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This presentation aims to discuss how technological advancement has impacted both the HRM and the IHRM at Unilever Bangladesh. Many industries are today experiencing change, and as an FMCG company, this puts Unilever at an advantage since they have applied AI in its HR systems. A total of more than 1800 employees are under the management of the company, and therefore, the company is operating in a position facing high volatility within the talent market (Unilever Bangladesh, 2025). Unilever has come to realise that the implementation of technology in the HR function is not technology is now a must-have. It will further explore the ways such technologies impact the strategic management of human capital and employees.
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In recent years, the incorporation of artificial intelligence in HR has revolutionised the way organisations manage people (Tambe et al., 2019). AI, through algorithms and machine learning, is now being applied in recruitment, performance tracking, and data analysis to inform HR decisions. Globally, companies are integrating AI in cross-border contexts under IHRM strategies, especially to handle expatriate management and global talent mobility. In South Asia, trends are more focused on hybrid work settings and digital upskilling, driven by the need to keep pace with a youthful, tech-savvy workforce. These technologies enable organisations to stay relevant in volatile business environments and respond swiftly to shifting workforce expectations.
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Unilever Bangladesh has adopted different Computerised systems in its operating organisational structure for enhancing the HRM operations. Some online training solutions like Degreed and LinkedIn Learning are being applied to individualise the staff’s training process (Barbeau, 2019). With regards to performance, My Wellbeing supports and enhances policies and programmes for health and mental well-being. These cases are indicative of how digital technologies are not only employed for productivity purposes but also for the wellness of the people who work in these companies. This sort of system also promotes cultures that support a process of learning and development for constant improvement of the organisation, development that is supported and can be measured at organisational levels.
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However, there are several implementation challenges that the organisation experiences, even though there has been tremendous progress in the above areas. One of the challenges is middle management, which is not willing to accept digital technologies, which hinders the rate of digital adoption. Additionally, some of the best tools adopted globally are not culturally sensitive to the Bangladeshi context and hence have low effectiveness and return on investment. Finally, being relatively less developed than at P&G, Unilever’s well-being programmes do not provide the same level of structure and depth and thus are not able to significantly improve the quality of the employees’ experience (Kang et al., 2023). To fill these gaps, more emphasis must be placed on effective digital change management and localisation that would ease its implementation at the company.
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These two programmes, namely the Unilever Future Leaders Programme (UFLP) and the Unilever Leadership Internship Programme (ULIP), have established strong talent acquisition of entry-level employees (Murphy, 2018). However, there is missing information about the specific actions related to the mentorship of mid-level positions, which is different from onboarding activities offered by P&G (Moumita & Zaman, 2020). Promotion tools, such as U-Voice and the Idea Bank, remained positive concerning the outcome of engagement, but they are only partially implemented into the strategic leadership decisions (Mortara & Minshall, 2019). However, the well-being programmes continue to be relatively less explored than peer organisations. Such discrepancies suggest that it is vital that the feedback mechanisms that involve the employee are well-connected with the current leadership channels of communication.
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The AMO model describes how AI leads to ability with the assistance of tools such as Degreed, motivation through performance-based digital rewards via U-Voice, and opportunities via U-Voice (Marin-Garcia and Tomas, 2016). The Best Fit approach makes sure that the HRM strategy provided by Unilever is compatible with the context in Bangladesh. The Resource-Based View (RBV) positions HR tech as a strategic asset, supporting long-term competitive advantage. In managing the COVID-19 crisis, the flexible employment of IT in the company was demonstrated by AI systems in the fast and efficient moves concerning talent acquisition. There must be a clear link between the HR processes and goals and the use of technology, since it is vital to utilise technology strategically to cause change.
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The Digital Sales Academy is one example of tech supporting business growth (Kolehmainen, 2024). It provides frontline staff with training relevant to evolving digital markets. During the pandemic, Unilever rapidly filled staffing gaps in critical areas using AI-enabled recruitment systems. Programs like UFLP and ULIP continue to support leadership continuity by aligning individual development with broader corporate values and goals.
