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1. [bookmark: _Toc112622815]Introduction
Human resource planning is one of the company's preventative actions taken to methodically and regularly plan to maximise the potential of the current workforce (Collings & McMackin, 2021). Human resource managers and the rest of the department have the sole responsibility of assisting the firm in question in making effective use of its exceptional people. This is accomplished via careful planning in the sense that the company has defined responsibilities that satisfy certain objectives (Kissnger, 2017). The purpose of this research is to have a conversation about the effects of recruiting, learning and development, and remuneration on Unilever UK from a human resources perspective.
Multinational conglomerate Unilever PLC is dual-listed in the Netherlands and the United Kingdom and has its main offices in Rotterdam and London. The company's global reach extends to many regions outside just western Europe, including central and eastern Europe, Africa, Asia, the Americas, and the Oceania (Unilever, 2022). The company, whose roots can be traced back to 1895 when the Lever brothers established the business, began with the creation of Sunlight Soap, which proved to be the perfect product to propel the firm's expansion as it sought to improve domestic hygiene (Unilever, 2022). However, the corporation now has more than eleven key brands, and these are the brands that generate the vast majority of the company's revenue. In addition, the company's whole brand, which includes more than 400 individual brands and items, is sold in over 100 countries throughout the world (Unilever, 2022).
The firm has devoted itself to sustainable growth by updating its long-term strategy plan in recent years to meet the demands of a dynamic global marketplace (Kissnger, 2017). As it embarks on the manufacturing of items for people to use, the website claims that the firm, whose products are utilised by more than 2.5 billion people worldwide, is committed to the creation of sustainable growth. To maintain a globally acceptable and competitive brand, the corporation must verify that it has complied with the standards imposed in each of the 190 countries for each of the 400 brands it houses (Unilever, 2022). This review of Unilever's HR practises provides context for the fundamental and nuanced ideas that underpin HR strategy and practise in the corporate sector. Human resource management ideas will be discussed, along with best practises for managing employees in general and how Unilever PLC has implemented these ideas into its business strategy for analysis. The organisation was selected because, in a nutshell, its success has been tied to its HR department's capacity to attract and retain top talent, and to the role those HR departments heads have played in revolutionizing the way HR principles are applied to the company's business strategy.
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Recruitment 
Having a thorough recruitment and selection procedure in place is crucial for any company that wants to attract and retain talented employees. This is crucial since it will decide the organization's overall success or failure. People are one of a company's most precious resources (Shukla, 2015).A company's recruitment efforts are successful if they bring in qualified applicants in a timely manner (Marie Ryan & Derous, 2016).
 There are two primary phases of the hiring process. To begin with, the firm has to have well-defined objectives and goals, which can only be achieved by careful strategic planning. After that, management need to do some human resource planning to figure out if they have too many employees, too few, or the right number of employees to accomplish the goals (Lam, 2019). The purpose of a company's recruitment efforts is to find enough qualified candidates from which to choose a team of workers who will work toward the organization's stated goals. Also, it facilitates the gathering of resumes from which the company's management may pick the most qualified candidates for open positions (Collings & McMackin, 2021). The term "selection" refers to the method used to pick one candidate out of many to fill a vacant role in an organisation (Storey, 2019). Hiring someone who is a good fit for the position and the company's values is a crucial part of the selection process. It's crucial to employ efficient and appropriate selecting procedures. By doing a thorough examination of the roles and responsibilities of the position, human resource managers may identify appropriate selection methods (Gamage & Sadoi, 2008). Because competent applicants may perform successfully and meet organisational goals, proper selection of candidates can lower the cost of training. Problems in the workplace, such as high turnover and absenteeism, can be mitigated via careful selection of employees.
The process of hiring new workers is a crucial function of the HR division. While the activity of hiring new employees is a component of HR strategy development, it is still a robust, autonomous process even inside the division (Landers & Schmidt, 2016). For a global corporation like Unilever, it is essential that the selection and recruiting process adhere to a set of rules that ensure fairness and reliability. Due to the procedural nature of the exercise, it is important to examine the procedures that the HR division must follow to assure the validity of the results (Marie Ryan & Derous, 2016). First, the organisation needs a recruitment policy, which may be developed by the department alone or as a group effort. The company's beliefs on recruiting and selection of the best suited people may be built upon the solid groundwork provided by the policy. A company's recruiting policy is the foundation upon which it sets down the essential requirements during the exercise, even if those requirements may differ in theory for different job descriptions. The human resources division is the most suited to write the policy, thus its leader should be an equally creative, energetic, and successful professional. 
