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Human resource management (HRM) is a strategic approach to human resource management, which helps organisations to attract, develop, motivate and retain people and to support them in achieving their business goals (Agustian et al., 2023). Recruitment and Selection, Training and Development, Performance Management and Employee Relations are considered core HR functions. Recruitment involves hiring an appropriate staff that meets the organisational requirements; training and development improve employee competencies, knowledge, and adaptability to new demands of the business. Performance management is a process of continuous feedback, appraisal and development to link individual performance to the organisation's objectives (Aguinis and Burgi-Tian, 2021). The nature of the employee relationship enables good communication, employee engagement, managing conflict and complying with employment legislation, which in turn helps to create a productive and positive workplace. In total, these functions enhance the effectiveness of an organisation, employee engagement, and its long-term competitiveness.
The purpose of this report is to discuss the importance of internal and external factors impacting HR managers' effectiveness in a global organisation. It first introduces a model of the business environment, which is relevant to the study, and then assesses its applicability and limitations in analysing businesses' environments. The report then introduces the selected multinational organisation and outlines HR practices of this organisation. Later, the selected model is used to assess the effects of environmental factors on HR functions in various countries, taking into consideration cultural, legal and economic differences. In the final part, the report presents a summary of the findings and implications for environmental changes in HR management in multinational organisations in the future.
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Porter's Five Forces is a strategic framework that looks into the competitive forces affecting the attractiveness of an industry and the profitability of the firms in that industry (Pangarkar and Prabhudesai, 2024). Five dimensions are analysed in the model, which are: rivalry among existing competitors, the bargaining power of buyers, the bargaining power of suppliers, the threat of new entrants and the threat of substitute products. It assists organisations to appreciate the degree of competition in an industry and can be useful for strategic decision making by highlighting factors that affect an organisation's position in the market, cost structure and long-term competitiveness. The framework also helps managers to predict competitive pressure, allocate resources in an optimal way and create strategies to build sustainable competitive advantage.
The model has a few drawbacks, however. It tends to focus more on competition in the industry and is not particularly useful in analysing a rapidly changing business environment with technological innovation, digital transformation and changing consumer preferences. In addition, Porter's Five Forces is not very sensitive to the external macro-economic factors like political, legal and environmental changes which could have a significant impact on an organisation's performance (Segura et al., 2023). Organisations often use this model with other strategic frameworks to get a more complete picture of the competitive environment and the external business environment (Johnson et al., 2023).
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The impact of Porter's 5 Forces on HR functions is direct, as it dictates the need for HR capabilities to meet the goals of the Organisation (Jerab and Mabrouk, 2023). There is a greater need to attract and keep highly skilled workers to support innovation, operational excellence and competitiveness in the marketplace because of intense industry competition. Unilever does this, for example, by putting people at the heart of its competitive advantage and investing in attracting, accelerating and developing high-performing talent with its "Play to Win" culture. 
There are also influences of training and development activities from buyer power and varying consumer expectations. The need for organisations to continuously develop the skills of their employees to ensure they can deliver product innovation, digital transformation and customer responsiveness (Trenerry et al., 2021). To build on this capability, Unilever has continued to invest in research and development, and has championed AI in organisational change-making, making continuous learning and digital skill development more relevant than ever in the year 2025. 
Employees' relations and performance management are linked to supplier relationships, and affected by global operational complexity (Bouguerra et al., 2022). This means HR managers have to keep managing employees, keeping them engaged, ensuring they perform well, while dealing with a variety of labour markets and regulations across international markets. Further, the external factors like market fluctuations and regional economic variations mean HR management needs to synchronise workforce planning, workforce development and performance goals with the changing business priorities across the international business entities.
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Unilever is one of the world's fastest-moving consumer goods companies, operating in the sectors of Beauty & Wellbeing, Personal Care, Home Care & Foods. In 2025, the company had a turnover of €50.5 billion and sells its products in 190 countries, impacting some 3.7 billion consumers daily (Unilever FY25 Report, 2026). It is structured in a category-based approach, complemented by eight geographical regions, with a special focus on its best 24 markets, which represent approximately 85% of its turnover. The global footprint allows Unilever to meet the varying needs of different consumers, while delivering the same performance and operating practices in both developed and emerging markets, and ensuring sustainable business growth. 
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Unilever's HR practices are integrated across the globe, but are flexible enough to comply with various national labour regulations, cultures and business needs (Unilever, 2021). The “Play to Win” approach of recruitment emphasises attracting high-performing and diverse employees who have the capability to contribute to innovation and business growth. Training and development is enhanced through ongoing learning opportunities, leadership development, digital working practices, using AI, and building digital capability of employees (Rožman, Tominc and Milfelner, 2023). Performance management focuses on accountability, acknowledging performance excellence through the implementation of new reward structures that are linked to the organisation's goals. An inclusive and engaging workplace is supported through employee relations, with an employee satisfaction rate of 84% for the company's workforce of around 96,000 employees. These HR practices help Unilever to sustain a capable, enthusiastic and flexible workforce, and ensure consistency across countries with flexibility at the local level.


