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Executive summery
This report has covered challenges in HR practices of Unilever. It has included issues related to technological advancement, talent acquisition and retention and diversity, equity and inclusion. It has also discussed different contemporary HR practices and how Unilever’s departmental managers can ensure these strategies. Furthermore, it has suggested few recommendations to this company.


Table of Contents
Introduction	4
Meeting Up With Technological Advancement	5
Talent Acquisition and Retention	6
Diversity, Equity and Inclusion (DEI)	7
Different contemporary HR practices	9
Unilever’s departmental managers can ensure these contemporary practices	11
Recommendations	13
Conclusion	14
References	15




[bookmark: _enqhizzi0sp7][bookmark: _Toc225274653][bookmark: _Toc225274685]Introduction
[bookmark: _xd6vzdyatix3]Human Resource (HR) departments in an organisation, plays an important role in managing employees in a formal way. The main responsibilities of the HR departments include hiring, recruiting, evaluating, training and compensating employees.
The report aims to discuss the challenges or issues that the HR departments are facing in an  organisation - Unilever. Unilever PLC is a consumer goods company that owns around 400 brands, including food, beauty products, body care and many other products. The report will highlight technological advancement, talent acquisition and retention, diversity, equity and inclusion. The assignment will highlight the challenges faced by the organisation and provide effective recommendations. 

[bookmark: _rcxcx1hcmh74][bookmark: _Toc225274654][bookmark: _Toc225274686]Meeting Up With Technological Advancement
Human resource departments facing challenges in making steps with rapid new technological developments. Some major barriers include lack of training, hard or fast processes, constant change in organisational needs, unwillingness to change and division in human resource data. There are various technological innovations, the HR department cannot make steps with the effect of change and advance at the same rate always. The advancements in technology creates difficulties to perform because workers need time to understand training and adapt to the change. A continuous update in technological innovation is very essential for the human resource departments, which lead to creating an understanding among workers to catch-up with  the new changes or trends. Additionally, over-dependency on technology affects cyber-attacks and viruses, which leads to loss of companies' various important information.
In Unilever PLC, human resource departments are facing difficulties due to AI (Artificial  Intelligence) recruitment methods, integrity risks, digital workplace transformation and many more. The digital framework of Unilever's is very complex, as a result HR departments have to handle on average 240TB data a week for over 3 billion transactions. It creates difficulties for the human resource departments to manage a complex technology estate.



[bookmark: _Toc225274655][bookmark: _Toc225274687]Talent Acquisition and Retention
Human resource departments face difficulties in talent acquisition and retention due to the complication of the market that overtakes the strategies of the company which results in hiring the wrong talent. Securing the right talent is  becoming very difficult for the HR departments. It becomes difficult for the managers to grab the ideal candidate for a specific job due to the intense competition in the market. Good candidates get various  job offers from different companies that create trouble for the HR managers to deal with this situation to make up their mind of the candidate joining their company. The major challenge faced by HR departments in talent acquisition is to develop a data-driven mindset or to have a clear knowledge of the entire recruiting process for hiring various positions for the job roles. Additionally, HR departments confronting difficulties in boosting employee engagement to improve employee retention in an organisation. 
In  Unilever PLC,  human resource departments are facing difficulties in finding and examining the ideal candidate for a significant job role due to intense competition in the market, involvement of AI tools in hiring processes,  global economic pressures and many more. The HR directors handle over 1.8 million job applications in a year, creating difficulties for the human resource departments to manage. 