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Through technology and innovation, the recruitment process has become more efficient in terms of the time taken to fill positions as well as the turnover rate. Organised and implemented, the information that is gathered with the help of predictive analytics and AI systems is useful in analysing talent retention. Such brands as U-Voice have also developed the culture of innovation by creating an environment where employees are allowed to submit ideas. All of these practices show how HRM can use technology at the operational level to produce outputs and improve employee satisfaction.  Thus, the integration of AI into the HR core strategies brings not only speed but also an increase in decision-making quality as well as the level of employee alignment.
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Unilever is slightly worse in the areas of structured mentoring and analytics of feedback; however, the company regularly works on the formation of young talents in early-career recruitment and digital onboarding. Two examples of even higher levels are P&G’s psychometric artificial intelligence and Nestlé’s regional training centres, academies. In addition, P&G and Nestlé have operational real-time feedback dashboards, which help leadership make better decisions, while this aspect is still developing at Unilever (Sai, 2023). Unilever stresses that it can learn from the features of these global models to develop its internal systems as well as get better talent life cycle results.
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The implementation of AI in the recruitment process was helpful for Unilever as it helped save time by cutting screening time by 30% while enhancing candidate-job fit (Kormakova et al., 2020). Besides, there are programmes like UFLP that have fostered internal sound leadership systems. The use of the U-Voice platform for employee engagement not only improved internal communication but also made it possible to implement recommendations such as a reduction of the transport cost by 12%. These examples demonstrate how technological advancement in the HR area can positively impact the organisational financial outcome as well as employees’ satisfaction.
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For Unilever to succeed in filling the leadership gap at mid-levels, the organisation should have a formal mentorship programme. This would offer digital upskilling help and a strategic direction to emerging leaders within the institution. It may promote the more affirmative use of HR technology and enhance the talent pipeline of the company; whereby future managers are not only tech-savvy but also more contextual to the organisation.
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The key reason for developing a comprehensive well-being strategy developed specifically for the local context would increase the employees’ morale, and, therefore, increase the retention rate. AI can manage wear and tear patterns and suggest corrective measures to prevent high levels of stress indicators. Unilever may adopt smart working model approaches, which are supported by analytics, to ensure that work output is in harmony with the health status of staff. This would also further help the company establish it as a progressive employer in the region to the prospective employees.
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Real-time engagement dashboards such as those developed by P&G would enable leadership to take immediate action on the ratings provided by the employees. The incorporation of U-Voice data into decision-making systems would also mean that the suggestions made by the team would be implemented and not just listened to. It would also bring back the feedback cycle of employee voice, leading to more organisational action at the leadership level, and therefore, enhance organisational accountability.
This means that better results would be achieved on leadership and, more specifically, with Unilever, if they follow through with the improvements. This way, data that is received in real-time will assist the HR in a way that he or she will be able to prevent matters from aggravating further. Even more crucially, there is nothing like aligning the employee feedback with the strategies in an organisation, which fosters participation and innovation as well as boosts the level of trust within the FMCG organisation for sustainable growth in the future.
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Technology is no longer a support tool in HR—it’s a strategic enabler. Unilever Bangladesh has shown it can lead in digital HR practices, especially in talent development and AI integration. However, it still needs to close gaps in mid-level training, mental wellness, and feedback systems. Continued investment in people-focused tech solutions will ensure Unilever maintains its competitive edge in an increasingly digital economy.