[bookmark: _bo3wtq25yu27][bookmark: _Toc235299506]Application of Business Model of Unilever Plc
[bookmark: _nivjv4y5ehi0][bookmark: _Toc235299507]Porter's Five Forces: Impact on Unilever's HR Practices
Porter's Five Forces offers a helpful framework when applying it to the way competitive forces affect Unilever's HR practices, and the impact it has on workforce planning, talent management and organisational capability. The company is fighting a fiercely competitive global FMCG industry landscape and needs to be able to operate in the market and be responsive and innovative with a highly skilled workforce. As a result, HR managers are targeting bright individuals who have knowledge of digital technologies, marketing, research and product development (Unilever PLC, 2021). This is consistent with Unilever's strategic focus on developing a "Play to Win" culture and establishing an organisation fit for the AI age, as attracting and developing great people becomes a pressing need to maintain its competitive edge. 
Bargaining power of buyers is growing due to consumers' increasing demand for higher quality products, premium experiences and faster innovation. Human resource managers need to continuously invest in employee competencies in order to overcome such external pressures (Georgescu et al., 2024). Unilever is focused on this goal through investment in research, technology and innovation through AI, empowering employees to enhance creativity, product development, and meet consumer expectations. Therefore, training and development are not just routine HR activities, but strategic HR activities. 
Supplier relationships also impact the effectiveness of HR, as having effective global supply chains requires effective collaboration across business functions. HR managers need to hire other workers with the ability to solve problems, negotiate, and communicate with people from different functional areas, and ensure smooth cooperation among workers in procurement, manufacturing, and logistics (Kwong et al., 2021). At the same time, the possibility of substitute products and new market entrants makes the organisation focus on developing a system for measuring performance that will encourage it to focus on innovation, productivity and continuous improvement. Therefore, an up-to-date reward system and reward-based recognition are beneficial for organisational competitiveness as it encourages employees to attain organisational goals and objectives. 
Other internal environmental factors also affect the effectiveness of HR managers. HR professionals need to be ready to manage organisational change, to play a key role in employee engagement, and to build leadership (Mwamba, 2023). Its category-based business model and focus on technology adoption make it vital for HR managers to make sure that employees have the ability to adapt their skills, yet still work together with colleagues in multi-country operations. Meanwhile, external pressures like dynamic consumer tastes, economic uncertainty, fluctuating currencies and fast-changing technology demand HR managers to make suitable changes in workforce planning and capability building based on the new business needs. This combination of responsibilities illustrates the need to balance internal organisational goals and external competitive pressures in order for HR to be effective. 
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The impact of Porter's Five Forces is different in different countries due to the cultural values, employment legislation and economic conditions affecting HR practices (Pranadita, Rahayu and Wibowo, 2022). Recruitment, leadership and employee engagement are influenced by cultural differences. For example, in cultures that focus on individualism (like the United States), rewards are often based on performance rather than on collective effort, while in cultures that focus on collectivism (like India), the long-term relationship with employees and focus on employee well-being are more important. HR managers have to, therefore, tailor communication, leadership development and motivational strategies and ensure that the organisation's values are upheld.
There are also variations in HR management due to legal requirements. The employment law in terms of recruitment, equality, employee rights, working hours and dismissals varies from country to country, so HR managers need to customise the HR policies to meet the local legal requirements. Non-compliance with these regulations could create further legal risks, harm the organisation's reputation and cause employees to lose faith in the organisation (Sampson, 2021). As a result, HR managers working across the globe need to be well-versed in national employment laws and to ensure that they conform to international corporate norms.
The other factors that affect economic conditions also impact HR decisions, including labour availability and expectations on compensation and investment. In developed markets, organisations tend to invest in employee retention and leadership development, as the demand for specialised talent is higher, and there are higher labour costs (Garavan et al., 2021). The emerging markets, on the other hand, may offer greater labour supply and growth potential, but they might also need more investment in labour skills and training. In recognition of these differences, Unilever views the United States and India as strategic growth markets, and remains committed to digital commerce and premium innovation, and capability investment in the organisation, to build competitiveness in various economic scenarios. These differences illustrate that HR managers are not able to follow the same approach in all places in the world, but must try to match the global approach with the local needs to optimise the organisation's performance.
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This report has proven that HRM is a vital function in allowing organisations to attain their strategic goals in today's competitive and dynamic business landscape. It discussed the importance of HR activities such as recruitment, training and development, performance management, and employee relations, and then used Porter's Five Forces model to analyse the impact of competitive forces on HR activities. The analysis revealed that internal factors, including organisational strategy and the capability of the workforce, were found to have a significant impact on the effectiveness of HR managers, as were the external factors such as competition, consumer expectations, technological changes, and economic conditions. In addition, the effects of cross-cultural differences in employment legislation, economic conditions and culture were emphasised as multinational organisations have to adjust their HR policies to reflect these variations while keeping their policies as uniform as possible globally.
In the future, HR managers at multinational companies will experience a growing number of challenges linked to digital transformation, AI, new workforce expectations and the changing regulatory landscape. New HR strategies will need to focus more on a culture of ongoing development, agile workforce planning, talent retention and inclusive leadership, therefore. The organisations that are able to effectively manage their strategic HRM in the dynamic business environment will be better prepared to develop companies with resilient, innovative and high-performing staff, which will support their future business expansion in the international markets and ensure the company's competitiveness in the long run.
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