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1. [bookmark: _Toc5882636]Introduction
The human resource of an organisation is a very critical resource from all the resource of it, but recently organisation is experiencing many new elements regarding human resources. Chainages on the external environmental issues accelerating the changes in human resources so, most of the organisation now need to implement their new strategic human resources by changing the old one. I have selected Unilever to show the changes in the global economic and political issues bringing various labour and employment act along with the way of responding to the external changes of the external environment while recruiting the employees. Sustainable organisation performance needs the latest thought-leadership for which organisation need to concentrate on long-term performance in organisations, and this needs the same labour force for several years.

2. [bookmark: _Toc5882637]Case Study
Unilever UK Ltd, a UK based company, is a company that manufactures and markets consumers’ products and the Unilever brand is also renowned for its strategy to hire the best and potential candidates throughout the world. The company was founded in 1896 in Leatherhead, the UK and now the company is operating throughout the world. Around 168,000 people are working for the Unilever and they have been recruited under the Unilever Future Leaders Programme (Tamura, 2018). The main product lines of the company include soups, bouillons, sauces, noodles, meals, packet tea; and products for skin cleansing, deodorants, and antiperspirants. The company regularly updates their people resourcing strategies to incorporate the changes in the external business environment, especially in legal, political and environmental changes.








3. [bookmark: _Toc5882638]Human Resource Strategies and Recruitment in Managerial and Business Environments
Managerial and business environments are the combination of both internal and external factors of the environment which are changing rapidly. However, the organisation can easily handle the internal issues of business environment but propel with the external issue of the business environment. The small and medium organisation has almost no control over the external factors of the business environment although the big organisation like Unilever UK has a few controls though. Various factors of the external environment are changing like for example technological changes, economic changes greatly affecting business organisation for which their operation cost is increasing day by day. In this assignment, we will emphasise on the changing external factors of the environment and how those effect on the Human Resource Management of Unilever. The HRM of Unilever needs human resources to achieve various objects like administration objective like for example the manager of this organisation work as administrator of an organisation. Performance objectives like for example every employee in an organisation has a specific duty for which they are paid. Change-management objectives like for example bring changes to the various business strategy of the organisation and implementing that strategy is the responsibility of the staff of the organisation (Bratton and Gold, 2012).









4. [bookmark: _Toc5882639]Critical Analysis of the Current and Predicted Changes in the External Environment for Their Relation to the People Resourcing Strategies of Unilever UK
Unilever is a multinational organisation which need to rely on outsourcing of the human resource as it has business in many countries of the world. We will try to see how this organisation is affected by changing the external environment of the business.
[bookmark: _Toc5882640]Current and Predicted Changes in the Legal Environment
The development of employment in the 1960s and 70s began to impose various rules and regulation to protect the interest of them. Unilever is maintaining all the rules and regulation to provide proper justice to the employee which brings changes to their organisation functions. As most of the government authority around the world are imposing various rules and regulation to protect the right of the labour including minimum wage rate, the wage for the part-time job, employee benefit, Unilever started to invest to develop these situations regarding the legal purpose of HRM. Besides, many organisations such as CIPD, Welfare Workers’ Association, National Minimum Wage, working time regulations, Training and Enterprise Councils (TECs) are bringing changes by with law and regulation to protect the interest of the worker (Armstrong 2012).
[bookmark: _Toc5882641]Current and Predicted Changes in the Technological Environment
The implementation of modern technology has brought great changes to the recruitment process. Digital media and social platform are heavily used by the multinational organisation to inform and invite candidates for application for a position in the organising. It also increased outsourcing including offshore of the organisation to reduce the cost but still, organisation need to invest in their training program to train technology to the staff of them. Unilever is taken the advantages of technology to bring changes frequently in the business environment (Tamura, 2018). For example, technology once used by Unilever to maintain customer relationship management is become out of date so, now this organisation needs to use a new one.
[bookmark: _Toc5882642]Current and Predicted Changes in the Demographic Environment
Different motivations drive us at a different time, and point of our life and the effect of that driver vary from person to person as out test, attitude, beliefs and almost all the variance of human vary for culture, age, country, religion. As our test is changing the staff of the organisation like Unilever are no longer capable of identifying and satisfied with their offering. So, to cope with this changes organisation now need to train them for which they need to invest n training and development program of them. Moreover, continuously professional improvement program is not equally applicable and effective for all because of the demographic difference of the people (Steinführer, Kabisch and Grossmann, 2016).
[bookmark: _Toc5882643]Current and Predicted Changes in the Economic Environment
Changes on world economy bringing continual cost pressures on organisations as an organisation are now facing a tremendous reduction in the sale because of world resection, inflexion and economic imbalance. Moreover, the organisation now needs to pay staff more wages with varies incentives so, the revenue level of the organisation is decreasing and return on investment also decreasing tremendously. For example, because of the economic recession, Unilever has lost its reputation in recruitment strategy in many countries. 
[bookmark: _Toc5882644]Current and Predicted Changes in the Global Human Resource Environment
Canny (2002) stated that labour or employment market in an economy functions with demand and supply of labour. In this market, labour demand is the firm's demand for labour and supply is the worker's supply of labour. Unilever also has faced these national and international changes regarding market of resourcing manpower which is explained below:
National employment markets: This is the internal source of labour from where any organisation in the UK get labour force for them. Unilever uses local agency and proper strategy to address their candidate and recruit them in their organisation. The internal labour market is a hierarchical structure, and here workers of an organisation compete for a promotion like for example the worker of Unilever gets wages and another benefit from this organisation (Cappelli, 2009). However, now besides regular wages employees are seeking flexibility and autonomy in job and development opportunities for all. Moreover, many of them are going to other EU countries for their employment opportunity for which labour marker of the UK is decreasing.
International employment markets: Sourcing from the international marketplace has also developed through changes which are also faced by the HRM of Unilever. Wage and the benefits system, equal payment for all, workplace flexibility and many other factors are changing now. Moreover because of globalisation now the organisation is getting borderless labour market for which they in many cases fail to choose the best candidate. International HRM is responsible for a greater number of activates so need great expertise, and the employees are more diverse dynamic, so IHRM needs to cope with many external influences (Parpart and Stichter, 2016). However, because of the borderless employment market, Unilever cannot able to collect talent worker from the globe.



