
 Contemporary Issues in Business Management



Workforce Diversity in Unilever PLC


i

Table of Contents
1.0	Introduction	1
2.0	Literature Review	2
3.0	Impact of Workforce Diversity on Unilever, Economy and Society	4
4.0	Personal Perspectives	7
5.0	Conclusion	8
6.0	References	9


1.0 [bookmark: _Toc62680525]Introduction
Corporations must now work in a dynamic world wherein ethical, legal, political and economic considerations assume an extremely significant role. Sound knowledge of such concerns should be seen as part of the technical resources of management and decision-makers both in the public and private sectors. Within the globalized business environment, contemporary issues are facing by the business leaders and managers in particular to their management structure, environmental concerns, human resource management and so on. These issues are regarded as the challenges that are ranging from environmental concerns such as business sustainability, ethical principles and corporate social responsibilities, effects on human resources such as workforce diversity, executive pay, work-family balance, flexible working, remote working, employee wellbeing, etc as well as technology effects such as cyber-crimes, technology advancement, innovations and creativity and so on. 
In this report, a special focus is given to discuss the workforce diversity management particular with Unilever PLC UK. Unilever is a multinational company that has been founders, innovators and future-producers for over 120 years. Unilever brands provide a rare opportunity to drive social impact, to expand their businesses and to accomplish their objective of producing healthy living a commonplace (Unilever, 2021).

2.0 [bookmark: _Toc62680526]Literature Review 
Workforce diversity has started as a crucial corporate principle that many organisations feel they have a responsibility to pursue in order to encourage justice and equity in organisations (Ng and Sears, 2012; Mor Barak, 2015). The energy of the administrative department has been intensified to build and grow constructive knowledge of the working environment, to recruit eligible workers and to enhance existing ideas to solve employment-related issues (Mor Barak et al., 2016). Workforce Diversity Management provides a framework for resolving workplace concerns relating to equality, fairness, integration and discrimination based on ethnicity, age and gender (Adams, 1965; Thomas, 1990; Mor Barak, 2015). More recently, other employment-related problems, such as insufficient jobs or unfavourable work assignments, are still assumed to be discussed in the management of workforce diversity (van Zyl et al., 2019; Moon and Christensen, 2019). Workforce Diversity Management regarded as the administration of all disparities, such as ethnicity, sexuality, age, race, education, status, expertise, ambition and functional diversity (Choi and Rainey, 2010; Manoharan and Singal, 2017; Pitts, 2009; Thomas, 1990).  Greater employee satisfaction and job performance often rely on the successful management of workforce diversity (Vanderschuere and Birdsall, 2019; Choi and Rainey, 2014). 
One research report shows that workforce diversity policy at present tackling the topic of skills-based diversity (Pink-Harper et al., 2017). The latest evidence suggests that demographic diversity (individual characteristics such as age, gender, and race) is detrimental to work performance, while job-related diversity is advantageous to performance (Moon and Christensen, 2019). Most findings suggest that the workplace environment is affected by diversity management (Groeneveld, 2011; Gonzalez and Denisi, 2009; Brimhall et al., 2014), which contributes to favourable results (Glisson and James, 2002; Choi and Rainey, 2010; Brimhall et al., 2014).
Thomas (1990) was the very first amongst theorists to discuss management of workforce diversity, namely administration of status, interest, function, education, race, gender, age, and ethnicity. He offered new knowledge of a particular view on diversity that has been embraced by several other practitioners and academics. His concept of diversity management emphasises on employee satisfaction, job performance and motivation and aims to create positive interpersonal relationships. He notes that workforce diversity management is intended to cover not only "Affirmative Action (AA)" and "Equal Employment Opportunity (EEO)" but also the administration of all disparities between people in the workplace environment. Eventually, diversity management is classified as deep-level and surface-level, where surface-level diversity reflects the individual characteristics of people, such as age, gender and ethnicity, while deep-level diversity describes desire, interests, function, ability, skills and knowledge, and so on (Casper et al., 2013; Maati and Maati-Sauvez, 2019; Klein and Wang, 2010)
The definition of workforce diversity management is compatible with the work adjustment theory (TWA) and it operates in a similar manner. The TWA distinguishes between a systemic model, which focuses on the equilibrium between the person and environment, and a vibrant modelling approach, which includes behaviour directed at improving the balance between persons and the working environment (Dawis, 2005). The TWA is working towards addressing the needs of people, including psychological, social and financial needs, for successful results in the working community (Eggerth, 2008). Deep-level diversity often relates to the diversity in psychological traits of team members, such as values, attitudes and personality (Jackson et al., 1995). The management of Workforce Diversity addresses the psychological wants by handling the diversity of jobs, which has an impact on the job satisfaction of workers. The TWA also points out that if the ability of the person satisfies the criteria of the position, the workers would be satisfied and execute the work effectively (Dawis and Lofquist, 1984).
Nevertheless, Bassett-Jones (2005) and Luu et al. (2019) concluded that management of workforce diversity is a component of human resource management that involves performance evaluation, individual self-leadership, workforce advancement, recruiting, and reward to deliver successful employee performance and improve organisational skills to work as a team. Managing human resources through a workforce diversity management framework is a move forward in ensuring equity in a company that prevents workers from unfavourable work tasks, potentially contributing to higher employee satisfaction (van Zyl et al., 2019; Mor Barak, 2015). The right worker to the right career approach is to consistently prepare the managing of the workforce to boost job performance and job satisfaction (Stokker and Hallam, 2009). Pitts (2009) points out that the management of the diversity of workers is closely related to both group performance and work satisfaction.



