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Executive Summary

The quality and productivity are needed to succeed in today's international marketplace.
Human Resource Management of the company need to focus on inadequate training that is
provided to the employees is leading to negative impact on the performance management. This
is also impacting the productivity of the company. The employees are getting proper training
which is leading to major setback as employees are not able to perform there 100% when they
are been placed in production. This is happening because of the lack of knowledge as they are
not getting proper training to perform when they are underperforming. Therefore, Unilever
should pay attention to the employees, by getting everyone involved, especially entry-level
workers all the way up to the top executive level, determining what they think about the existing

program.
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1: Introduction
Performance management, as described mostly by CIPD as "the procedures and activities
which concentrate on abilities, resources and assistance to keep and enhance worker
performance in accordance including a company objective,” includes several HR processes,
such as Performance as well as goals and performance evaluation. According to study,
professionals who regularly get constructive criticism about their talents produce 8.9% greater
revenue. Personal management (PM) as well as human resource management (HRM) belong
to the same field but have different scopes as well as objectives. The primary distinction among
managing people as well as HRM the fact that the former focuses on workforce employee and
organisational connections whereas the latter only addresses interpersonal interactions

(Torrington et al. 2009)

As opined by Armstrong (2020), the relationship of HRM to postmodern, that views a person
as a person, is questioned by contemporary theoretical learning. The fundamental drawback of
the Critically Intellectual approach is the way it treats computers as well as workers as separate
subjects in the context of organisational connections. Many articles and studies in HRM as well
as organisational management stress the significance of building confidence strong partnership
among management and staff. This may be a response to the massively increased rising
unemployment as well as shorter employee retention. The quality and productivity needed to
succeed in today's international marketplace, on the contrary hand, may not be possible to
achieve as well as maintain without employees who believe leadership to be aware of and
responsive to their requirements. Numerous studies demonstrate that management is aware of
this and is working to reconcile with the needs of the bottom line. This study aims to examine

performance management, a strategic topic for HRM at Unilever, thoroughly.
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2: Company Background
Unilever was created on September 2, 1929, when the British soap business Lever Brothers
and the Dutch margarine company Margarine Unie combined. In the 1930s, Unilever bought
the United African Unilever. Over the course of the latter decade of the twentieth century, the
firm expanded its operations abroad and eventually stopped manufacturing commodities made
of oil and fats. Some of the businesses it has bought such as Lipton (1971), Chesebrough-Ponds
(1987), Brooke Bond (1984), Alberto-Culver (2010), Ben & Jerry's (2000), Dollar Shave Club
(2016), Best Foods (2000), & Pukka Herbal (2017). Nowadays, Unilever is the largest producer

of brand for goods and services (Unilever PLC, 2022)

With 227,000 people, Company has operations in at around 100 countries across the globe,
committed to a sustainable leader, based on three core beliefs: that brands with purpose grow,

companies with purpose last, and people with purpose thrive”. (Unilever PLC, 2022).

Unilever is created to help this market by introducing pertinent and important market
intelligence required to support strategic and operational preparation for the rapidly expanding
global marketplace. One business that has served as a model for effective human resource
management is Unilever. The business places a strong emphasis on human rights as well as
utilizes its positive verification method to make sure that adherence with human rights is
followed out. Unilever conducted internal and external audits as well as training sessions to
gain insight into its workers' viewpoints. Unilever's human resource management team is
responsible to recognize that employee satisfaction has a direct impact on the development as

well as performance of the organisation (Morgan, 2014).
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3: Main discussion
Priority areas that need improvement performance of the employees

The following are the top five issues that Unilever faced:

unsatisfactory labour-management interactions,

a poor organisational environment,

a poor training,

low employee enthusiasm, and

a poor leadership styles

Training and job advancement are not Unilever's top priority. Objectives, the personal
unconscious, histories, comfort as well as protection processes, decision-making techniques,
self-imposed legislation and standards, routines, conventions, objectives, inferences, as well as
self-evaluations are all components of Unilever's corporate image. There were two primary

things that needed fixing right away:

e Additional training must be provided to the employees

e labour-management connection (Taylor, 2014)

It is anticipated that all these two categories of improvement would aid the division in
enhancing its corporate culture, management, as well as drive. Labour-management
programmes shouldn't take place outside of an established negotiating arrangement or during

joint collective bargaining agreement discussions (Marchington and Wilkinson, 2016)

Investigation of labour-management relations

For Unilever, the labour-management relations presumptively follow a continuum from
oppositional or uncommunicative, where there are at a minimum one party adopts a strong
competitiveness opposed to the other, to amicable, which did involve an effort to collaborate
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against another, mostly in the possibility of achieving mutually satisfying responses to issues.
On the contrary, individuals who choose to cooperate see their connection as a win-win

situation (Pilbeam and Corbridge, 2010)

Reasons for improvement and present shortfalls.

