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Introduction
Being a new employee in the Human Resources department of Unilever, London, it has become apparent that the organisation experiences critical challenges due to the swift business change, digitalisation and a flexible workplace. These aspects have provoked the growth of the number of complaints made by employees, which are evidence of communication, adaptation, and engagement problems. The current remodelling process in Unilever is to maintain its competitiveness but it has generated anxiety and resistance among employees. This report examines the organisational aspects that are specific to these challenges, the new HR practices that should be used to address the challenges, and the role of departmental managers in ensuring effective and urgent implementation to retain a positive and high-performance culture.
Factors Related to Business Transformation, Digital Technology Trends, and Flexible Working Arrangements
Unilever, a world leader in consumer goods, is still going through a significant change in order to fit the market volatility and sustainability objectives. The Unilever Compass programme strategy of the company is based on agility, innovation, and streamlining of structures. Nevertheless, this change has led to confusion among employees because of restructuring and changing job descriptions and higher performance standards (Drekovica et al., 2023).
Business Transformation Factors
The changes in Unilever involve rationalisation of operations, integration of functions, and the purpose-based leadership models. Although these initiatives have been aimed at enhancing competitiveness, they have also brought about stress, role ambiguity and job insecurity. The lack of communication regarding the reasons behind change and its advantages is also frequently reported by the employees, leading to the lack of morale and opposition (Kirine et al., 2023, pp.154-165). Fatigue regarding change has also become the order of the day; workers are exposed to several transformation waves within a short duration of time. Wahdaniah et al. (2023) state that when organisations switch to digital transformation, emotional preparedness is usually neglected, and disengagement and more grievances occur. Diversity in the workforce at Unilever only complicates the situation because cultural and generational variations interfere with the reaction to the change initiatives.
Digital Technology Trends
The development of artificial intelligence (AI), automation, and data analysis has entirely changed the way Unilever conducts its HR operations and has impacted all spheres including recruitment, onboarding, training, and performance management. The cutting-edge technologies, such as SAP SuccessFactors and recruitment systems using AI, can be used to conduct predictive talent analytics so that the HR may recognize the skill gaps, predict turnover, and facilitate evidence-based decision-making (Chaudhary and Srivastava, 2021). Nonetheless, this technological change is also a challenge. Lots of employees are nervous or unprepared to work with complicated systems, which is why it is necessary to implement constant digital upskilling programs. Digital disparity in the highly skilled and less technically proficient personnel can lead to productivity and opportunity inequality. Moreover, the ethical and legal issues regarding AI fairness, algorithm prejudice, and information privacy have gained more and more relevance (Tessema et al., 2025, p.134.). Unless there is a robust governance and transparency in implementing HR analytics and automation tools, they may threaten to destroy the trust of employees and instead of enhancing inclusivity, they support inequality (Xin and Mahadi, 2024).
Flexible Working Arrangements
Unilever has also increased its hybrid and remote working systems with the U-Work system after the pandemic, which enables flexibility and employment on a project basis. Although this contributes to inclusivity and work-life balance, it has led to problems of inconsistency in communication and perceived unfairness between remote employees and on-site employees (de Souza Santos et al., 2024, pp. 68-78). In virtual setting, managers find hard to track productivity, cohesion and well-being of the employees. Moreover, the working flexibility of employees can make them feel like they are not part of the informal learning and promotional activities (Siddiqui et al., 2024).The study identifies the danger of poorly managed hybrid systems destroying organisational culture and raising turnover intentions. 
Overall, these considerations indicate that Unilever needs to work on its transformation and digitalisation processes, though they are strategically imperative, the organisation struggles with keeping the engagement levels high, providing equity, and ensuring a constant level of communication. These changing expectations of the workforce therefore need effective HR practices to consider them.
Evaluation of Contemporary HR Practices to Address Each Factor
Managing Business Transformation through Change Leadership and Communication
Modern HR techniques lay an active emphasis on empathetic-based participatory change management. Based on the models like the Eight Steps by Kotter, the change at Unilever can be driven by creating a sense of urgency and sustaining change by empowering employees (Kirine et al., 2023). Dual-way communication in an open and transparent manner (through the internal tool such as Yammer or Microsoft Teams) will make employees aware of the goal of change and allow them to give feedback. Frequent listening sessions and surveys to determine levels of engagement will allow HR to respond to pain points at the initiation stage (Wahdaniah et al., 2023). Moreover, Unilever can appoint change champions in different departments to facilitate clarity and decrease resistance, which would be consistent with transformational leadership styles that foster trust and involvement (Dreković et al., 2023).

