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[bookmark: _Toc225766636]1. Introduction
Unilever is a UK-based multinational conglomerate that produces fast-moving consumer goods (FMCG) and operates more than 155,000 employees in various parts of the world and offers an array of products such as foods, home and personal care products (Hu, 2023). The modern corporate world presents numerous challenges to the HR departments, including disruption of technology, recruiting and retaining talented employees, and advancing diversity, equity, and inclusion (DEI) at the workplace. This report will examine these important HR determinants in Unilever and critically assess the modern HR practices that are meant to respond to the same. The report is designed to present the identification of HR factors followed by the analysis of modern practices, managerial implementation analysis and recommendations.
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[bookmark: _Toc225766638]2.1 Meeting Technological Advancements
The HR world of Unilever has changed with the technological progress, which has brought efficiency and decision making process based on data. Human Resource Information Systems (HRIS) are becoming an important part of HR practices as they are used to handle the data on employees, simplify the payroll process, and measure the performance indicators (Omoruyi et al., 2025). Also, AI based recruitment platform is used to select employees who most effectively meet the job specifications, lessen discrimination during screening and shorten the hiring process. The technology of remote work, such as cloud-based collaboration systems, has also increased the flexibility and continuity of the workforce in the times of disruption. There are a number of challenges associated with implementation of technology despite these benefits. Employees can also be digitally illiterate and unwilling to adopt new systems is a common reaction to fear of being displaced or more monitored. To make the integration smooth, the HR teams should invest in holistic training and change management programs. Moreover, privacy of data and preservation of cybersecurity is an issue of concern as staff sensitive data is becoming more digitalized. The ability to successfully navigate such technological changes, however, necessitates a proactive HR policy, which both balances innovation and workforce support, and secures operational performance and employee engagement.
[bookmark: _Toc225766639]2.2 Talent Acquisition and Retention 
To maintain the competitive edge in Unilever, it is necessary to attract and keep the best talents. Employer branding and a well-defined employee value proposition are the focus in achieving competitive attraction of professionals in the UK (and globally) in a highly competitive market (Kamal et al., 2025). The use of AI-based recruitment strategies is seen to have been adopted to enlist the skills and cultural alignment of candidates to the strategic objectives of the organisation. The strategies of retention are based on employee engagement and on professional development as well as on flexible work arrangements that facilitate the work-life balance. Organized onboarding schemes, mentorship schemes and well defined career advancement schemes aid in retaining employees and minimizing turnover. Issues still persist, such as skills gaps in emerging fields like digital marketing and AI-driven operations, high turnover by early-career professionals interested in rapid promotion, etc. HR should thus take a holistic approach and combine both talent acquisition and retention programs with the aim of having a well-motivated and high-performing workforce.

[bookmark: _Toc225766640]2.3 Diversity, Equity and Inclusion (DEI)
Unilever HR strategy is based on diversity, equity, and inclusion that facilitate innovation, employee satisfaction, and corporate reputation (Ahmed, 2024). Some of the DEI activities involve recruitment practices, leadership programs to underrepresented groups, pay equity reviews, and unconscious bias training among employees. Inclusive environment is enhanced by employee resource groups and mentorship programs, which promote the cooperation of the different teams. These efforts notwithstanding, there are still problems. Unconscious bias may affect the hiring and promotion decisions, and the integration of the culture of the global offices will need to be consistent in the policies and practices. The quantification of the results of DEI also poses a challenge, as such variables as representation, retention, and the engagement of employees should be systematically measured. In order to achieve the maximum effectiveness, the HR departments should keep a constant track of the DEI programs, hold managers responsible, and coordinate such initiatives with the overall organisational goals, supporting fair and inclusive culture.
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Unilever has been strategic to capitalise on developments in technology to improve the HR efficiency, employee experience, and organisational performance (Evans, 2022). The implementation of artificial intelligence in recruitment software enables the HR teams to filter large groups of applicants quickly, align candidate profiles with job specifications, and decrease the level of unconscious bias during the selection process. The technology enhances faster and more accurate hiring processes and gives HR information that can be used to plan strategic workforce planning. HRIS (Human Resource Information System) systems centralise the data of employees and allow them to monitor in real-time the performance indicators, training process, and career advancement opportunities.
Onboarding programs and online learning sites have become extremely essential especially in geographically remote teams in order to deliver training and interact uniformly. In the case of Unilever, its online portal of onboarding incorporates digital tutorials, video presentations of the company culture, and compliance training to make sure that new employees are productive on the first day.
Nonetheless, there are no problems with technological adoption. Costs of implementation are high, employees are reluctant to use new tools, and continuous training of staff may decrease the efficiency of its adoption. Indicatively, senior workers or groups that are used to manual work might find it challenging to adapt to AI recruitment or HRIS systems. Also, the high level of technological dependence requires the strict data safety measures to avoid breaches and the privacy of employees. These drawbacks notwithstanding, the HR practices in Unilever are technology driven which brings great benefits, such as operational efficiency, increased accuracy in talent acquisition, and scalable workforce management solutions.
[bookmark: _Toc225766643]3.2 Talent Acquisition and Retention
In the current competitive world of labour, Unilever uses advanced methods to recruit, maintain, and retain the best talent (Agustian et al., 2023). Through employer branding and active social media recruitment, the company presents a wide and friendly image to potential hires as an inclusive, innovative, and socially responsible employer and this is attractive to candidates seeking career development and company values. Unilever stands out through its staff care value propositions as the company promises employees professional growth, flexible work hours, and employee welfare, unlike other companies. Organized onboarding is used to guarantee that new employees join teams fast and learn how to perform.