[bookmark: _Toc225274656][bookmark: _Toc225274688]Diversity, Equity and Inclusion (DEI)
Unilever faces challenges related to HR in balancing aggressive Diversity, Equity, and Inclusion goals with performance-based practices. The company struggles with maintaining consistency in worldwide DEI initiatives. It addresses bias in AI-powered recruitment, and promotes representation for disabled people (unilever, 2026). 
Promotion backlash
The brand faced both internal and external disapproval that it centres on DEI targets obscure merit-based promotion. The pressure to meet ambitious, scheduled diversity targets can sometimes create internal issues, with critics arguing that such focus could lead to reverse discriminations. Which forces a reassessment of how  DEI progress is measured and communicated It causes a need to rebuild their approach toward fairness and transparency. 
Cultural differences
Unilever is a global business and its DEI policy presents challenges across multifaceted digital localised markets, specifically in compliance with consistent standards in historically male-dominated locations. For instance, this organisation promotes equality in genders in its offices. It also faces issues regarding the treatment and empowerment of females, which are subject to external audit.
Biases in recruitment 
Studies have recommended that in spite of automation, biases in recruitment processes can carry on. The brand makes it difficult to efficiently fill roles with multiple talents. Despite depending on advanced technology for recruitment, this company has faced allegations of potential bias. The America First Legal have targeted the company’s  use of race-based classification in applications. Especially at their subsidiaries like Ben & Jerry’s, claiming these practices constitute inequitable staffing.
Under-representation
The gender balance is improved in this company however, representation of people with specific minorities groups and disabilities remains an issue (globaldata, 2021).
Shift towards transparency
The brand has shifted its strategy towards better transparency, in response to these challenges. The HR department of Unilever focuses on validating the equity component of DEI, not only the diversity indicators. Their main goal is to move from statistical DEI to a deeper cultural integration that feels impartial to all staff. This helps to balance multifaceted targets with excellence for this firm (peoplematters, 2024).

[bookmark: _Toc225274657][bookmark: _Toc225274689]Different contemporary HR practices
Modern human resource practices have evolved from being purely transactional and regulatory into structured, staff-focused initiatives. It aimed at promoting engagement, productivity, and retention in a complicated business environment. Evaluation of these practices indicates that while they offer core benefits for performance, workforce stability and inclusion. Their success depends on evidence–driven implementation and cultural alignment.
Contemporary Human Resource practices of Unilever are widely regarded as leading industry. The purpose of this company is to transform it into a future focused and aim-driven organisation. It addresses main factors such as talent acquisition, engagement, retention and diversity in a changeable business environment, by emphasising on sustainability, technology and agility.
Talent acquisition 
This brand has updated talent acquisition by leveraging AI and social media to target younger and technologically proficient demographics. The use of AI-driven chatbots in the primary recruitment phases has extremely mitigated hiring time and increased efficiency (bernardmarr, 2026). This strategy allows this company to cover many applications while ensuring cultural fit and reducing bias. It helps to create a more diverse talent pipeline.
Employee engagement
The firm focuses on purpose-driven work and linked staff personal goals to the company's sustainability goal, which drastically boost engagement. Their survey mechanisms are vital contemporary tools. It provides real-time sensitive data and allows fast responses to employee concerns. Instead of depending on annual, stagnant surveys. It results in massive engagement levels in the organisation.
Talent retention
The company uses an AI-assisted platform, which recognises individualised opportunities and projects for employees. It smooths internal mobility and skill enhancement. It shifts from the traditional career path to skill-based and flexible roles. It helps to find the modern employee’s demand for growth and variety and mitigating the desire to leave the company. Besides, it provides security combined with flexibility and retaining high-potential that might otherwise exist (personio, 2026). 
Flexible work plans
The response of the pandemic and shift in employee expectations at work-life balance, this brand has introduced flexible working models. These creative models provide employees with the flexibility of contract work linked with the security of permanent jobs. The ‘return to work’ program was produced with employees and it highlights flexibility. The brand has an inclusive wellness framework that includes fitness Bot camps, mental health support, and “be safe” initiatives for factory workers. 
Performance-driven culture 
Unilever assures that employee goals are lined up with company sustainability goals and financial targets. The company provides a 360-degree feedback system, which ensures integrated assessment, connecting annual goal setting, mid-year and annual reviews. The brand refurbished its employee behaviours in 2024 to include ‘care deeply ‘focused on what counts’, and more. 

