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This report focuses on the modern day human resource issues in Unilever, a prominent consumer goods firm based in the UK. HRM has a significant contribution towards organisational success. It assists organisations in attracting talented employees and enhances performance with regards to the workforce. It also promotes employee growth and sustainability of the business in the long run. The changing business environment of Unilever poses a number of HR challenges. They can be characterized as the process of adaptation to technological changes, employee recruitment, and retention, and Diversity, Equity, and Inclusion (DEI). These issues affect employee involvement, organisational performance and competitiveness in the future. The current report outlines these important organisational problems with the case company being Unilever. It also assesses the appropriate current HR practices to deal with these issues. Lastly, the report critically reviews management implementation and offers real-life recommendations on how to enhance HR performance and long-lasting organisational performance.
[bookmark: _Toc234006552]Explanation of Key Organisational Factors
[bookmark: _Toc234006553]Adapting to Technological Advancements
Technology is transforming the way organisations conduct their employees and day to day activities. Artificial intelligence helps Unilever to make decisions about recruiting and business. Automation is also applied by the company in the manufacturing and supply operations. HR systems make it easier to keep employee records and daily HR (VARDARLIER, 2019). With workplace analytics, managers obtain insight into the performance of employees and their future needs regarding workforce. This is because these technologies enhance productivity because of quicker and more efficient decision making. They also minimize manual operations and enhance efficiency in operations. But there are also those employees who are not highly digitalized, lacking technical skills. Confidence and performance on the job can be diminished by this digital skills gap. Unilever thus makes investments in reskilling and lifelong learning programmes of employees. Remote and hybrid working is also encouraged in the company when needed. Such and these working methods enhance flexibility and satisfaction among workers. The Human Capital Theory has it that the skills of the employees generate organisational value (Popa et al., 2023). Digital HR Transformation can facilitate quicker and more efficient people management as well. These strategies enhance the performance of an organisation, employee involvement, and sustainability of the business in the long term.
[bookmark: _Toc234006554]Talent Acquisition and Retention
Unilever is competing in the world to hire skilled and experienced workforce. Employer branding is a strong tool that can be used to attract talented graduates and professionals. Flexible working and a meaningful career are some of the expectations of many employees nowadays. They also appreciate learning, health and good working environments. Unilever provides career development programs in the form of learning programmes and leadership training programs. Succession planning is recruiting future leaders to crucial positions in the organisation. Employee wellbeing programs promote physical, mental, and emotional wellbeing (Elufioye et al., 2024). These are practices that enhance motivation and commitment amongst employees. Reduced labour turnover also conserves the organisational learning and business performance. Talented workers bring fresh ideas that facilitate innovation and development of the business. Psychological Contract Theory elaborates that employee anticipate treatment and growth that are just. Trust between the employees and the organisation is also enhanced through positive employer branding. Such practices enable Unilever to retain skilled workers in the tough labour markets.
[bookmark: _Toc234006555]Diversity, Equity and Inclusion (DEI).
Unilever continues to focus on diversity, Equity and Inclusion through its HR strategy. The company supports gender equality in the leadership and management. Inclusive leadership promotes the element of respect, justice and equality among all people. Different experiences, skills, and views are united with the help of a diversified work force. Work places need to treat individual differences equally to bring about the feeling of belonging by employees. Good inclusion enhances the employees engagement and work cooperation. The varieties of opinions will also enhance creativity and augment improved business innovation. Social Identity Theory posits that inclusive places will, in turn, minimize group divisions. Inclusive Leadership fosters inclusion and collective decision making, too (Roberson and Perry, 2021). The inclusive culture makes Unilever a stronger company in terms of its organisational reputation to its employees and customers. It is also appealing to other talented individuals irrespective of race and society. Effective DEI practices remain aligned to durability, based on better organisational efficiency and a responsible business development.