To retain talent, Unilever has mentorship schemes, career development opportunities and engagement surveys. Mentorship programs help transfer knowledge, develop leadership and cultural integration of employees with different backgrounds. Career development plans also give a clear understanding on promotion criteria making it more inspiring and committed. Engagement survey allows HR to establish areas of dissatisfaction, concerns at work place and revise policies to suit the needs of employees.
The success of the practices can be seen in the fact that the turnover rates of the most important positions decreased as well as the level of employee satisfaction and productivity increased. Nevertheless, there are still issues such as skills shortage in new areas, the retention of highly specialised talent, and the flexibility versus operational needs. The strategies related to recruitment and retention must be evaluated and modified continuously, so that Unilever could attract and retain a skilled, motivated and diverse work force that is able to achieve business performance.
[bookmark: _Toc225766644]3.3 Diversity, Equity and Inclusion (DEI)
Unilever has its global HR strategy based on DEI, which encourages innovations, involvement, and equal opportunities (Eyo-Udo et al., 2024). Some of the main practices are bias-free recruitment, diversity training, employee resource groups and inclusive leadership programs. These programs will help remove organizational obstacles, provide opportunities to underexpressed workers, and promote the culture of inclusion. Quantitative and qualitative measures of the results of DEI are given through representation measures, pay equity audit, and employee engagement survey.
This is because Unilever DEI programs have had concrete results that have translated into improved employee morale, collaboration (through different perspectives) and diversity in leadership. As an example, employee resource groups enable networking, mentorship, and advocacy of minority groups, and the inclusive leadership programs make sure that managers are ready to be helpful to all employees of the team.
Nonetheless, implementing DEI within organisational culture is not an easy task. Even after training, unconscious bias is still prevalent and the results of the DEI initiatives may be sticky because they can be intangible i.e. employee satisfaction and cultural integration. It will take many years to make DEI an integral part of everyday work, orient it in line with organisational interests, and hold oneself accountable. To help to change the scenario permanently, it is necessary to constantly reinforce the principles of DEI, track the representation and participation, and include the inclusivity in strategic HR decision-making.
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The departmental managers play an important role in operationalising the HR strategies, converting the corporate policies into the daily team behaviours and in ensuring that HR initiatives produce their desired results (Tapala, 2025). Managers, as agents of HR strategy, shape the behaviour of employees, their adoption of technology, and change of culture in teams. They become the connection between HR departments and front line employees, making sure that there is the alignment of strategic goals and implementation.
In order to introduce technological innovations, the managers should organize training sessions, support digital platforms, and track the adoption levels. To illustrate, the managers of Unilever control the use of AI-based recruitment systems, HR information systems, and online learning modules, providing employees with support in using them and resolving problems. HRIS dashboards also help managers to monitor performance metrics to determine areas of skill gaps, training requirements and productivity gains.
Managers are involved in onboarding, career progression planning, mentorship, and engagement monitoring in the fields of talent acquisition and retention (Kravariti et al., 2023). They make employees know they can grow, offer continuous feedbacks and act on the results of engagement surveys by responding to issues. This enhances satisfaction of employees, decreases turnover and boosts the stability of employees.
In terms of DEI, managers have the duty of inculcating inclusion in their work, starting with a bias-free hiring process all the way to making promotions based on merit (Nicolas-Agustin et al., 2022). They endorse employee resource groups, encouragement of the diversity level of participation in projects, and exemplary behaviours, in line with the organisational inclusiveness values. Performance metrics like leadership representation, compensation equity and subordination in training programs are tracked to ascertain accountability.
Some of the issues are resistance to change, lack of resources and balancing between urgent HR initiatives and operational requirements. The managers are required to adopt proactive leadership, establishing clear expectations, setting KPIs, supporting policies on a consistent basis, and coaching. To entrench practices in the team, proper communication and frequent feedback as well as apparent support of HR programs are necessary.
Unilever example cases prove to be successful: managers using AI recruitment solutions spent less time on hiring and hired better employees, and managerial interventions based on DEI positively affected representation and engagement scores. Through the development of a culture of responsibility and continuous growth, departmental managers can be told to make HR strategies not merely policy statements, but also operational realities that promote performance, engagement, inclusivity.
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The present report has examined the Unilever strategy regarding the main HR aspects: technological development, talent acquisition and management, and DEI. Main areas of technological adoption that have enhanced efficiency in operations, decision-making, and employee experience include AI recruitment, HRIS platforms and e-learning tools (Evans, 2022). Employer branding, structured onboarding, mentorship, and career development pathways are some of the talent acquisition and retention strategies that can lead to workforce stability, engagement, and productivity (Agustian et al., 2023). With the help of inclusive recruitment, diversity training, and leadership programs, DEI initiatives have boosted the representation, participation, and organisational cultural alignment. Some actions to be taken by Unilever are continuous training on digital skills and increased use of AI; systematic development strategies, workplace flexibility, and talent engagement; consistent DEI oversight, activities and inclusive leadership initiatives, and accountability frameworks that the organisation can use to reinforce its culture (Hill et al., 2023). Such actions will guarantee greater HR efficiency, a higher level of the employees satisfaction, as well as sustainable business performance.
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