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Human Resource Management is the practice of recruiting, hiring, training, and managing organisation’s workforce efficiently for driving success (Kareska, 2023).
 The HR department ensures that company employs top talented workforce, encourages continuous learning & upskilling, and fosters positive culture at workplace. Key HR functions essential for organisation’s success includes Recruitment, the process of identifying the workforce gaps, inviting applicants, and hiring top qualified talent for organisation (Pachori, Sajid and Batra, 2024). Hiring the right talent for right roles minimises turnover costs and ensures qualified workforce required to achieve operational objectives. Further, providing continuous training and upskilling to existing workforce is essential to prevent from skill gaps and boosts the company’s overall productivity. Performance management refers to set clear expectations, track employee performance regularly, and provide feedback. It aligns overall business goal with individual contribution. Providing continuous feedbacks directs promotions and constant professional growth. Furthermore, employee relations means handling interactions between management and employees, enforcing fair organisation policies, and resolving conflicts at workforce. It is essential function of HRM because it creates positive, respectful, and secure work culture. Effective HRM prevents toxic environment and enhances worker morale and retention (Rucker, 2025).
The chosen organisation for better understanding of the topic is Unilever PLC, UK. This report will evaluate effective business model (PESTLE) and link to HR functions for highlighting its impact on internal and external environment of HR practices. Further, organisations operations and key HR practices will get analysed. Model’s impact on the organisation HR practice will be explained across different countries. At last report will highlight the importance of external factors in HR management. 
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The chosen business model to understand the business environment is pestle analysis. Pestle analysis is a structured framework used to examine the macro-environmental - political, economic, social, technical, legal and environmental factors affecting the company. This model is useful in recognising opportunity, anticipating risk and strategic planning of any business environment. This model helps the business to identify the emerging technologies and recognise the consumer demographic for the growth opportunities. The model anticipates risks for the business through examining the economic and environmental transformations and for the strategic planning of organisation’s marketing and human force it provides the essential data required (Qadri and tariq, 2025). 
However, the framework has some drawbacks that can be a barrier to the strategical planning such as- over-focus on the external forces, static nature and excess information. The over-concentration on the external forces can create hindrance in identifying the company’s abilities and competitors. Its static nature shows that if the model is not examined frequently, it can become an obsolete due to the swift changes in the macro environmental forces. The model gives excess statistic data by analysing the categories broadly which can be difficult to evaluate. 
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For HR, pestle model proves to be a strategic model where they transform the work by shifting towards a visionary approach. The external forces (pestle factors) influences the HR practices and functions as these factors involves government policies and political stability which influences the HR function of recruitment and global mobility. Economic factors like inflation and interest rates determines compensation and labour availability for the company, whereas social factors such as demographic transitions and lifestyle trends drives the HR practice of equality and team management. The emerging technologies like  AI and innovation dictates the functions of learning and development while legal compliances of fair wage and union rights shapes HR function of maintaining employee relations and policy making (Gupta and Gupta, 2025). The environmental factors that involves climate change and sustainable policies influences HR’s corporate social responsibility (CSR) program. 
However, to address the labour crisis, regulating work place policies and improving workforce strategies, HR teams needs to balance the external forces with the organisations internal factors (Boselie, and Van, 2024). The external forces (pestle factors) dictates the HR practice of recruitment and maintaining legal & ethical standards. These factors are macroeconomic and government regulatory conditions that needs to be followed by every business model. However, the ability to adapt and execute relies upon the internal environment of the company. The internal forces like – capability, skills and culture of the company decides the response to the external forces. For instance – for an internally tech-savvy company, it will be easier to adapt to the new AI tools and innovations instead of continuing with the offline operations. HR shapes the skills and morale of the company while talent acquisition is the operational factor which is based upon the external forces and these forces influences the HR to be highly agile and cognitive thinkers. 
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Organisation Introduction
Unilever PLC, UK is a leading British multinational retail brand established in 1930, headquartered in London (Unilever, 2026). It operates in over 190 countries and offers various categories of products worldwide (Unilever, 2026). Organisations operations are divided into five distinct categories across the world that includes beauty & wellbeing, personal care, nutrition, home care, and ice-creams. In global market 78% of the company’s turnover comes from its top 30 power brands in various categories such as Dove, Hellman, and Sunsilk (Unilever, 2026). Unilever generates massive sales from emerging markets and its revenue majorly comes from the regions like Latin America and Asia-Pacific. Further, its global supply chain offers hundreds of logistics warehouses and product manufacturing facilities.
HR Practices Globally
Global HR practice of Unilever blends standardised global strategy with local flexibility. Unilever uses tech enabled online interviews and pymetrics for recruitments and selection in organisation through technologies like HireVue (Zhaoa, 2024). This global recruitment platform is adapted by regional teams to meet with local worker laws and demographic contexts. Further, for training and development company embeds the culture of continuous learning in its system globally to encourage workers to upskills. It utilises soft HR approach that empowers employee and creates positive work environment which helps in achieving business goal efficiently. Individual KPIs (key performances indicators) are linked to overall achievable goals of organisation for better performance management (Aithal and Aithal, 2023). Additionally, for managing employee relations across the countries, Unilever hires HR business partners (HRBPs) that allows them to pilot different regions legal and cultural frameworks while obeying to key international policies.