Preparation must be required to be a continual effort by the HR department, particularly in
response to performance measures and feedback monitoring. The day-to-day operations of
something such as the operating system consist of concepts which represent ideals, regulations
which put principles into action, as well as processes that put policies into practise. The
operating system's many elements will eventually experience issues with one another, and there

needs to be a conscious knowledge of this and a way to fix it.

The success & development of Unilever are closely linked to employee performance. To boost
efficiency as well as Unilever bottom line, it is crucial to prioritise performance management
issues. Unilever still rely on an annual evaluation of performance system as well as outdated
procedures. For Unilever, switching to a contemporary performance monitoring system does
seem more difficult. Unilever was accused of violating internationally recognized human rights
norms in July 2020 through a number of Kenyan employees at tea plantations who claimed the
business failed to protect workers who have been assaulted following ethnic violence erupted
out after an election in 2007. There has been continuing violations of employees' rights at

Unilever (Edwards and Rees, 2016)

The Food & Associated Employees' Association said security personnel employed by Unilever
have lawfully picketed outside a Durban, South Africa, Unilever plant in 2019 after being
assaulted by rubber bullets, pepper spray, as well as paint balls. According to the Unilever, four
of the employees suffered severe injuries, and two among them have filed formal charges

against by the involved security personnel. The business has additionally come under fire for
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abuses in its distribution chain for palm oil. During 2016, it must have been discovered that the
corporation was purchasing oil palm through Olam & Wilmar, two businesses known for
infringing on the rights of both people and workers as well as for pollution. As per the
Rainforest Foundation UK, Olam has indeed been suspected of buying property as well as palm
oil from small scale farmers within Republic of Gabon, who were denied the opportunity to

agree towards the transaction freely, voluntarily and fully (Laroche and Rutherford, 2007)

Impact poor performance management have on the performance/effectiveness of
Unilever

“Inadequate training leading to negative impact on the Performance management ”.

Using data systems and technological prowess, Unilever could improve the professional
expertise of its employees. The problem is that a sizable portion of the local workforce is
lacking in both managerial and effective internet communication abilities. They struggle to
respond to regional social and economic changes and swiftly acclimate to new environments.
It is acknowledged that a person's understanding of growing and adopting has a direct impact
on their ability to adapt, particularly functional skills. They facilitate successful interactions
between individuals and the physical, social, and interpersonal settings in which they perform

their responsibilities (Beardwell and Claydon, 2017)

The notion that working is a comprehensive experience is yet another fundamental one.
Employees don't bring their entire self to the workplace. Every employee has a unique set of
demands as well as competencies in terms of participation in the physiological, intellectual, as
well as interpersonal spheres. Still, every employee blends these wants and capacities to
maintain equality, happiness, as well as completeness based on the opportunities, resources, as

well as difficulties present in the workplace setting (Taylor, 2008)
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Unilever also values concerted effort and situational analysis. Planning for human resources is
the process of giving management the tools they need to assess, choose, and put alternate
methods of paying for and delivering essential public services into action. A company's
effectiveness, the increase in performance as well as simplicity of certain delivering services
features, as well as the commercial feasibility of organisations as well as public bodies could
all benefit greatly from the implementation of Hr management, starting to think, as well as
managerial staff that makes use of the massive resources of many different individuals and

organisations (Gold et al. 2013).

The benefits, as specific to the context of Unilever, of improving this priority area as
follows:

Since many companies have abandoned the straightforward approach of yearly review,
performance management has become nimbler. After a year of ongoing interruption as well as
adaptation due to the pandemic, the advantages of performance evaluation are much more

crucial than before (Cook, 2016)

a: the organisation,

Increases responsibility that is a Unilever's success is greatly influenced by responsibility,
however, to achieve successful responsibility is difficult. Accountability is frequently
associated with a toxic culture. This is not only unethical, but it also negatively affects both
business performance and employee satisfaction. Effective accountability clarifies the purpose,
objectives, as well as the aims of the Unilever, and needs to make sure that each person is
aware of their place within the organisation. Implementing a performance management
procedure to the company is easy with Organic Hr; which main objective is to create a more

producible, happy and profitable workforce. ( Hr for Health | Linkedin ).
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b: the employees,