5. [bookmark: _Toc5882645][bookmark: _Hlk3963191] Assessment and Evaluation of How Unilever has Responded to the Changes in the External Environment within Their Resourcing Strategies
Unilever used to adopt flexible resourcing strategies for recruitment purposes so that it can adjust the strategies according to the changes in the external environment. I have already explained the external changes in how they influence human resources management of a company. Unilever has responded to the changes in the external environment within their resourcing strategies like for example now companies have brought changes on their IHRM focus, increase facility for the staff SHRM. Unilever has changed its recruitment and selection process for the different region to cope with the changes over external factors related to the resourcing strategies. For example, Unilever is giving priority to personnel management using online recruitment and selection process to attract international staff. Besides, Unilever has brought changes on different issues including employment legislation, management of diversity, grievance and discipline, internal reward systems, training and development program to handle personal management issues on HRM related activities (Beardwell and Gold, 2009).
[bookmark: _Toc5882646]Responses of Unilever UK to the Changes in Legal Environment
The HRM of Unilever is responsible to take interactive changes in its’ legislation including anti-discriminatory, work regulation and health, safety, welfare and the good working environment as the management of this organisation must need to abide by the human rights and Equal Opportunities Act of the local country (Henderson, 2011).
Unilever always dedicates its management to offer training opportunities to all the staffs as the equality needs to bring on wages and salary, employee facility, performance measurement, health and safety reasons and all other issues directly and indirectly related with the employees.
Unilever has to maintain fairness in its advertisements policy to reduces ethical issues in different locations. This ensures optimistic recruitment approaches where alignment between the advertisement and proper judgment takes place to influence the recruitment procedure and policies by Unilever. Unilever now needs to compensate its worker by maintaining relationships with the local rules and regulation as they are liable to abide by local employment act. So, now this organisation is offering more employee benefit including the benefit of a labour union, pension plan, healthy workplace and so on (Dowling, Festing and Engle, 2007).
The authority of every company has to be transparent about its objective along with a legislative way of achieving this objective. Hence, Unilever is not an exception from this perspective which has to maintain its’ legal approaches while recruiting the employee. Most of the time this process is affected by these internal factors as the multinational company has to follow diversified rules and regulation in a different region.
The accuracy of literature, advertisements for the recruitment activities affected by the various law of the local country where equality and fairness issues are taken seriously by the government to take effect on these policies. Unilever considers all the policies regarding recruitment to managing their sourcing from local employment market as well as from abroad as every country has its own policy according to the culture and business environment. 
[bookmark: _Toc5882647]Responses of Unilever UK to the Changes in Technological Environment
As social media has become a part of daily life, Unilever UK has changed its couple of strategies to reach potential employees through social media. And Now the company conducts its initial screening test online using Artificial Intelligence. Moreover, the initial interviews are also taken and analysed by using technology and information systems.
Unilever is trying to become responding to intensified competition so that the management of this organisation tries to innovate new working practice with the help of technology. New working practices bringing more responsibility, accountability for the staff and making them more productive and talent. However, the organisation is now driven for cost reductions including labour cost, but labour expectation demand retained, equal opportunity, well promotion facility and most of this is related to cost (Marchington and Wilkinson, 2008).
[bookmark: _Toc5882648]Responses of Unilever UK to the Changes in Demographic Environment
