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[bookmark: _8x2glh1910q0]Introduction 
In the modern business landscape, organisations which comprises Unilever focus on transforming the operation for maintaining competitive advantages and driving sustainable initiatives. Human resource management acts as an important fundamental in driving such initiatives (Setyowati and Octafian, 2025). In addition, the growing number of employees illustrates the approach for urgency to resolve challenges delayed within the transformation of the business, adaptation of digital technologies along with a flexible arrangement for work. Such fundamentals help in fostering the morals of the employees, engagement, and also effectively determine the performance of the organisation. The report will focus on critically exploring such key fundamentals, evaluating the practice of contemporary human resources, and analyzing how the various departmental managers can foster the effectiveness and urgent implementation within the transformation strategy.
[bookmark: _irvaxm72x0us]

The specific factors related to business transformation, digital technology trends and flexible working arrangements within Unilever
The process for transformation within Unilever is driven by the various fundamentals which comprise digital technologies, business transformation, trend, long-term flexible arrangement of work. The business transformation highlights the strategic response of Unilever towards the rapid changes in the demands of the customers, disruption of supply chains and imperatives for sustainability. Unilever is effectively streamlining the process, embedding innovations along with restructuring operations for acquiring values faster and efficiently within the various global footprints. 
Within the trend of digital technology, Unilever is making a huge investment. The enterprise data platform of Unilever handles over more than 1,500 applications driven by the 25,000 pipeline of data that focuses on collecting along with processing on a daily basis (Unilever PLC, 2025). The ICT spending of the organisation is estimated to be around $990 million in the year 2023 by focusing on artificial intelligence, internet of things, big data, and various advanced technologies (Unilever PLC, 2025). Such a high level of commitment illustrates the intent of Unilever to digitalise the function of the individuals along with implementing various technologies and the data-driven insight on the workforce within procurement operation, marketing and human resources. The digital transformation allows the approach of decision-making, visibility for the supply chains and effectively personalizes the engagement of the customers.
The approach of flexible arrangement for work has become an important foundation for the new model of operation in Unilever. By recognizing the changes within the expectation of the workforce, the research found that over 94% of the workforce or the employees are willing to work longer within the firm if they are provided with a strong approach for learning and development support (Hess, 2019). Such factors highlight a major relationship within the talent retention, engagement, and flexibility. Apart from such fundamentals, everyday flexibility initiatives of Unilever help various workers, employees and caregivers with the various schedules of non-tradition to remain a major contributor for productivity, helping the firm in responding towards the shortage of talent and shift on demographic flexibility. Flexible model of working, which comprises hybrid model, assignment of project-based along with the complement of mobile team, provide support towards the ambition of organisations to become agile (‌Khalil and Khalil, 2023).
The interplay of such fundamentals is important. The business transformation driven by the trend of digital fundamentals highlight agility along with the responsive organisation that focus on prioritising the collaboration within the cross department (Ahmad et al., 2023). Such transition towards the flexible arrangement of work provides support towards the agility by enhancing remote collaboration, dynamic resource of project-based instead of higher case along with the location rule. It also tailors within the sustainable initiative of organisations that focus on mitigating communication, driving the virtual collaborations and optimising the utilisation of workforce which provide major contribution towards environment and goals of people oriented.
Furthermore, such development provides considerable application towards the change management and human resource. The scale along with the speed for the digital transformation highlight major gaps in the skills, role definitions, resistance towards the changes and cultural shift (‌Trenerry et al., 2021). In addition, flexible working comprises an effective virtual leadership, management for dispersed team, clear performance along with alignment within the remote practice on the values of the company. For an organisation to acquire the benefit, it has to focus on managing the dependency within the technology, working practice, and the people. The transformation of the business is driven by three core fundamentals, the approach for strategic adaptation, needs for operations and digital technologies. They develop a platform for firms to be agile, future fit and sustainable but demand a comprehensive strategy of peoples and readiness for organisation to drive our success.
[bookmark: _l3nwwybn1fcz]Evaluation of different contemporary HR practices
For efficiently managing the major transformation, Unilever has to focus on implementing various contemporary practices of human resource that tailors the approach of people strategy within the digital along with the flexible goal of operation in organisation. Such practices foster the workforce to be adaptable, motivated for the business alongside technological changes. 
[bookmark: _qnskd2b8o504]Human resource practice providing support towards the business transformation. 
The business transformation within Unilever is driven by the various practices that focus on the approach of continuous learning, change management, and strategic planning of the workforce. The workforce planning helps human resources in forecasting the various skills that are required for the future, identifying major roles, and tailor pipeline of talent within the objectives of transformation (Elugbaju et al., 2024). The future of work framework fosters the employees to be acquired with an effective skill for providing support towards the digitalisation and sustainability. In addition, the initiative for the change management which comprises engagement of people, leadership coaching, forums and the campaign for communication help the employees to embrace transformation with the least resistance. Human resource also facilitates the approach of transparent communication in clarifying the goal of the organisation and reducing uncertainty, fostering morale in the changes. Unilever also integrates the system for the performance management that provides accountability and innovation enhancing employees to effectively take the ownership for the project of transformation.
