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1. Introduction    

Human resources are not just about managing processes, they are also 

about taking care of people, who represent the most important asset of 

any business. 

HRM is a bridge between employers and employees, and it ensures clear 

communication and mutual understanding. 

Employees contribute originality, flexibility, and passion, which cannot be replicated by 

machines or financial capital (Gamble, Thompson and Peteraf, 2013). 

HR ensures that this human capital is effectively hired, trained, and supported, transforming 

individual potential into organisational performance and providing firms with a sustainable 

competitive advantage (David, Ali and Al-Aali, 2009; Hunger, 2020). 

Human Resources (HR) can be defined as the organisational function responsible for 

managing the employee lifecycle, from recruitment and selection to development, 

performance management, and eventual retirement, and it plays a critical role in achieving 

organisational effectiveness (AIHR, 2025). 

In modern organisations, HR is no longer restricted to administrative responsibilities; 

instead, it contributes strategically by reinforcing organisational culture, improving 

employee performance, and ensuring compliance with labour legislation (Hunger, 2020). 

As organisations expand globally, the role of HR managers becomes increasingly complex, 

as they must adapt to both internal organisational changes and external environmental 

pressures such as economic volatility, technological advancement, and regulatory diversity 

(Indeed, 2025). 

Human resource functions including recruitment and selection, training and development, 

performance management, compensation and benefits, employee relations, and health and 

safety are essential because they enable organisations to attract skilled talent, develop 

employee capabilities, motivate the workforce, and maintain a productive and legally 

compliant working environment (AIHR, 2025). 

Effective human resource management therefore supports the achievement of strategic 

objectives, enhances efficiency and effectiveness, and encourages employees to contribute 

to long-term organisational success (Gamble, Thompson and Peteraf, 2013). 
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This report examines how environmental factors influence the effectiveness of HR managers 

at Unilever, a multinational organisation with extensive global operations. 

The report is structured as follows: first, it analyses the internal and external environment 

using established business environment models; second, it applies these models to 

Unilever’s HR practices; and finally, it evaluates the implications for HR effectiveness in a 

global context before presenting conclusions and future implications. 

 

2. Internal and External Environment 

The PESTLE framework identifies the external pressures faced by Unilever, while SWOT 

analysis highlights how HR responds to these pressures internally. 

Together, these tools provide a comprehensive understanding of how Unilever aligns its 

global HR strategy with both external environmental forces and internal organisational 

capabilities (Johnson, Scholes and Whittington, 2007). 

2a. SWOT Analysis 

 Strengths 

Unilever benefits from a strong global employer brand, which HR leverages to attract a 

diverse workforce. 

The organisation invests heavily in training and leadership development programmes, 

ensuring that employees are continuously reskilled to support innovation and 

competitiveness (Unilever, 2023). 

High levels of employee engagement are supported by HR practices aligned with 

Unilever’s sustainability agenda, encouraging employees to contribute to the 

company’s long-term vision. 

Weakness 

However, Unilever’s complex organisational structure can slow HR decision-making, 

reducing efficiency in global talent management. 

Retention also remains challenging in highly competitive FMCG markets, where skilled 

employees are in high demand (Indeed, 2025). 

In addition, cultural integration across more than 190 countries presents difficulties, requiring 

HR to balance local expectations with global corporate values. 
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Opportunities 

From an opportunity perspective, digital HR technologies allow Unilever to streamline 

recruitment, training, and performance management on a global scale (Proctor, 2010). 

Sustainability leadership also enables HR to embed ethical and environmentally responsible 

practices, enhancing corporate reputation (Unilever, 2023). 

Expansion into emerging markets further creates opportunities for HR to develop local talent 

and adapt HR policies to regional labour markets. 

 

Threats 

Threats include global talent shortages, which intensify competition for specialised skills in 

areas such as digital transformation and research and development (Indeed, 2025). 

Rapidly changing workforce expectations around flexibility, purpose, and work-life balance 

require HR practices to evolve continuously. 

Economic and political instability also poses risks to workforce stability and legal compliance, 

while failures in diversity or employee relations could damage Unilever’s corporate 

reputation. 

 

2b. PESTLE Analysis 

The PESTLE model is particularly useful for analysing how environmental factors influence 

HR effectiveness, as it examines political, economic, social, technological, legal, and 

environmental dimensions that shape organisational decision-making (Johnson, Scholes and 

Whittington, 2007). 

