees by aligning personal goals with the organisation goals. Employee relations also facilitate good working environment by ensuring that there is good relationship among employees and the management by removing conflicts.

Without such HR functions, the organisation will not achieve its objectives, especially in global organisations where other countries require other forms in dealing with diverse workforce (Pattanayak, 2025). 

In this report, the external and internal factors that influence the HR practices will be provided. To gain a clearer understanding of the overall facets that affect the HR practices, the report offers a summary on one of the relevant business environment models i.e PESTLE. The report will then apply the chosen model to the international human resource practices of Unilever and determine the effect of the environmental forces. 

[bookmark: _Toc220936255]2. Internal and External Environment
[bookmark: _Toc220936256]2.1 Business Environment Model: PESTLE Analysis and HR
PESTLE analysis is a strategic system, which is used to understand the effects of the macro environment factors on an organisation.

[bookmark: _Toc220936257]2.1.1 Political Factors
Political stability influences the way a business runs its operations, policies of a government and the laws governing taxes. When managing diverse workforce organisations must comply with the local labour law, taxation frameworks and government policies that could affect the recruitment and remuneration of the workforce and their working conditions (Haanwinckel and Soares, 2021).

[bookmark: _Toc220936258]2.1.2 Economic Factors
Economic forces like inflation rates, interest rates and economic growth determine consumer spending and workforce management. The HR departments must adjust the remuneration plans and recruitment patterns based on the economic situation in various destinations (Bilan et al., 2020). During the downturn of the economy an HR will be able to look into cost-effective training or temporary layoff and during economic booms an HR may do more talent acquisition.

[bookmark: _Toc220936259]2.1.3 Social Factors
Social and cultural aspects including demographics, lifestyle shift, and social values are fundamental in shaping the HR practices (Onyekwelu et al., 2024). The work culture can be changed because the new flexible work or diversity and inclusion orientation, in this instance, the HR has to adapt to the new workforce recruitment, retention, and engagement strategies to meet the new requirements of the workforce.

[bookmark: _Toc220936260]2.14 Technological Factors
The technological innovations like automation, artificial intelligence, and digital tools impact on the management of HR functions. The organisations should incorporate new technologies in order to enhance employee training, recruitment and performance management (Touriano et al., 2023). HR should make sure that employees undergo constant up-skilling to keep in pace with new technologies.

[bookmark: _Toc220936261]2.1.5 Legal Factors
Intellectual property laws, health and safety laws as well as labor laws largely influence the HR practices (Erwin et al., 2025). The organisations need to align with various legal standards in places where it operates. HR is significant in revision of the policies concerning employment, health benefits and safety at the workplace, as the policies keep on changing in accordance to the new regulations.

[bookmark: _Toc220936262]2.1.6 Environmental Factors
Environmental issues and sustainability are becoming relevant to businesses. The HR needs to enhance sustainability by incorporating environmental friendly practices into the recruitment processes, and motivate the employees to participate in the corporate social responsibility (CSR) activities (Adegoke et al., 2024). 

[bookmark: _Toc220936263]2.2 Usefulness of the PESTLE Model
The PESTLE model is useful in HR management in multinational companies such as Unilever due to the fact that it offers a wide perspective of the external forces that influence business decisions. Knowing the political, economic and social environment, HR will be well-informed of their choices regarding recruitment, training and compensation (Malik, 2018). The HR adopt innovative practices through technological and legal factors as well as maintain compliance through the same, and sustainable HR initiatives are driven by environmental factors.

[bookmark: _Toc220936264]2.3 Limitations of the PESTLE Model
Despite its usefulness, the PESTLE model has its weaknesses. It has a broad view but does not relate to a particular industry or organisation (Buye, 2021). The other kind of model can be regarded as dynamic; its consideration is concerned with the current environment and is not focused on the velocity of the unpredictable changes. In addition, a complete PESTLE analysis can be long lasting and may fail to provide the actionable information regarding every HR issue.

[bookmark: _Toc220936265]3. Organisation Application
[bookmark: _Toc220936266]3.1 Organisation Introduction
Unilever is a large multinational corporation that specialises in consumer goods, operating in over 190 countries (Unilever, 2025). The company is credited to diversified products that comprise of food products and beverages, cleaning products, home care products and personal care products. It has such popular brands as Dove, Lipton, Hellmann and Ben and Jerry. Unilever is a pioneer in leading the environmental and social concerns in its practices through its sustainability commitment. It markets its products in various markets, not only in the developed economies like North America and Europe, but also in the emerging markets in Africa, Asia, and Latin America (Unilever PLC, 2024). Unilever is one of the most powerful stakeholders of the FMCG (Fast-Moving Consumer Goods) area where they remain the creators of the trends in sustainability, consumer behavior, and corporate responsibility.

[bookmark: _Toc220936267]3.2 HR Practices
The HR practices of Unilever are aimed at facilitating the worldwide operations and local market requirements. The company also values its hiring process with a goal of hiring diversified talent according to its sustainability, innovation, and inclusion values (Ly and Mujtaba, 2025). It also takes the risk of training and development, providing programs directed to the employees to enable them develop and remain flexible with the trends in the industry. The focus is on performance management, setting clear goals, frequency of feedback and leadership development programs. Unilever promotes free flow of information and teamwork culture in its employee relations, which means that there is a high level of engagement when dealing with different regions and labor legislations and cultural values are observed (Tsourvakas and Yfantidou, 2018). 

[bookmark: _Toc220936268]4. Application of Model
[bookmark: _Toc220936269]4.1 Impact on Organisation
The HR activities of Unilever, including recruitment, performance management, employee development, and employee relations, are majorly affected by political, economic, social, technological, legal, and environmental forces.