[bookmark: _Toc234006556]Evaluation of Contemporary HR Practices
[bookmark: _Toc234006557]Digital HR Systems and Workforce Analytics
Unilever has heavily invested in digital HR applications in its operations around the globe. Recruitment AI detects a large number of applications in a shorter duration. This will enable managers to screen the right individuals better. HR information systems are also effective to enhance employee records and workforce management. Workforce analytics helps in making more ideal planning plans using workforce data. The managers will have an opportunity to detect future skill shortages and turnover threats earlier. Training of employees worldwide is also a continuous digital training carried out through the learning platforms. The systems enhance productivity by making decisions quicker and in an efficient manner. They also encourage the development of the future workforce which helps to grow businesses. Nonetheless, these technologies cause significant organisational problems as well. Weak data quality can result in bias in terms of AI recruitment (Chen, 2023). The privacy concerns of the employees can cause the distrust towards digital HR systems. There are employees who will be opposed to automation due to fear of job change. One is also the high implementation costs, which lower the short-term financial benefits. Consequently, Unilever ought to integrate digital innovation with ethical governance, training the employees, and human control to attain sustainable organisational performance.
[bookmark: _Toc234006558]Employer Branding and Employee Retention
Global career opportunities have enabled Unilever to establish a good employer brand. Their graduate programmes have been luring members of talent among various graduates with diverse educational backgrounds. Internal career development also promotes employee long-term commitment and advancement. The learning opportunities offered to employees include digital platforms and programmes of leadership. Wellbeing programs enhance physical health, mental health and job satisfaction. Many employees also have a better work-life balance due to flexible working arrangements. The practices enhance motivation and boost employee engagement in various business functions. They can also enhance the organisational performance, through decreasing voluntary employee turnover. Nevertheless, employer branding does not help to retain employees over a long term. Talented workers are usually tempted by other multinational organisations with attractive offers. Not all employees might have access to career development opportunities. Office environment and factory conditions also vary in regards to flexible working options. Flexible working opportunities are not always available to production staff, as compared to office workers (Kossek, Gettings and Misra, 2021). Such disparity could diminish views of workplace equality and fairness. Employer branding coupled with fair rewards, equal development opportunities and clear career progression therefore should be integrated at Unilever in order to enhance employee retention.
[bookmark: _Toc234006559]Inclusive Recruitment and DEI Practices
Inclusive recruitment continues to be a significant aspect of people management practices in Unilever. There are recruitment procedures that promote the application based on different social and professional grounds. This strategy enhances diversity of workforce and encourages broader organisational innovation. Bias training in unconsciousness also promotes equal hiring and promotions. The leadership development programmes assist managers to have inclusive leadership behaviours and skills. Diversity targets offer objective checks of organisational improvement in the time. These controls divide the responsibilities and promote the overall organisational growth. Nevertheless, numerical goals cannot bring true inclusion in the workplace. Workers should also have a sense of equality, inclusion and equal career opportunities. Diversity targets can be symbolic, rather than substantive (Westphal, 2023). The ineffectiveness of bias training is also impossible without an ongoing managerial commitment and support. Inclusion is a challenge that is hard to maintain across nations and cultures. Local implementation practices are affected by the national laws and social expectations. Department managers ought to frequently gather the employee feedback and keep track of workplace experiences. Employee voice is a source of great information besides diversity statistics. Thus, Unilever must measure the DEI achievements using employee engagement, promotion rates, leadership diversification, and organisational culture as opposed to the use of numerical goals only (AlKetbi and Rice, 2024). This balanced method forms a more entrenched employee engagement, enhanced innovativeness, and sustainable organisational output.
[bookmark: _Toc234006560]Critical Evaluation of Managerial Implementation
[bookmark: _Toc234006561]Leadership Accountability
Departmental managers play an important role in successful HR implementation. They ought to practice anticipated behaviours as they go about their leadership daily. The employees tend to follow managers who are sincere and just. Managers ought to be accountable to the accomplishment of agreed HR goals. Transparent responsibility enhances trust and helps maintain stable standards of the workplace (Newman and Ford, 2021). HR goals relate to business priorities as well through strategic leadership. Managers at Unilever ought to promote training, integration as well as digitalisation. They ought to keep track of progress and discuss issues without undue delays. Yet, the lack of commitment or ability on the part of managers renders leadership inept. Accountability should therefore be enhanced by the use of frequent reviews and measures of performance.
