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[bookmark: _Toc225594433]Introduction 
This report aims to critically discuss modern HR activities of Unilever PLC concerning the process of dealing with major issues including technological changes, the process of hiring and retaining talent, and the aspects of diversity, equity, and inclusion (DEI). Unilever enjoys a competitive and dynamic environment as a major world consumer goods company having businesses in more than 190 countries (Akter, 2025). Having established operations in over 150 countries around the world, the company has major challenges in its human resource such as keeping abreast with the swift technological concepts, recruiting and maintaining the best employees, and maintaining a diverse and inclusive workforce.
This report will initially discuss the technological advancement, talent acquisition and retention, and DEI as the specific HR considerations. It will then analyse the modern HR practise used by Unilever in dealing with these factors. Finally, the report will critically evaluate the ways of ensuring that departmental managers implement these practises effectively and give recommendations on how the situation can be improved.
[image: Unilever launches new bid to sell Q Tips and other brands-sources, ETRetail]
[bookmark: _Toc225594449]Figure 1: The Unilever PLC
Source: (ET Retail, 2023)
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[bookmark: _Toc225594435]Technological Advancement 
Technological development in HR is the adoption of new technologies to improve the HR operations, such as recruitment, performance management, training, and employee engagement (Bella, Ramyasri and Vijayashree, 2023). AI, data analytics, and automated systems enable operating organisations to simplify their HR functions, enhance decision-making, and establish personal employee experiences. Remote work, virtual training and data-driven insights that allow to identify gaps in skills, enhance performance, and predict the talent requirements are also achieved through technology.
Unilever's Approach:
Unilever has been also open to technological development in modernization of HR practises. The company implements the use of AI-based recruitment tools to screen great numbers of job applicants and secure a fit to the job. Using data analytics, Unilever is able to enter meaningful information on employee engagement, performance, and productivity. Indicatively, the digital on boarding system implemented by the company allows new employees to settle in fast and automated performance management systems can be used to monitor the employee’s progress and give them specialised feedback as well as developmental suggestions. Such technologies facilitate the Unilever priorities associated with the use of data in their decision-making and efficiency of HR functions.
[bookmark: _Toc225594436]Talent Retention and Acquisition 
One of the HR strategies that dwell on acquisition and retention of the best employees in a competitive labour market is talent acquisition and retention (Urme, 2023). To achieve talent acquisition, it is possible to establish effective employer branding, recruit through efficient recruitment channels and hire talent that has organisational values. Retention is aimed at retaining the best employees, offering them career growth, a rich working environment and offering them good remuneration packages. The two strategies are very important to maintain the growth of the business, enhance its performance, and decrease turnover.
Unilever's Strategy:
Talent acquisition practises at Unilever focus on hiring employees who share the company values and so, one of the ways to achieve this goal is by institutions forming relationship with universities and international recruitment initiatives such as the Unilever Future Leaders Programme. The company has various employee development programmes such as leadership development and opportunity to train their employees. Unilever offers high remuneration packages, flexible work arrangements and a culture of high employee engagement to improve its employee retention (Boateng et al., 2026). These initiatives centre on work-life balance, career trajectory and favourable working conditions, and, in effect, maintain top talent in the operations of Unilever in the worldwide sphere.
[bookmark: _Toc225594437]Diversity, Equity and Inclusion (DEI)  
Equity, inclusion, and diversity (DEI) are the critical components of the contemporary workplace culture (Chukwudi and Eusebius, 2023). Diversity is the existence of various groups of individuals: gender, ethnicity, age, and disability among others. Equity guarantees equal access by the employees to the opportunities and resources, as well as fair treatment. Inclusion refers to a condition or situation where every employee is made to feel special, honoured and in a position to make his/her contributions towards the success of the organisation. DEI is crucial in enhancing innovation, employee satisfaction, and other organisational performance because people feel belonging to the work environment.
Unilever's DEI Practices:
The company has also adopted different gender equality initiatives to undertake the recruitment and promotion of women within the work environment (GHANNAM, 2025). Besides, Unilever offers unconscious bias training and inclusive leadership that recommends managers create diverse teams. The endeavours of the company enhance the underrepresented minority groups and help in achieving a more inclusive and equitable working environment.
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Contemporary HR Practices:
The HR practises are now utilising technology more to enhance employee engagement, performance and recruitment. AI-based recruitment tools assist in automating the selection of candidates, as they cheque the resumes to identify the appropriate candidates (Khedkar et al., 2025). There has been a change in performance management systems that are being enhanced with real-time feedback, goal setting, and data analytics to evaluate and steer employee development. Furthermore, employee engagement platforms can assist organisations to gather and process staff sentiment and enhance decision making and general job satisfaction.
Application at Unilever:
Unilever uses AI in the staffing processes to save time of large applicant pools. Digital on boarding is used by the company in order to assist new employees to adjust efficiently. In the case of performance management, Unilever relies on MyFeedback, which is an instrument that enables continuous feedback as well as the development of the employees (Vasudevan and Senthil Kumar, 2025). 
Strengths and Weaknesses:
These technologies have the strengths of being more efficient and scalable, which allows Unilever to organise the global HR processes in a more efficient way. But there is a question of data privacy and the digital divide will leave out symptoms of some employees to use these to their full potential and this will pose a barrier to inclusivity of HR systems.