Unilever now offering a flexible working facility where workers can work for them in contractual deed such as part-time, fixed-term contracts, overtime, sub-contracting, temporary contracts to cope with the changes in the external environment related to the resourcing strategies (Dowling, Festing and Engle, 2007).
Unilever has also radically redesigned their job to treat everyone fairly so that manager of this organisation recognising the self-managed work teams, multi-skilling, skill divisions of the worker and many other talents of the worker. Moreover, this has enabled Unilever to bring efficiency in management, production system and all other sectors by increasing employee satisfaction.
The human resources management of Unilever always focuses on creating a clear link and specify the relation between HR activity and business performance which will help them to use more advanced selection methods, substantial funding in training and development and best reward systems for the organisation (Armstrong, 2012). To cope with the diverse situation related to the changes in the HRM practice, Unilever uses theories like expectancy theory, reinforcement theory goal-setting theory of HR.
[bookmark: _Toc5882649]Responses of Unilever UK to the Changes in Economic Environment
Unilever UK has always set the payoff to the lower level employees far above the lowest payment for employees set by the local authority. As the cross border transactions are becoming very common, the company has developed an environment for mutual co-operation and exchanges of other resources. The company has already started providing insurance of income to the employees so that they can cope with the economic downturn (Steinführer, Kabisch and Grossmann, 2016). The company is also concerned about the disposable income of the employees that are highly affected by the inflation rate and tax rate. When the inflation rate and tax rate are high, Unilever UK raises the payoffs to maintain the same level of disposable income.
Unilever knows that ethics is greatly related to employee compensation, salary and income, benefits, and remunerative packages. Hence, management of Unilever tries to ensure equality and justice on those issues along with bringing transparency and ethics on performance-related pay, motivation and reward system of them so that all may accept full procedure.
[bookmark: _Toc5882650]Responses of Unilever UK to the Changes in Global Human Resource Environment
Unilever has brought some changes to their Social Human Resource Management to cope with the changes in the factors related to HRM. The most noticeable changes are offered the part-time job for students, bringing flexibility in workplace and time along with many other facilities (Beardwell and Gold, 2009).
Unilever is changing their resourcing strategies to collect global talent people as their workforce so that they have the best staff from the globe as the company need to respond to the globalisation. This has ensured a borderless labour market for Unilever which enables the company to collect the best staff from different countries of the world.
The HRM of Unilever is providing equal opportunity to develop the talent of both local and international workforce which enable the worker of an organisation to improve their professional capacity. This type of response increases their skill and the company gets better benefit from its’ employer (Cappelli, 2009).

Unilever believes that the performance of the worker will rise when their talent grows. For this, the HRM of Unilever is providing training and development program so that worker can cope with the changing environment and may increase their knowledge and use those to bring excellence all over the organisation. 








6. [bookmark: _Toc5882651]Conclusion
This report has evaluated the current and predicted changes of HRM practice in the external environment along with the response of Unilever to these changes. We have come to the conclusion that the management of the organisation needs to bring awareness of the nature of HR issues in different international contexts which will enable them in constructing international HRM strategies and practice (Steinführer, Kabisch and Grossmann, 2016). As a business organisation, Unilever needs human resource while it cannot change the external changing issues of HR practise of the world. This organisation always used to respond to these changes in its’ strategies and practices to cope with those changing issues.
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