Raises morale, which everyone enjoys; hearing the appreciation and the positive remarks about
their performance, is the best way to formally express appreciation in a performance
management system. However, the assessments must go beyond and setting objectives is
important for the employees within the organisation. The research shown that 69 percent of
respondents believed that if workers felt valued for their work, they would perform better.
Nowadays, a salary does not guarantee adequate pay; instead, keeping employees motivated
requires providing them with constructive criticism and periodic evaluations (Truss, Mankin,

and Clare 2012).

c) other organisational stakeholders

Research shown that stakeholder as well as performance management methods possess
prevailing Unilever reasoning and logic which present desired objectives as acceptable. Based
on how well performance management approach align with the dominant stakeholder they
communicate with, they may strengthen, harmonize, or impede stakeholder' understanding and
knowledge and tendency to act towards objectives. (Unilever PLC, Engaging with stakeholders

2022).
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Conclusion
This study's findings support the notion that a performance appraisal system is necessary for
improving performance management. Since organisations of all sizes have realised that long-
term performance in today’s modern competitive business climate depends on accomplishing
goals with very little failures, the significance of putting in place an effective performance
assessment method has only grown. Although it can be challenging to justify the need for

performance measurement, it is ultimately crucial for performance improvement.

By employing efficient quality evaluation, organisations can identify their shortcomings and
strengths, top performers, areas for progress, and standards. Nearly all organisations evaluate
their performance, however there are numerous methods for doing so. Then how would
executives in businesses choose the metrics to measure both individual and collective

performance?

Yearly performance evaluations have been a typical method of gauging performance over the
years. But if it's just performed yearly, do they genuinely compare great result to poor
performance? (Henderson, 2017). Unilever’s culture is a culture of performance, focusing on

individuals’ performance, quality, and efficiency. (Gregory, 2017)

Human Resource Management of the company should focus on inadequate training that is
provided to the employees is leading to negative impact on the performance management. This
is also impacting the productivity of the company. The employees are getting proper training
which is leading to major setbacks as employees are not able to perform there 100% when they
are been placed in production. This is happening because of the lack of knowledge as they are

not getting adequate training to perform when they are underperforming.
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The organisation recognises the Great Resignation as also being the Great Opportunity. It is a
chance to attract great talent, and therefore, the leadership is not about being the best, but

support everyone to the very best they can be. (Unilever PLC, 2022).

According to Johnson and Scholes theory, there is a great need to manage the organisational

culture because this affects the strategy and performance of the organisation. Janse, B. (2018)
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Recommendations
It is preferable to begin with just one department. Try a new strategy led by cascading
objectives encompassing one administrative or company function, such information and
technology or banking, rather than executing the new review procedure uniformly. Record
the key takeaways from just this one operation and make the required modifications before
adopting the new approach to performance management in these other sectors.
Implementing the retention strategy, Hr and managers should focus on employee’s needs,
putting in place new strategies or revisiting methods of listening how employee’s feel and
what they want. Retention requires a team effort from both managers and Hr; Hr being
responsible to provide managers with the tools needed to develop skills and opportunities
for employees, as it is important for an employee to be empowered and trusted to make
decisions in performing their job. (Thompson, 2021)
Use technologies, especially for aims that are simple to track the status of who is in charge
with the particular task. Adapt a straightforward, user-friendly productivity software that
provides everyone with quick transparency as well as accessibility so that finishing or
changing an objective only requires a few moments. This would help to assess the software
in a dynamic, real-world setting because users ideally began with such a division where
modifications in goals are probable.
Ensure simplicity. Begin by editing the default objective template to suit every division
especially or training cell. The very same positive responses, such as recognition as a strong
team member, great communicator, or competent project coordinator, is sought for by
numerous firms. Objective frameworks that are currently 80 per cent completed could be
provided by new performance management tools, therefore makes the procedure simpler

for all to acclimate to and maintain using it on a regular basis.
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Pay attention to the employees. Ask everybody, especially entry-level workers everything
the way to the top to the executive level, whether they think about just the existing program.
Does ongoing performance management improve employees' ability to do their jobs?
Does this really function better when users are more in tune with their aims over time? Is
retention more robust? Incorporate HR measurements which demonstrate the performance
of the new approach.