For instance, Unilever has stringent hiring guidelines that take into account factors including the qualifications of prospective candidates and the availability of open positions. Unilever has a policy of first analysing a job post and developing a guide to the needs thereof, before searching for the applicant. This is because, across many of its subsidiaries, the immediate HR must make sure that the process follows the need of the position (Unilever assets, 2022). The company's strategic advertising of the openings helps to catch the top candidates in the globe fit for this position, and the selection procedure that follows is based on that information. In essence, the company's stellar reputation has allowed it to consistently attract high-caliber candidates for open leadership roles (Marr, 2018). When examining the HR department's vision and objective, it's clear that the organisation is serious about helping each employee uncover and develop their unique contribution to the company. Employees at Unilever are valued not for their titles but for the contributions they have made, as stated in the company's mission statement (Unilever assets, 2022). As a result, the selection and recruiting policy conforms to the established norms of the organisation and actively searches for qualified applicants (Piercy & Mcdonald, 2021).

.
Learning and development
Organizational learning and development is an ongoing practice for any company. The study of learning and development encompasses many different areas (Gamage & Sadoi, 2008). In the 1970s, the term learning and development (L&D) was initially used to refer to a distinct type of organisational endeavor (Kollmann & Stöckmann, 2019). The phrase "human resource development" originally referred to a strategy whose main focus was on providing participants with intensive, intensive training that lasted for a relatively short period of time and focused largely on acquiring new abilities and altering old habits. One of its most important critics, Katoen & Macioschek, (2017) characterised it as a set of structured actions undertaken within a specific time and aimed to promote behavioural change." As an organisational process, learning and development's major objective is to help the group as a whole advance through respecting and fostering variety, fostering growth in individual members, and achieving organisational objectives (Kollmann & Stöckmann, 2019).
Self-directed, workplace learning that increases adaptive capacity may be defined as an atmosphere in which people learn to work and acquire the skills that allow them to improve their expertise and aid their company in maintaining its competitive edge (Collings & McMackin, 2021). Learning, or development, is a process that takes time and can take many forms (e.g., training, coaching, formal and informal interventions, education, or planned experience). Human resource development (HRD) experts can help you structure one, or you can make one on your own (Hafiza, Shah, Jamsheed, & Zaman, 2011).
Learning and development (L&D) is an area of study and practise in management that focuses on how workers gain and develop the information and abilities necessary for them to succeed in their current and future jobs. On-the-job training and coaching/mentoring are the most common practises in this area (Gamage & Sadoi, 2008). However, their primary function is to boost individual performance, address underperformance, and increase productivity once again; they are not a reflection of the importance of long-term growth (Collings & McMackin, 2021). However, this should be maintained to demonstrate a void in the HR sector's implementation of strategic initiatives. To fill this void, L&D experts must collaborate with business unit leaders to foster a culture of learning that will enable L&D strategies to be implemented effectively. Especially under duress from the many reorganisations that companies engage in to gain a competitive edge, frontline managers require assistance in fulfilling their L&D responsibilities (Katoen & Macioschek, 2017).
Human resource management's overarching responsibility is to hire and train or encourage employees to meet the company's goals and objectives in a way that ensures their long-term viability and meets the current and future needs for a variety of specialised skills and abilities (Umair, 2019). Therefore, the HR manager is responsible for not only finding the best individuals to work for the firm, but also for developing and combining the best personnel in order to better position the business for the future. One of the most effective and crucial strategies to improve workers' training and development while they work for the company (Collings & McMackin, 2021). In other words, HR is responsible not just for hiring new staff but also for investing heavily in their professional and personal growth through extensive training and development (Marr, 2018). Training personnel is essential for any business that plans to retain a talented and trained workforce well into the future. The primary argument for investing in training and development is the positive effect it has on employee satisfaction and, by extension, the likelihood that highly valued individuals will remain with the organisation (Gamage & Sadoi, 2008). 