Leveraging Digital HR Practices and Continuous Learning
Digital transformation of Unilever requires a strategic balance of addressing modern technologies and the culture of lifelong learning. With the introduction of digital HR solutions like SAP SuccessFactors and AI-based analytics tools, it becomes possible to automatise the day-to-day administrative operations and thereby enable the HR practitioners to focus on strategic activities (such as talent management and organisational responsiveness) (Chaudhary and Srivastava, 2021). HR analytics will also allow the company to create actionable insights to predict employee turnover, future skills gaps, and human resource planning (Xin and Mahadi, 2024). The success of such tools however requires high levels of digital literacy. Thus, these technologies should be supported by in-depth digital training and upskilling programmes that will guarantee that every employee is able to operate with new systems with confidence. The platform of Unilever, Flex Experiences, is an example because it helps to provide some job rotations, micro-learning, and project-based learning experiences that enhance adaptability and career development (Zhang and Chen, 2024). Also, effective governance systems should be in place so that AI-powered HR solutions do not appear opaque and unfair, and employees do not lose their confidence (Siddiqui et al., 2024). By incorporating immersive learning (including virtual reality (VR) simulations and gamified learning) can also increase the engagement, inclusivity, and cross-functional cooperation of all the employees at Unilever on a global level. 
Improving Flexible Work along with Inclusiveness and Results-based HR Policies
To handle the issues of hybrid work, the HR department must leave time-based performance measurement and consider outcomes-based measurement (de Souza Santos et al., 2024). Uncertainty can be minimised with clear rules concerning remote communication, management of workload, and digital etiquette. To achieve fairness, it is important to implement equity in the access of training and promotions to remote employees. HR can further assist managers in training in virtual leadership so that managers are able to observe well-being and retain trust without having to micromanage them (Siddiqui et al., 2024). Stress and absenteeism can be decreased with the help of well-being programs, including mental health check-ins, virtual mindfulness sessions, and ergonomics (Wahdaniah et al., 2023). Inclusive and motivational practices are further supported by flexible benefits programmes that enable employees to customise health and lifestyle benefits even more.
Overall, change management, digital HR, and flexible working structures can be combined to make Unilever more agile and have a stronger employee experience. It has been demonstrated that the organisations that align technological change with human-centric HR approaches are more likely to maintain the long-term performance and employee satisfaction.
Critical Evaluation of How Departmental Managers Can Ensure Implementation
The departmental managers will be critical in the translation of HR strategy into operation. The implementation requires leadership dedication, responsibility, as well as ongoing capacity building (Kirine et al., 2023).
Change Advocacy and Leadership Behaviour
The managers are expected to be visible role models of Unilever in terms of the transformation agenda. Transformational leadership inspires engagement, compassion, and appreciation of employees, thus making them eager to change (Wahdaniah et al., 2023). Managers need to convey an engaging vision, and connect personal objectives with organisational performance. They can be trained in adaptive leadership and emotional intelligence to encourage them to resist and establish trust in the face of uncertainty.
Open Communication and Cooperation
Studies emphasise the importance of being open and communicating with each other to achieve effective change. The managers are to provide the team briefing regularly and apply the digital collaboration tools to keep the hybrid teams visible. Psychological safety and innovation are encouraged by promoting an open discussion of the difficulties (de Souza Santos et al., 2024). Managers should also be sensitive to the cultural aspect as communication styles must be culturally sensitive to the diverse work force in Unilever.
Performance Management, Learning and Empowerment
On-the-job coaching and digital platforms are both ways that managers can enhance engagement by encouraging continuous learning (Sangu et al., 2024). Working with HR to determine personal skill deficiencies and make development programmes accessible to all, aids in employee development as well as change objectives. Traditional performance evaluations based on attendance must be substituted by objective performance metrics, which are based on quality, teamwork, and innovation. Accountability and motivation are encouraged by regular recognition and positive feedback.
Accountability and Ethical Practice
Digital HR systems have to be governed ethically on the managerial level. The managers should make sure that AI-based HR tools are used in a transparent manner that does not compromise the privacy or data protection requirements of employees (Xin and Mahadi, 2024). Analysing engagement data and grievance patterns on a regular basis may assist the managers in monitoring the effects of new practices. Moreover, they are supposed to work hand in hand with HR analytics teams in order to make evidence-based adjustments (Siddiqui et al., 2024). Finally, the speed and effectiveness of the implementation of HR practice are determined by the departmental managers. Their skill in integrating strategic perspectives with understanding leadership makes Unilever a source of an inclusive and a high-performance work culture in digital and organisational change.
Conclusion
Digitalisation and flexible working practices at Unilever is a crucial move to sustainable competitiveness. These changes, however, have compounded employee anxieties with the issues of job security, use of technology and work-life balance. The challenges can be alleviated with the help of applying modern HR practices, such as properly structured change management, digital capacity building, and inclusive hybrid policies. The departmental managers are the key people involved in operationalisation of these strategies as they exhibit good leadership, clear communication, and ethical accountability. The people-focused HR solutions would enable Unilever to enhance engagement, innovation, and trust, which will guarantee organisational resilience in the long term and employee satisfaction.
Recommendations
In order to deal with the existing challenges of change, Unilever needs to form a special Change Management Taskforce that would facilitate communication and track the mood of employees (Kirine et al., 2023). The Digital Upskilling Programme has to be a holistic one so that the staff can be adapted to the new technologies (Chaudhary and Srivastava, 2021). The fairness of career development and progression will also be encouraged by implementing equitable hybrid work policies (de Souza Santos et al., 2024). Pulse surveys can be conducted regularly every quarter to monitor the engagement and well-being . A focus on empathy, inclusivity, and digital competence should be the priority of leadership development efforts (Sangu et al., 2024), and these aspects should be governed with transparent and ethical AI management of HR.
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