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                                                                  Introduction 📌  Purpose of the Presentation • Explore how advanced and emerging technologies are transforming HRM and IHRM at Unilever Bangladesh • Evaluate the strategic impact of AI integration on HR practices and business outcomes 🏢  About Unilever Bangladesh • Leading FMCG multinational with 1,800 + employees • Known for early adoption of AI in recruitment and digital learning initiatives 🌐  HR Context in FMCG Sector • Fast - paced, talent - driven industry • Demands agile, tech - enhanced HR strategies to stay competitive   
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                                                                     Understanding Advanced and Emerging Tech in HR 🤖  What is AI in HRM? • Use of algorithms and machine learning for recruitment, performance tracking, and decision - making 💻  HR Technology (HR Tech) • Digital platforms and tools enhancing HR functions: e - learning, virtual onboarding, HR analytics, chatbot assistants 🌍  International HRM (IHRM) Developments • Focus on global integration of tech with local HR needs • Emphasis on cross - border compliance, digital expatriate management, and global talent mobility 📊  Global Trends • Rise of AI - powered hiring (e.g., video analytics, psychometric tools) • Data - driven employee engagement and predictive workforce planning 🌏  Regional Trends in South Asia • Emphasis on hybrid work models and digital upskilling • Growing investment in employee well - being apps and localised  tech training platforms
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                                                               Key Technological Issues in HRM   •  Performance and Well  -  being Technologies  •  Platforms like  MyWellbeing    support mental, emotional, and social health initiatives  •  HR tools integrate well  -  being metrics into performance management systems  AI in Recruitment  Utilises predictive analytics to forecast candidate success and turnover risk  Employs chatbots for initial candidate engagement and interview scheduling  Automates resume screening to enhance efficiency and reduce bias   •  Digital Learning Platforms  •    Degree  : Offers  personalised  , skills  -  based learning paths for continuous employee development  •  LinkedIn Learning  : Provides access to over  16,000  expert  -  led courses across various domains
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                                                                       Tech Challenges in Practice ⚙️  Skill Gaps Among Mid - Level Staff • Resistance to digital tools and platforms • Difficulty adapting to AI - integrated HR systems • Slows down overall digital transformation efforts 🌐  Lack of Local HR Tech Adaptation • Global platforms are often misaligned with cultural and operational needs • Limited regional autonomy in customising  tech tools • Delayed implementation and lower tech ROI 🧠  Unbalanced Well - being Programs • Limited mental health support compared to peers like P&G • Absence of structured wellness centres  or flexible work analytics • Programs not yet fully integrated with digital performance systems      
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                                                                      AI/Tech Alignment with Strategic HR Aims   🧠    AMO Model (Ability, Motivation, Opportunity)  •  Ability  : AI  -  driven platforms (e.g., Degreed) boost  employee skills  •  Motivation  : Digital incentives tied to performance  and sustainability goals  •  Opportunity  : Tools like U  -  Voice empower employees  to contribute ideas   Best Fit Approach  •  HR strategies adapted to local context (inflation,  digital literacy, Gen Z expectations)  •  Aligns HR tech with socio  -  economic realities in  Bangladesh   •  💼    Resource  -  Based View (RBV)  •  Treats AI systems, data analytics,  and employer branding as strategic  assets  •  Builds long  -  term competitive  advantage via internal capabilities   ⚡    Strategic Agility via Technology  •  Rapid hiring with AI tools  during crises (e.g., COVID  -  19  response)  •  Faster decision  -  making and  adaptation through real  -  time  data dashboards   
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                                                                   Driving Organisational Performance   🏫    Digital Sales Academy  •  Launched to train frontline workers in digital selling  and e  -  commerce  •  Supports urban market expansion and retail  digitisation  •  Aligns with Unilever  ’  s capability  -  building goals   🚨    Crisis HR Response During COVID  -  19  •  AI  -  driven recruitment ensured rapid staffing for  health and hygiene product lines  •  Enabled swift market adaptation and supply  continuity  •  Demonstrates HR  ’  s role in operational resilience   🌱    Talent Development for Future Leadership  •  UFLP and ULIP create structured internal  career pipelines  •    The majority of current managers are UFLP  graduates  •  Builds a sustainable leadership base aligned  with company values   