Therefore, companies like Unilever need a system in place to make sure their efforts to hire creative, competent workers are not wasted (Unilever, 2022). In turn, the firm recruits and trains these workers, so gaining insight into which people possess the requisite skills and aptitude to become future leaders within the organisation (Piercy & Mcdonald, 2021). The firm is proud to spend its dedication to employee education, which has allowed it to attract and retain a talented and creative workforce that has contributed to its sustained success (Unilever assets, 2022). Unilever's commitment to its employees' professional progress is an integral aspect of the company's overarching strategy, which has helped propel the global conglomerate to new heights throughout its many years of operation (Marr, 2018). Therefore, training and development play a crucial part in building the company's future workforce and ensuring that the best personnel are retained (Collings & McMackin, 2021)

.
Compensation
The organisation values its employees and shows its appreciation for their efforts and contributions through pay and benefits (Kingoo, 2018). The purpose of offering incentives, both monetary and otherwise, is to recruit and retain talented workers. Paying workers enough to meet their basic requirements is essential, and doing it in a way that also provides them with a feeling of job security and appreciation is even better. Several studies have demonstrated the critical importance of compensation, benefits, and perks including pensions, paid time off for parenting, and salary in encouraging workers to stay with their current employers (Kollmann & Stöckmann, 2019). According to the research of Rosnell, (2014) dissatisfaction among employees and the generation of a bad atmosphere leading to destructions" can be attributed to a company's inability to properly arrange rewards and pay. This approach needs to be able to entice and keep valuable, hard-to-find workers, and keep them around for the long haul (Rosnell, 2014).
It is possible to divide incentives into numerous categories, the three most popular of which are:
Job-related pride, a sense of success, and teamwork are all examples of the kinds of intrinsic benefits that may be gained just by doing a good job. An employee receives an intrinsic reward if they believe they have grown professionally or personally as a result of their work.Financial compensation, professional advancement opportunities, and similar perks are all examples of extrinsic incentives (Collings & McMackin, 2021). Extrinsic incentives are those that are not directly related to the work itself and instead come from a third party, such as a supervisor or the company itself. For example, a raise in pay or a promotion would be considered an extrinsic reward. Directly improving an employee's financial situation is the goal of financial rewards like bonuses, salary increases, and profit sharing (Kingoo, 2018).
Non-monetary awards make a work more appealing but do not improve an employee's financial situation. A firm may provide employees with non-monetary benefits such as a staff cafeteria, crèche, counseling services, and a pension plan in addition to the usual salary and benefits package (Hafiza, Shah, Jamsheed, & Zaman, 2011). In the corporate world, employees can be rewarded either on the basis of their performance or their status as a member of the organisation. Commissions, piecework pay plans, incentive schemes, group bonuses, merit pay, and other types of pay for performance programmes are all examples of performance-based rewards. Membership advantages might include higher pay or other perks as well as recognition for long service or promotion (Rosnell, 2014).
According to Unilever's mission statement, which emphasises the need of tapping into workers' full potential, workers consistently report feeling exhausted yet driven (Flexcareers, 2022). Here, Unilever rewards both individuals who fulfill their goals and those who are just loyal to the firm (Unilever assets, 2022). Also since the company is growing with new innovations, Unielever could reward the individuals who share new suggestions to motivate them and use that for employer branding purpose (Shukla, 2015). The company would be able to attract and retain highly skilled and talented individuals, who in turn can contributed to the company's annual growth and increase in profitability by billions of pounds, primarily as a result of the company's positive reputation among its employees and the majority of its subsidiaries.
[bookmark: _Toc112622817]3. Conclusion
Growth that is both successful and sustainable is a priority for Unilever. It directs their methods of operation and helps them respond to the rising demand from customers for brands that are conscientious in their use of the world's precious resources. Insights from customers are used to improve product development; the company then forms partnerships with new suppliers, produces goods, and advertises and promotes them through various channels. The methods and policies used by human resources are influenced by the company's culture. Through regular monitoring and evaluations, as well as dedication and support, Unilever promotes a performance- and quality-oriented company culture. For example, the findings of assessments are utilised for directing HR activities that support Unilever’s corporate culture of performance and excellence. Effective human resource management can interpret employee needs and adjust to them in accordance with the culture of the business. And certainly a corporation that protects employees’ interest is significantly better in terms of performance and productivity. According to research conducted on Unilever (UK), proper HR planning is critical to the company's productivity, effectiveness, and the quality of its hiring and promotion decisions. Proposed adjustments to the HR department's recruitment strategies will entail a reorganization of existing positions and the development of new sets of skills throughout the workforce. All of the aforementioned strategies should be used by the company's management for optimal growth and productivity.
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