[bookmark: _Toc220936270]4.1.1 Political Factors
The HR practice at Unilever is directly affected by political stability and the government policies in recruitment as well as compliance. HR has to remain flexible to new labor legislation and government regulations in politically unstable nations (Griep et al., 2025). As an illustration, in a country such as Venezuela, where the governmental intervention is elevated, Unilever HR unit should adapt recruitment approaches and remuneration methods to the regular alterations of regulations. Conversely, in politically stable nations such as the U.K., HR is not as concerned with the political changes and can concentrate on the long run development plans and talent procurement without any significant impact.

[bookmark: _Toc220936271]4.1.2 Economic Factors
The economic situation is an imperative consideration in HR strategies of Unilever. In times of an economic slowdown, the HR might have to engage in cost-cutting steps like halting hiring, lowering bonuses, or bringing voluntary layoffs. Conversely, in times of economic prosperity, HR is concerned with recruiting and keeping the best employees who stand a chance to get competitive wages and career advancement opportunities (Urme, 2023). In places such as India, where competition in the labor market is increasing due to rising middle class, HR is concerned about the skills development and retention of employees to ensure that they are not stolen by the competition. HR in developed economies such as the U.S. or U.K. focuses on innovation and high-performance cultures as a way of retaining talent.

[bookmark: _Toc220936272]4.1.3 Social Factors
The HR practices are heavily influenced by the social and cultural factors. Unilever needs to change its HR practices to suit local cultural norms and expectations copied by society to continue with inclusivity and diversity (Ferdowsi, 2024). In the U.S. and the U.K., as an example, the HR activities are aimed at gender equality, racial diversity, and LGBTQ+ inclusion promotion. In the countries such as Saudi Arabia, where the cultural norms are more conservative, however, the HR is more focused on offering opportunities to female employees without violation of local values and traditions.

[bookmark: _Toc220936273]4.1.4 Technological Factors
Unilever HR practices are guided by the technological advances, such as artificial intelligence and machine learning, and data analytics. HR departments are getting more familiar with technology as a means of streamlining the recruitment process, improving the effectiveness of the performance management, and offering personalised training (Shenbhagavadivu et al., 2024). In developed nations, e.g. U.S. and U.K. Unilever uses new technologies in the HR, yet in regions with less technological envelope, e.g. Africa, the HR focuses on the less complicated tools to help in recruiting and engaging employees.

[bookmark: _Toc220936274]4.1.5 Legal Factors
Legal concerns that impact on HR practices include labor laws, health and safety regulations. In the regions where the employment law is firm such as the U.K. and the U.S., HR should ensure that the policies do not interfere with the legislation concerning discrimination, work safety, and the rights of the employees (Steingold and Hotfelder, 2021). A non-compliance can lead to legal repercussions, reputation losses, and loss of talent.

[bookmark: _Toc220936275]4.1.6 Environmental Factors
Unilever has a sustainability mission and the HR also has a role to play in environmental activities (Majid, 2024). In areas like Netherlands where there is a concern on environmental sustainability, HR will help in marketing through promotion programs, which focus on reducing carbon footprints, disposing waste materials, and environmentally friendly practices. Other areas of concern of HR is training the employees on sustainability and how its practices will align with the local environmental laws.

[bookmark: _Toc220936276]4.2 Country Differences
The HR practices within Unilever depend on the political, economic, social, legal and environmental concerns within every nation in which the business is functioning and must evolve as it continues to sustain the global HR goals. In U.K., HR dwells on the legal protection, equality, diversity and work-life balance. The relative stability of the labor market also allows the HR to focus on talent management and the creation of a high-performance culture, progressive hiring and remuneration system to comply with the rigid labor regulations. In India, the HR addresses the emerging competitive workforce, which is rapidly expanding, by means of the upskilling, in particular, the technological and sustainability areas (Khan et al., 2025). The HR in India is a culturally diversity country, thus ensuring that they possess inclusive policies to take into account gender, religion, and caste to facilitate free communication and appreciation among hierarchies. Another area of concern of the U.S. HR is performance management and leader development that attracts the best of tech and innovation (Meyer and Xin, 2018). The HR is compliant with the rules and observes the principles of work-life balance that offers flexible working opportunities and remote working to meet the demands of the dynamic workforce.

[bookmark: _Toc220936277]5. Conclusion
This report has identified how the external environmental factors explained in PESTLE model have influenced the HR practices of Unilever. The political environment such as government policy and labor laws require the HR to become dynamic in different places to ensure that it complies and at the same time creates a high-performance culture. The impacts of the economic conditions on the HR strategy include a chain reaction that involves affecting the recruitment, remuneration and management of human resource such that the more economic boom, the greater the attraction of the best talent during economic recessions and the cost during economic upturn. Social factors such as cultural diversity are necessitated by the need and focus on inclusive HR policies which can align with the demands of a given region. This means that the HR has to adapt to technological advancements in the recruitment and employee development processes through the application of digital tools and platforms. The legal matters ensure that the HR practices are not against the local and international labour laws to safeguard both the employees and the organisation. The environmental concerns force the HR to engage its employees in the environmental sustainability programs.

The HR managers must be flexible with the dynamic global business environments. The current and future challenges such as the development of technologies and the shift of political landscape and values will require the HR departments to re-assess the approaches on a regular basis. The increased pressure in the sustainability and inclusiveness is also likely to affect the role of HR in enhancing the organisational development. The global HR managers, including Unilever, will be expected to build a robust and diversified workforce, operational technology to drive performance.
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