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Communication enhances employee knowledge about change within the organisation. They should communicate business decisions to the managers in clear and straight forward messages. Open communication minimizes the ambiguity and instils confidence in employees. Employees too ought to be given a chance of sharing ideas and concerns. Feedback enhances the trust between managers and employees. Employee voice enables managers to tackle workplace issues, before they escalate (Hosseini et al., 2022). Change communication must be the same in various business departments. Nevertheless, the resistance can be enhanced, and employee engagement decreased due to poor communication. Managers ought to thus promote free debates and on-going two way communication.
[bookmark: _Toc234006563]Monitoring and Performance Measurement
The effectiveness of HR initiatives should be measured regularly by managers. Informed decisions need to be made by managers in time with the aid of performance data. KPIs gauge achievement towards organisational goals. The surveys of employee engagement point to the aspects of satisfaction and improvement prospects at the workplace (Burnett and Lisk, 2021). The turnover rates will show how effective are the retention strategies. Diversity measurements captures gains in the inclusion and equal opportunity. Learning completion rates indicate the involvement of employees in development programme. Performance dashboards give managers simple information on operations. Nonetheless, numerical results should not be the only tool of managers. Balanced performance assessment and enhancement should also be supported with employee feedback.
[bookmark: _Toc234006564]Organisational Culture and Implementation Barriers
The presence of the organisational culture facilitates the implementation of the modern HR practices. Nonetheless, there are some obstacles that may impair the effectiveness of implementation in large organisations. The reason why the employees are resistant to change is that they might feel uncertain or experienced failure. Lack of digital skills may also divert deployment of technology through the various departments. Low budgets can decrease training investment and IT. This is because some managers might not be able to manage the change in the organisation effectively. Problems also occur on how global organisations can be consistent in their HR practices around the world. Employee expectations and behaviours are affected by different cultures and legal systems. The departmental managers ought to deal with these obstacles by being proactive leaders. Constant coaching assists employees in gaining confidence, as well as enhance their performance at the workspace (McCarthy and Milner, 2019). Ongoing learning empowers digital capabilities and promotes organisational flexibility in the long term. Effective communication will also minimize ignorance and enhance more commitment among employees. Employees should be involved by managers when making key changes in the workplace. The involvement of employees enhances acceptance and minimizes opposition to new initiatives. Successful change management establishes responsibility amongst various levels of the organisation. Managers are to check on the progress periodically and modify the implementation plans where it is required. These behaviours enhance organisational culture and enhance the long-term HR performance. Thus, effective implementation requires dedicated managers, favourable cultures and continuous organisational enhancement as opposed to policies.
[bookmark: _Toc234006565]Recommendations 
Unilever must increase digital upskilling programmes to enhance workforce abilities in the future. To benefit from more strategic planning decisions, the company ought to enhance analytics in its workforce. Clear and measurable performance indicators should help managers perform the monitoring of DEI progress. Unilever ought to offer on-going leadership training to departmental managers. These will enhance employee engagement, organisational productivity and sustainability of the business with proper HR execution.
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This report has assessed significant HR issues to the Unilever business environment. The technological change necessitates sustained digital learning and labour flexibility. A talent management contributes to the employee commitment and organisational performance. Equity, Inclusion and Diversity facilitate innovations and sustainable business growth. Modern HR practices enhance organisational performance in the event they are put into good practices. But success lies in good managerial leadership and accountability. Clear communication, performance monitoring, supportive organisational culture is still needed. Thus, effective HR implementation can enable Unilever to realize sustainable growth and long-term competitive advantage.
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