Political and legal factors directly affect HR practices, as labour laws, health and safety 

regulations, and equality legislation vary significantly across countries. 

Economic conditions influence workforce planning, reward systems, and recruitment 

decisions, as inflation, unemployment rates, and labour market competition affect wage 

expectations and staffing levels (Indeed, 2025). 

Social and demographic trends, including increasing workforce diversity and generational 

change, require HR managers to prioritise inclusivity, flexibility, and employee well-being. 

Technological developments have both internal and external impacts, as HR increasingly 

relies on digital recruitment platforms, HR analytics, and online performance management 
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systems; however, this also requires continuous upskilling of both employees and HR 

professionals (Proctor, 2010). 

Environmental and sustainability considerations further influence HR strategy, as 

organisations are expected to promote ethical labour practices and healthy, inclusive 

workplaces. 

Although PESTLE is effective for analysing external factors, it does not account for internal 

variables such as organisational culture, leadership style, and employee engagement. 

Consequently, HR managers must combine external environmental analysis with internal 

organisational assessments to develop effective HR strategies. 

3.Organization Application 

Unilever is a multinational fast-moving consumer goods (FMCG) organisation that operates 

in more than 190 countries and employs over 148,000 people globally, which makes 

effective human resource management essential to sustaining its operational efficiency and 

long-term competitive advantage (Unilever, 2023). 

As a large global corporation, Unilever maintains a highly structured human resources 

department that specialises in key HR functions such as recruitment and selection, training 

and development, performance management, employee relations, and diversity and 

inclusion, all of which are designed to support business strategy and organisational 

performance (AIHR, 2025; Unilever, 2023). 

By aligning HR policies with corporate objectives, Unilever ensures that its workforce 

remains skilled, motivated, and capable of responding to rapidly changing global market 

conditions (Hunger, 2020). 

Human resource management within the retail and FMCG sectors presents unique 

challenges, as organisations must manage high levels of employee turnover, maintain 

consistently high standards of customer service, and effectively coordinate large numbers of 

frontline and seasonal employees, particularly during peak demand periods (Indeed, 2025). 

Unilever addresses these challenges by implementing robust recruitment and talent 

management systems, which enable the organisation to attract and retain skilled employees 

across diverse markets, while global leadership development programmes and continuous 

training initiatives help to enhance employee efficiency, morale, and teamwork (Dermal and 

Cater, 2013). 

These training and development activities also support organisational learning, which is 

critical in a highly competitive and innovation-driven industry (Grugulis, 2007). 
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Furthermore, Unilever utilises performance management systems that align individual 

employee objectives with broader organisational goals, thereby encouraging accountability, 

continuous improvement, and strategic focus across its global workforce (Hunger, 2020). 

At the same time, employee relations policies are designed to promote fairness, trust, and 

open communication, which are essential for maintaining positive workplace relationships 

and reducing conflict in a multicultural environment (Johnson, Scholes and Whittington, 

2007). 

Diversity and inclusion are central to Unilever’s HR strategy, as HR managers actively 

implement inclusive recruitment practices, unconscious bias training, and equal opportunity 

policies to ensure a respectful and discrimination-free workplace (Unilever, 2023). 

Collectively, these HR practices strengthen organisational culture, enhance employee 

engagement, and contribute to improved overall organisational performance. 

 

4. Application of the Model 

The PESTLE model, which examines Political, Economic, Social, Technological, Legal, and 

Environmental factors, provides a structured framework for analysing how external and 

internal business environments shape organizational practices.  

When applied to Unilever, it reveals the complex interplay between global pressures and 

local adaptations in HR management (Smithson, 2024; Bader, Schuster, and Dickmann, 

2019). 

Impact on the Organisation  

Political issues influence Unilever's HR operations since government laws on labour rights, 

taxation, and trade agreements have a direct impact on workforce planning, and HR 

managers must adapt recruitment and compliance methods to changing political climates 

(Panmore, 2024). 

 Changes in EU employment directives or Brexit-related labour mobility constraints, for 

example, necessitate HR adjusting talent acquisition pipelines, demonstrating how political 

uncertainty can affect managerial performance if proactive tactics are not in place (Rotte 

Almeida, 2008). 