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                                                              Tech - Driven Competitive Advantage • ⚡  Accelerated Recruitment with AI • Implementation of AI tools has reduced time - to - fill positions, enhancing operational efficiency • Streamlined hiring processes contribute to lower turnover rates by ensuring better candidate - job fit 📊  Data - Driven Decision - Making Enhances Retention •  Utilisation  of HR analytics enables identification of turnover risks and employee satisfaction drivers • Predictive insights allow for proactive interventions, improving overall talent retention 💡  U - Voice Platform Fosters Innovation • Empowers employees to contribute ideas, leading to increased engagement and innovation • Facilitates a culture of continuous improvement and responsiveness to employee feedback
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                                                                 Industry Benchmark –  P&G & Nestlé vs. Unilever   🧑‍🏫    Mentorship & Development  •  P&G  :  6  –  12  month    structured mentorship for  onboarding  •  Unilever  : Strong UFLP/ULIP, but lacks mid  -  level  mentoring   📊    HR Analytics & AI Tools  •  Nestlé  : Regional graduate academies with  integrated training  •  P&G  : Psychometric AI (e.g.,  Pymetrics  ) for culture  -  fit  hiring  •  Unilever  : Effective AI recruitment needs deeper  data integration   📲    Engagement Technologies  •  P&G/Nestlé  : Real  -  time dashboards, "People Talks"  sessions  •  Unilever  : U  -  Voice & Idea Bank  —    good start, but  needs stronger linkage to executive action   •  ✅    Unilever Strengths  •  AI hiring, youth engagement, internal  talent pipeline  •  ⚠️    Areas to Improve  •  Mid  -  level development, structured  feedback analysis, wellness tracking
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                                                                  HRM Practices that Gave Unilever an Edge  🧑‍💼  UFLP Leadership Pipeline • Structured graduate program feeds future management roles • Many Dhaka HQ and Chattogram plant leaders are UFLP alumni  🤖  AI Screening Success Rate • Predictive algorithms improved talent matching and reduced hiring bias • Hiring time cut by 30 % using automated screening and chatbots ( Kormakova  et al., 2020 ) .  💡  U - Voice & Cost Efficiency • Employee idea via U - Voice improved supply chain routing • Resulted in a 12 % reduction in transport costs   
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                                                                  Recommendation 1 –  Mentorship Integration • 🧑‍🏫  Local Mentorship for Mid - Level Managers • Launch structured mentoring to support digital skill growth • Reduce reliance on global frameworks with context - specific coaching • Improve onboarding and retention through guided career development • 🔄  Bridges the Tech Gap • Supports smoother adoption of AI tools and platforms • Builds leadership readiness across management layers   
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                                                                       Recommendation 2 –  Enhanced Wellbeing & Flexibility • 🧘  Tailored Wellness Programs • Develop integrated mental health support aligned with Bangladeshi workforce needs • Include stress management workshops and localised  well - being policies • 🧠  AI - Supported Flexibility Tracking • Use analytics to monitor productivity and burnout risks • Personalize flexible work plans based on employee performance trends      


image27.png
Recommendation 3 - Strengthening
Engagement Analytics

@ Integrate U-Voice with Leadership Workflows
*Connect feedback from U-Voice directly fo management decision processes
*Establish feedback loops with visible outcomes to boost frust and participation

business actions




image28.svg
                                                                Recommendation 3 –  Strengthening Engagement Analytics   📊    Implement Real  -  Time Engagement Dashboards  •  Adopt analytics platforms to track employee sentiment  and feedback trends  •  Benchmark against  P&G  ’  s performance dashboards    for  visibility and actionability   🔗    Integrate U  -  Voice with Leadership Workflows  •  Connect feedback from U  -  Voice directly to management decision processes  •  Establish feedback loops with visible outcomes to boost trust and participation   •  ✅    Expected Outcomes  •  More responsive leadership  •  Data  -  backed engagement strategies  •  Stronger alignment between employee voice and  business actions
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                                                             Conclusion 🧠  Tech ’ s Role in Strategic HRM • Enhances agility, talent acquisition, learning, and engagement • Drives alignment between people strategy and business goals 🚀  Unilever ’ s Progress • Strong use of AI in recruitment and digital learning (UFLP, Degreed) • Innovative engagement tools like U - Voice and Idea Bank ⚠️  Key Gaps & Future Focus • Improve mid - level mentorship and local tech adaptation • Strengthen data - driven wellness and engagement analytics • Integrate employee feedback into executive decision - making
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