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Political: Post-Brexit UK government mandated strict immigration regulations and Unilever’s HR team had to adapt talent acquisition strategies by depending majorly upon the local talent recruitment and sponsored visas for specific roles globally which impacts company’s overall operations and success. The transitions in government policies about corporate taxation and massive trades globally impacts HR budgets of the company that forces it to improve workforce planning and control executive costs (Kumar, 2026).
Economic: The continuous rise in inflation rates and shifts in UK living costs requires HR to reform company’s benefits and compensation structures to retain top talents. Further, uncertainty in economic conditions due to frequent instabilities influence consumer purchasing power and market growth. It forces Unilever to maintain a highly active workforce by manging both permanent workforce with temporary contractors to align company’s overall revenue targets with labor costs. These economic pressures impacts Unilever’s HR functions directly that eventually affects overall profit margins of the company.
Social: With an aging population and shifting expectations of UK consumers, Unilever HR targets younger, passionate, and purpose-driven demographics via modern recruitment channels. The increasing demands of cultural flexible model has forced the company to adapt hybrid business model and flexible scheduling to enhance work-life balance (Krajčík, Schmidt and Baráth, 2023). Further, reflecting upon progressive UK demographics, it massively emphasises DEI (Diversity, Equity, & Inclusion) by implementing dedicated programs to boosts women demonstration in leadership roles. 
Technological: The digital transformation of the company through integration of AI, machine learning, and automated supply chain operations and manufacturing requires upskilling and reskilling. HR requires to provide constant training and upskilling programs within organisation for existing workforce to keep them upgraded with technologies for efficient use of it for achieving business goals effectively. HR utilises data analytics for managing and tracking individual performance, virtual onboarding, and employee feedback that makes HR operations efficient and highly data-driven. HR at unilever uses AI in its interviewing processes for effectively handling mass recruitment (Merzouki, 2026).  
Legal: The strict UK employment laws compliance enforces HR to continuously align organisation’s hiring, terminations, and worker protest policies with GDPR and minimum wage change laws for protecting labor rights. Further, strict equality and discrimination regulations forces Unilever HR to implement transparent and fair promotional practices.
Environmental: Unilever’s commitment to business sustainability requires HR to embed green key performance metrics into employee performance reviews and training mechanisms. HR highlights organisation’s ethical sourcing of raw materials and net-zero carbon emission goals in order to attract eco-conscious talents towards the company for recruiting them to achieve long-term environmental and sustainable goals (Murhe, Jadhav and Ghanghorkar, 2026).
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The external environmental factors that impacts HR effectiveness at Unilever includes strict UK regulations like employment laws that significantly directs company’s hiring procedures and compensations. Further, UK instable economic conditions and rising inflations directly influences salary expectations, talent acquisition costs, and overall profitability of organisation. Whereas, internal factors that influences HR efficiency at Unilever are that it promotes highly inclusive and passionate work culture and HR is responsible for emphasising values and resolving internal conflicts regarding equity or promotions. The company employs globally distributed business structure with domestic HR business partners because during reformation of structures agility of the HR manager is essential for establishing interactions between staff and global management. Further, integration of technological data driven HR tools is crucial in organisation to encourage continuous learning (Okon, Odionu and Bristol-Alagbariya, 2024).
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Strict regulation mandates in regions like Europe forces Unilever to adapt sustainable product packaging by eliminating plastics. Whereas, in some emerging markets like in global south the waste reduction regulations embodies company to criticism. Cultural hygiene habits of different regions differs significantly (Bista, 2023). For example, in Western Europe due to eco-conscious consumer’s demands of organic and plant-based products it allows Unilever to command premium products. While, developing markets prioritises cost-effective and immediate health benefits self-care products forcing Unilever to localise promotion for brands like Lifebuoy. Further, economic conditions directly impacts consumer purchasing power and it influence products price and packaging. In markets like Brazil with high inflation rates Unilever offers affordable, small-sized pouches options for low average income consumers to easily access the products. In developed markets company competes with well-established competitors for squeezing profit margins and gaining competitive advantage through offering premium and high-quality products.
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It is concluded from report that human resource management is crucial for an organisation to operate its operations smoothly. The key functionalities of HRM includes recruitment, training performance management, and managing employee relations. The external factors like political, economic, social, environmental like strict employee laws and high inflation rates impacts HR functions directly thorough dictating salary expectations and recruiting talents. The demand of skilled workforce affects talent acquisitions and competitiveness of the recruiter brand. Further, multination organisation Unilever’s adaption of HR practices in its organisation analysed in the report. The analysis of external factors using PESTLE framework for highlighting its impact on HR effectiveness and its influence covered. Furthermore, evaluation of impacts of external factors in different cultural or economic conditions of different regions highlighted in the report. 
Key future implications for HR managers in global organisation can be that HR can increasingly integrate AI and automation in HR practices for streamlining mass recruitment effectively and automate routine executive tasks. HR can adapt advanced digital analytics platforms for tracing performance metrics, forecast workforce needs, and actively address turnover risks of the organisation (Fakhar, Abbas and Badi, 2025). Further, organisations can prioritise continuous learning over traditional hiring system for fulfilling skill gaps driven by modern technological advancements. To reduce employee burnouts HR can focus on sustainable workload designs and highly structured hybrid policies instead of depending upon general perks. To maintain employee engagements and retention across different regions HR can establish well-being programs and career pathways for users across the world through globally distributed and Omnichannel teams.
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