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Contemporary Practices:
The top practises in the context of talent acquisition include building an effective employer brand, relying on referral programmes and social media, and applying artificial intelligence to perform a targeted response in screening candidates (Raji et al., 2024). Some of the retention strategies include providing career growth chances, carrying out employee satisfaction surveys and having competitive remunerations to ensure that they remain engaged and limit turnover.
Application at Unilever:
Leadership development schemes (e.g. Future Leaders Programme) in Unilever are aimed at drawing young talent and securing a set of future leaders (Mirvis, 2023). Recruitment practises at the company focus on talented employee pools and recruitment that are inclusive. In retention, Unilever is committed to employee engagement in form of internal mobility and career development schemes as well as competitive remuneration and flexible working opportunities.
Strengths and Weaknesses:
The strategies used at Unilever are successful in bringing in all types of talent, yet the workplace culture and employee engagement have been a challenge and remains to be challenged particularly in long-term commitment even with competition in the industry. Additionally, though flexibility in work is encouraged, it does not necessarily match the needs of operations, as it is challenging to engage some groups of the employees fully.
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Contemporary DEI Practices:
Modern-day DEI strategies involve unconscious bias training, introducing inclusive hiring strategies, and monitoring diversity indicators to maintain their fair representation at all levels (Singh, Yadav and Gupta, 2025). Employee resource groups are also utilised by companies to create a sense of belonging and provide a voice to minority. Another important practise is inclusive leadership training that would help managers to maintain DEI values.
Application at Unilever:
Unilever has gone far in the area of DEI by establishing a Global Inclusion Council, responsible in its endeavours to achieve gender parity and inclusion in a larger sense. The firm has dedicated itself to gender equality with certain objectives and it has set the target of having gender-balanced leadership by 2025. It is also providing unconscious training and focus on inclusive hiring by hiring through talent pools.
Strengths and Weaknesses:
The realisation of DEI activities at Unilever builds the company perception and employee morale, particularly gender equality measures (AlKetbi and Rice, 2024). Yet, even on the senior levels there are difficulties in attaining the real diversity as some of the demographics are still lacking in numbers. 
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[bookmark: _Toc225594443]Managerial Responsibility:
The departmental managers of Unilever are very instrumental in successful deployment of modern HR practises. Managers as the key personalities in the organisation have a role of interpreting the HR organisational strategies into effective goals at the team level (Rustiawan et al., 2023). They are expected to make sure technological change, talent management, and diversity, equity, and inclusion (DEI) initiatives are successfully incorporated when it comes to its daily operation. They should have clear expectations, training, and follow-ups to ensure that these practises are not independent of the overall strategic goals of the Unilever.
[bookmark: _Toc225594444]HR Practises Implementation:
Managers can make sure that technology is integrated within the company by monitoring the successful utilisation of HR technological solutions including AI recruitment platforms and performance management solutions. These employees need to make sure that the employees are trained to use these tools in a manner that supports the talent management objectives of Unilever. As far as talent management is concerned, the managers need to recognise the skills deficiencies and assist in career development initiatives, and also create an engaging place to work. In order to introduce the DEI initiatives, they are to establish an inclusive culture in their teams, advance broader hiring strategies, and provide lifelong education opportunities on the unconscious bias. The managers should also make sure that these initiatives are communicated and that they become part of the team culture by means of role modelling and inclusiveness oriented leadership.
[bookmark: _Toc225594445]Urgency of Implementation:
One way that managers can generate a sense of urgency with regards to the implementation of HR practise is by linking these initiatives with the strategic objectives of Unilever and demonstrating their effect on the performance of the organisation. To illustrate, by connecting DEI objectives and better innovation and employee engagement, managers can convince their employees to take fast action and implement new HR practises. It is also suggested to make short-term milestones and frequent cheque-ins to make sure that all the progress will be consistent, and the significance of timely implementation will be underlined.
[bookmark: _Toc225594446]Barriers to Implementation:
Some of the obstacles that could be encountered by the managers include resistance to change, resource shortage and employee buy-in. The resistance can be based on unwillingness of the employees to learn new technologies or on the ability to alter the traditional ways. In order to solve this, managers are to engage the teams in a decision-making process and to provide thorough training programmes and emphasise the advantages of new practises. The scarcity of resources could be met by focusing on high-impact projects and streamlining the current HR systems to achieve efficiency in the utilisation of the available resources.



[bookmark: _Toc225594447]Conclusion and Recommendations
This report discussed the approach applied by Unilever to overcome the most important HR issues, including technological development, talent recruitment and retention, and diversity, equity, and inclusion (DEI). To manage the process of talent, Unilever applies AI-based recruitment systems and data analytics to improve efficiency in human resource. The employee training programmes supported by a good employer brand enable it to acquire and retain high talent. In addition, the focus on gender equality and inclusive leadership portrays the vision of the company in promoting diversity and equality in the workplace.
Key Challenges:
Other common challenges are the privacy of data security with HR technology, neglect of diversity in the workplace, and the problem of retaining talents in the competitive job market. Although Unilever has done well in these aspects, more efforts are still required to deal with these challenges in the most effective way.
Recommendations
· To further reinforce the HR practises, Unilever must invest more in HR technology, especially in AI-based development tools. 
· Increasing talent development systems, as well as creating a more inclusive workplace atmosphere, are another step required to enhance retention and recruit a variety of personnel.
· Managers must emphasise on development of working environment that supports collaboration where the workers maintain a sense of ownership of the HR activities. 
· Measure and report performance on DEI, talent management and technology implementation targets regularly to stay on track. 
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