[bookmark: _Toc225274658][bookmark: _Toc225274690]Unilever’s departmental managers can ensure these contemporary practices
Departmental managers at Unilever play a crucial role in operationalising the company’ ‘growth action plan 2030’. It highlights pivoting toward a mission-driven, future fit business model through digital transformation, productivity, and sustainability betterment. Managers of this company must leverage a mix of centralised digital tools, local responsibility, and performance-related incentives, amidst significant restructuring (unilever, 2025). 
Digital transformation 
Departmental managers should shift from simply using digital tools to integrating AI and automation to deliver business excellence immediately. The managers must adopt the AI-driven capabilities in the supply chain and demand planning to enhance productivity. Those practices are already implemented in this organisation. The cloud-based systems create flexibility however, the managers face the challenge of linking the skill gap. The brand has a more agile and efficient supply chain as a result (unilever, 2025). 
Sustainability
Unilever’s managers are tasked with transitioning this company's sustainability goals from long-term strategic goals to short-term with actionable KPIs. They must introduce the ‘regenerative agriculture’ program and adopt ‘circular economy’ initiatives in the manufacturing and supply chain department. Currently, they have excessive pressure to balance cost with sustainability. Yet by linking reward to the delivery of sustainability roadmaps, they can ensure accountability. These help to mitigate carbon emissions by 99% per ton in manufacturing.
Flexible workforce 
Managers of this brand must encourage a culture of learning and agility, preparing groups for changing workplace culture, to ensure the future fit goals. They implement work-sharing and flexible employment models for staff, for work-life balance. Flourishing high performance with empathy is crucial to avoid burnout during rapid evolution. They actively prevent bias and promote inclusiveness to retain talent, as the brand strives for authentic ‘un-stereotypical’ marketing (unilever, 2026). 
Performance management 
Urgent implementation requires that managers make sustainability a ‘business as usual’ deliverable, not a side project. They must link individual KPIs to organisational wide growth action plan targets focusing on less but better.

Recommendations for improving urgency
The departmental managers of Unilever must focus on utilising a ‘responsible, accountable, consulted, informed’ matrix to remove obstacles in decision-making. It ensures that the business group structure works efficiently at the departmental level. Instead of adopting all technical tools all the time, it must focus on the projects that show how business impact can be quickly reproduced. The managers must move beyond periodic updates to daily dashboards to recognise performance deficits in the productivity programs immediately.

[bookmark: _Toc225274659][bookmark: _Toc225274691]Recommendations
Recommendations for Unilever’s HR department include deepening AI-driven upskilling to mitigate skill gaps, accelerating inclusion and equity initiatives and depending employee engagement through structural flexibility. Must focusing on wellness of employees, mental health support, and equitable wages is vital to maintaining high engagement. 
Upskilling for future
The company must increase AI-driven technology to identify the skill gaps and provide individualised learning journeys. They should treat upskilling as a competitive advantage to drive internal talent mobility.
Wellbeing and safety
The HR department of this company needs to expand occupational health to increase mental and social wellbeing, utilising technology for health monitoring and fostering ‘person-cantered care’ strategy to health and productivity.
Inclusive work culture
They must surpass traditional D&I by implementing gender-balanced, comprehensive practices, supporting human rights and building a strong sense of ‘belonging’ in every employee. 
Sustainable HR practices
They must accommodate environmental sustainability into HR practices. Such as mitigating the footprint of HR activities and promoting environment-friendly behavior among employees to enhance employer branding (jrtdd, 2024). 
Engagement 
The Human resource management  department must build a psychological contract with their staff through clear and effective communication and equitable compensation. It aligns with performance, ensuring fair market value compensation amid evolving work needs. 

[bookmark: _Toc225274660][bookmark: _Toc225274692]Conclusion 
This report covered challenges that the HR department faced in an organisation. It focused on Unilever as a UK based consumer goods company and emphasized on their HR department related issues. This assignment defined problems related to technological advancement, talent acquisition and retention. It also included Diversity, Equity and Inclusion. Where it discussed promotion backlash, cultural barriers and more challenges of this company. Additionally, it covered an evaluation of different contemporary HR practices of Unilever. Where it discussed talent acquisition and retention, flexible work plans, performance-driven culture and more factors. This report also discussed the critical evaluation of how departmental managers of this brand  can ensure these contemporary practices are being implemented. Furthermore, it suggested a few recommendations to this company related to their HR practices for their betterment in the future. 
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