Economic conditions also shape HR practices because fluctuations in global markets, 

inflation rates, and consumer demand influence organisational budgets, and HR managers 

must balance cost efficiency with employee welfare (Smithson, 2024). 
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 During economic downturns, HR may be pressured to freeze recruiting or restructure teams, 

whereas in growth periods, HR must accelerate leadership development and talent 

acquisition, demonstrating how external economic cycles significantly impact HR 

effectiveness (Desklib, 2023).  

 

Social factors are also important because changing workforce demographics, generational 

expectations, and diversity imperatives require HR managers to create inclusive policies, 

and Unilever's focus on diversity and inclusion reflects its response to these social pressures 

(Poór et al., 2020). 

 HR managers must ensure that policies fit with employees' values, particularly those related 

to sustainability and equity, as failing to do so might hinder engagement and retention 

(Pratidhina and Utami, 2023).  

Technological pressures also have an impact on HR practices because digital 

transformation, automation, and AI-driven recruitment tools have changed how HR 

managers operate, and Unilever's use of digital HR platforms illustrates its efforts to improve 

efficiency and employee experience (Chiang et al., 2017).  

However, HR managers must balance technological innovation with ethical considerations, 

such as data privacy and algorithmic bias, and this tension highlights the complexity of 

managing HR in a technologically dynamic environment (Tuleja, 2021). 

  

Legislative considerations have a significant impact because compliance with employment 

legislation, health and safety laws, and data protection requirements is mandatory, and HR 

managers must constantly monitor legislative changes across jurisdictions (Lopez-Cabrales 

and Valle-Cabrera, 2020).  

For example, GDPR in Europe compels HR to develop tight data management rules, and 

failing to comply can result in reputational damage and financial penalties, reducing HR 

effectiveness (Memon et al., 2020).  

Employees are increasingly expecting organizations to demonstrate ecological responsibility, 

and HR must incorporate sustainability into performance management and leadership 

development, demonstrating how external environmental challenges become internal HR 

priorities (Unilever, 2023). 
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Country Difference 

The impact of these environmental forces varies greatly among nations due to differences in 

cultural, legal, and economic conditions, and HR managers must modify strategies 

accordingly (Desklib, 2023). 

 HR managers in Western Europe must prioritize compliance and collective bargaining due 

to strong labour unions and strict employment laws, whereas HR managers in emerging 

markets such as India must focus on talent acquisition in rapidly growing economies with 

less rigid labour protections (Islam, 2025).  

Employee expectations about hierarchy, communication, and work-life balance varies 

between cultures, therefore Unilever must modify HR practices to local norms (Hofstede, 

2001). 

 For example, in collectivist cultures like China, HR managers must emphasise group 

cohesion and loyalty, whereas in individualist cultures like the United States, HR managers 

must prioritise personal career development and autonomy, demonstrating how cultural 

variation directly influences HR practice (Poór et al., 2020).   

5.Conclusion    

Each chapter closes with a dedicated synthesis, which ensures that relevant ideas are 

summarized and brought back to the overall research goals. 

 

 

1.Introduction 

Human resource management is a strategic and interpersonal discipline that supports and 

develops an organization's most important asset while aligning with corporate objectives.  

2.Internal and External Environment 

The combination of SWOT and PESTLE analysis provides Unilever with a comprehensive lens 

through which to examine its HR strategy. The SWOT analysis emphasizes the organization's 

internal strengths, such as its global employer brand, investment in training, and 

sustainability-driven engagement, while also revealing weaknesses in structural complexity, 

retention, and cultural integration.  

3. Organization Application 

Collectively, Unilever’s HR practices demonstrate a comprehensive approach to managing a 

global workforce. By integrating recruitment, training, performance management, employee 

relations, and inclusion into a coherent strategy, Unilever not only addresses the challenges 
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of the FMCG sector but also builds a resilient, engaged, and high-performing workforce that 

supports its long-term competitive advantage. 

4. Application of the Model 

The application of the PESTLE paradigm to Unilever demonstrates the various influences that 

shape global HR management, ranging from political regulation and economic cycles to 

societal expectations, technological disruption, statutory compliance, and environmental 

responsibility. These external factors necessitate that HR managers remain proactive, 

combining efficiency with employee well-being, innovation with ethics, and sustainability 

with organizational performance. 
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