Always strive to get better. There would never be a flawless performance evaluation, so
analyse the facts, consult with the participants, decide what succeeded as well as what did
not. People are much more likely to get inspired and involved with the process as well as
the job as people strive harder to enhance the management.

Establish buy-in by providing both managers and employees with the same training. The
new application's gatekeepers are administrators. Employees did not purchase into the new
structure when it has been implemented across the company if they do not believe in it and
cannot articulate its benefits. The proposed program should be simple for management to
implement and for employees to accept, as it will benefit to their overall operations.

Therefore, executive sponsorship is also essential.

Page 14 of 17



10.

11.

12.

13.

Human Resource Management

References

Armstrong, M. (2020) Armstrong's Handbook of Human Resource Management
Practice. 15" Ed. London: Konan Page

Beardwell, J. and Claydon, T. (2017) Human Resource Management: A Contemporary
Approach. 8" Ed. Edinburgh: Financial Times Prentice Hall

Cook, M. (2016) Personnel selection: adding value through people. 5" Ed. Chichester:
John Wiley.

Edwards, T. and Rees, C. (2016) International Human Resource Management:
globalisation, national systems and multinational companies. 3 Ed. Essex: Palgrave
Gold, J., Holden, R., lles, P., Stewart, J. and Beardwell, J. (2013). Human Resource
Development: Theory and practice. 5" Ed. London: Palgrave Macmillan

Henderson, 1. (2017) Human Resource Management for MBA Students. 3™ Ed. London:
CIPD

Laroche, L. and Rutherford, D. (2007) Recruiting, retaining and promoting culturally
different employees. Oxford: Butterworth Heinemann.

Marchington, M. and Wilkinson, A. (2016) Human Resource Management at Work. 6™
Ed. Wiltshire: CIPD

Pilbeam, S. and Corbridge, M. (2010) People resourcing: contemporary HRM in
practice. 4" Ed. Harlow: Financial Times Prentice Hall.

Taylor, S. (2008) People Resourcing. 4™ Ed. Wiltshire, CIPD

Taylor, S. (2014) Resourcing and talent management. 6" Ed. London: CIPD
Torrington, D. Hall, L. Taylor, S and Atkinson, C. (2009) Fundamentals of Human
Resource Management: Managing People at Work. London: Prentice Hall

Truss, C., Mankin, D. and Clare, K. (2012) Strategic Human Resource Management.

London: Oxford University Press

Page 15 of 17



14.

15.

16.

17.

18.

19.

20.

21.

Human Resource Management

Unilever PLC (2022) Unilever Global: Making sustainable living commonplace,
Unilever.
Unilever PLC. Available at: https://www.unilever.com/ (Accessed: November 18,

2022).

Unilever PLC (2022) Unilever celebrates 10 years of the Sustainable Living Plan,
Unilever. Unilever PLC. Available at: https://www.unilever.com/news/press-and-
media/press-releases/2020/unilever-celebrates-10-years-of-the-sustainable-living-
plan/#:~:text=Following%200n%20from%?20the%20USLP%2C%20Unilever%20is%
20committed,with%20purpose%20last%2C%20and%20people%20with%20purpose
%20tHrive. (Accessed: November 27, 2022).

HR for Health | Linkedin Available at: https://www.linkedin.com/company/Hr-for-
health (Accessed: November 27, 2022).

Unilever PLC (2022) Engaging with stakeholders, Unilever. Unilever PLC. Available
at: https://www.unilever.com/planet-and-society/responsible-business/engaging-with-
stakeholders/ (Accessed: November 27, 2022).

Unilever PLC (2022) Great resignation or great realisation? Unilever. Unilever PLC.
Available at: https://www.unilever.com.au/news/2022/great-resignation-or-great-
realisation/ (Accessed: November 27, 2022).

Thompson, D. (2021) The great resignation is accelerating, The Atlantic. Atlantic
Media Company. Available at:
https://www.theatlantic.com/ideas/archive/2021/10/great-resignation-
accelerating/620382/ (Accessed: November 27, 2022).

Gregory, L. (2017) Unilever's organizational culture of performance, Panmore
Institute. Available at: https://panmore.com/unilever-organizational-culture-of-

performance (Accessed: November 27, 2022).
Page 16 of 17



Human Resource Management

22. Cultural Web Analysis. Retrieved [insert date] from Toolshero:

https://www.toolshero.com/management/cultural-web-analysis/

Page 17 of 17