[bookmark: _1d9em1jygsfx]Human resource practice for resolving trend of digital technology
An effective integration of digital technology in human resources highlights one of the core transformative strategies of Unilever (Unilever PLC, 2025). By digital human resource analytics, recruitment on artificial intelligence and virtual platforms for learning, the organisation fostered efficiency and decision-making on the basis of data. The global human resource analytics tool of Unilever analysed data of workforce in predicting the trend of turnover, outcomes of the performance, and needs for the development. The digital platform which comprises My Learning, Degreed helps employees to effectively upskill within digital literacy, sustainability and artificial intelligence (Unilever PLC, 2021). In addition, the organisation utilises recruitment software on the basis of artificial intelligence that focuses on automating screening of candidates, identifying the talent objectively, and enhancing diversity and fairness. The adaptation of virtual systems for on boarding ensures the hiring experience to be inclusive and consistent for enhancing digital culture. Such human resource innovation enhances agility and also help in developing a workforce ready for the future tailored within the long-term vision for the technology-driven growth of Unilever.
[bookmark: _xblalgnc255a]Human resource practice for providing support towards flexible arrangement of work. 
For resolving the various trends of flexible work, Unilever has effectively utilised progressive practice within Everyday Flexibility and U-Work model. Such initiatives focus on combining the security for the employment of full-time employees within the freedom for flexible scheduling. The policy of human resource is designed in enhancing the environment of hybrid work that allows employees to effectively choose within office work and remote work as per the needs of the project (Ramachandaran, 2024). In addition, human resource also outlines the performance engagement in which employees are effectively evaluated on the results instead of the physical appearance. The tools for the virtual collaborations along with the platform of digital communication foster the various teams to be connected and be productive. The initiatives of well-being which comprises programs for mental health and the support of ergonomic drive engagement of the employees along with the satisfaction in the flexible landscape.
Contemporary practice of human resources effectively integrates flexibility, development of people and digital transformation within the approach of a unified strategy (Nicolás-Agustín et al., 2023). By tailoring a data-driven approach of decision-making, continuous learning and inclusive leadership, human resources act as an important fundamental for enhancing changes of organisations. Such practices foster the workforce to adapt towards transformation and also thrive in the supporting vision of Unilever for acquiring sustainable, future-ready and innovative enterprises.
[bookmark: _1kcpp2gg4ngo]Critical evaluation of how departmental managers can ensure contemporary practices implementation
Departmental managers act as an important role in fostering the contemporary practice of human resource which comprises initiatives for the digital transformation, flexible arrangement of work, and continuous learning, which are implemented effectively and embedded within the culture of Unilever (Nicolás-Agustín et al., 2022). The leadership focuses on determining the consistency, success of such an approach in the transformation journey of organisations. 
The strong communication and leadership of change are important for various departmental managers to ensure urgency towards implementation (Mwamba, 2023). Managers have to focus on acting as a leader for transformation that focuses on communicating with the vision along with importance for implementing the strategy of human resource to tailor it within the digital goal of transformation by enhancing transparent approach of two-way communication has been mitigating resistance for the changes, which is a strong barrier in the technological along with the transition of operation. By the regular meeting of department sessions for feedback along with the digital update, managers can foster the employees to effectively understand how such practice of human resource leads to the major contributions on the sustainability and personal growth in the business.
Another critical fundamental comprises developing digital capability and readiness within the team. The managers have to focus on prioritizing the approach of development and training that foster digital competency within employees intrinsically in the data analytics, collaboration and the tools of artificial intelligence (Sposato, 2024). Aligning with the digital learning platform of Unilever which comprises MyLearning and Degreed, the departmental managers can effectively integrate milestones for mandatory learning within the objectives of the team. Such fundamentals foster the team members to participate within the process of transformation but also provide a major contribution in the implementation for the new system. The approach towards the continuous professional development tailored to the key performance indicators highlight urgency and accountability within the department (Aithal and Aithal, 2023). 
Collaboration with the human resource department is important for fostering complementary practice along with implementing consistently. The managers have to focus on working collaboratively within the human resource business to tailor performance management, engagement, strategy, recruitment within the goal of the department when implementing artificial intelligence based recruitment or the policy of hybrid work. Managers have to focus on ensuring the pros of fair implementations and monitoring the bias and inequality. The approach of regular audit along with the data for performance reviews help managers to evaluate and effectiveness for the practice of human resource within the real time and resolve the challenges effectively (Adllaleh et al., 2024).
The approach of successful implementation for flexible arrangement of work comprises performance management and adaptive leadership. Managers have to focus on making a shift focus towards evaluation-based outcomes in which employees are effectively assisted on the innovation. Implementing tools for product tracking along with software for digital collaboration which comprises Slack and Microsoft team foster effective communication within the remote environment. Developing relationships on the basis of trust and enhancing psychological safety fosters the employees to engage and effectively commit within the work (Siyal, 2023). To maintain urgency, the manager has to focus on implementing data driven along with the decision-making on the basis of evidence by analysing the analytics along with the data of employee engagement, they can effectively identify the gaps in implementing and make intervention metrics related to the participation of learning, satisfaction, and hybrid work along with the turnover can help in determining the effectiveness of such practices.
[bookmark: _ajo4yy1islgb]

[bookmark: _6d9jkkilq1x3]Conclusion 
The implementation approach of Unilever depends on the integration of human resource practice that tailors within the flexibility, development of workforce and digital advancement. By enhancing culture for continuous learning, adaptability and inclusivity, human resources act as an important role in fostering sustainable growth along with competitiveness. The department of management has to focus on acting as a transformation leader, fostering urgency, alignment within the strategy and people, and accountability. By transparent communication, decision-making on the basis of data and the consistent approach of implementation, Unilever can acquire Innovative along with future ready firms for resolving the ongoing challenges in the business.
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