3.0 [bookmark: _Toc62680527]Impact of Workforce Diversity on Unilever, Economy and Society
Given the changes in globalisation and growing racial and gender diversity, it is critical that leaders know how to control cultural disparities and employee job attitudes. When the world gets more complex, there are benefits and difficulties for handling workers in a diverse work environment. There are two separate types of concerns relating to diversity, including the case of social justice and the case of business. As per Mulholland, Ozbilgin and Worman (2005), the situation of social justice is that management gets a moral requirement to handle workers with respect and integrity. The business case would be that equal representation of workers is a positive idea for business since it is greater use of human capital, it contributes to a broader client base, it provides a wider pool of recruiting jobs and it contributes to a positive image of the business. These aspects of diversity are the product of globalisation and trade liberalisation, rendering most companies or organisations a multinational enterprise (Stoner et al., 2013). As a result, many global brands or multinationals are marked by diversity in the workplace due to shifts in the corporate environment; corporations are more international (Swinton, 2014)
Unilever is a diverse organisation and dedicated to creating a highly inclusive community that honours each individual for whom they are – irrespective of sex, age, ethnicity, sexual orientation or disability. Company agrees that the efforts of the workers are stronger due to their diversity, and therefore the company wants to help them feel happy to take their true selves to work daily (Unilever, 2020).
Unilever has been dedicated to creating a gender-balanced company since 2009. The company established a strong goal to have 50 per cent of women in management roles by 2020 as part of the Unilever Sustainable Living Strategy then by the ending of 2019, 51 per cent (50.7 per cent) of the management are females and also 36% of the total workforce is women.
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Table 1: Gender Statistics
Source: Unilever (2021)

In January 2020, Unilever has named as the recipient of the prestigious 2020 Catalyst Award for programmes that facilitated progress for working women. Their effort to change the game. Trying to unlock the Potential, explains the mission of building a gender-balanced staff as well as an inclusive society that breaks stereotypes. Unilever's compensation systems are structured to be gender-neutral, with any salary disparities between workers in comparable positions representing the degree of individual success and ability (Unilever, 2021).
Unilever PLC has developed a 'reciprocal mentoring' programme. One part of the initiative is what is considered 'courageous conversations,' which are intended to assist with the cultural transition. While the company understands that cultural transition is challenging, it recognises that it is necessary to start naming things, i.e. holding 'courageous conversations' with people regardless of senior-level or junior level (Evans et al., 2007). Those certain areas wherein the company is working to drive about cultural diversity are through the IT Women's Group and by presenting workers with an ability to challenge the HR board about any of the misconceptions and rumours that occur in the company. Misconceptions and suspicions like: 'Until you are part-time at job function X, would it be real that you cannot be promoted? 'As well as 'Are you not really on the program since you're part-time? 'Reactions are registered so that they can be transmitted out across the whole company (Evans et al., 2007). 
The World Health Organisation reports that one billion people worldwide are living with disabilities. That would be about 15% of the world's population, or 1 in 7 among us. And figures show that individuals with disabilities are one of the most disadvantaged groups in the world in terms of jobs and access to education. As per Torrington, Hall, and Stephen (2008) management team frequently defend a recommendation not to hire disabled persons on the basis that the required changes to the workplace must be taken into account in their operational budgets. They argue that inclusion and diversity programmes also have expenses involved with them, the rehabilitation of which cannot always be readily calculated and should only be understood in the long run. Nevertheless, the elimination of obstacles faced by people living with disabilities is a focus for Unilever's business. It's not just the best thing to be doing – Unilever claims that providing fair and equal opportunities would unleash a large talent pool (Unilever, 2021).
Diversity in the workplace has intrinsic advantages to employees, organisations and the economy as a whole; it allows employees to cope in synergy. Scholars have regarding the diversity of the population as a positive, and organisations should draw on that advantage. This involves a pool of talent, cross-fertilization of information and concepts used for growth (Swinton, 2014), building information organisations, promoting entrepreneurship and enhancing decision-making quality and competitive market performance; thus, a multicultural pool of talent leads to creativity and innovation that boosts productivity in companies thus whole economy (Okoro and Washington, 2012). Many companies take on a diversity of workplaces to achieve a strategic edge by being more innovative, adaptive and responsive to transition in a complex and ever-changing global marketplace, and thus, because of the complexities of the corporate environment, workforce diversity is significant for business management (Dike, 2013; Marzuli, 2012).

4.0 [bookmark: _Toc62680528]Personal Perspectives
Humans are distinct from each other. They differ concerning gender, culture, race, religious, psychologically and physically features. Even so, our perceptions towards such disparities can be negative or positive, based on individual experiences and biases. Any attributes are noticeable while others are not noticeable. When I research on the workforce diversity, it is understood that diversity is a number of variations among individuals in an organisation, namely age, race, cognitive style, ethnic group, gender, organisational function, tenure, personality, education and more. As per Fredman (2001), diversity is a recognisable origin of innovation and creativity which can act as a foundation for competitive advantage.
Diversity must be blended into the structure of an organisation in a way to construct a way of thinking in both management and employees which will enable them to think consciously regarding respecting each other equally. The labour force of today is rather diverse. It is understood that when handled successfully, this diversity will offer the enterprise a significant competitive advantage that encourages innovation and instils versatility in the organisation. Unilever as a leading multinational company successful implement workforce diversity into their sustainable standards. Because of their diversity initiatives such as gender equality, multicultural workforce and employing disabled people make them recognized in the society which improves their corporate image and good reputation. They are also able the achieve the 2020 Catalyst Award for their efforts in women empowerment. 
However, handling diversity in the workplace by the management is also a struggle, they seek to practice the management skills required in a multicultural workspace and trains itself to train those within their organisations to value disparities in communities and to accept all employees with integrity and dignity. 


5.0 [bookmark: _Toc62680529]Conclusion
Diversity management is a mechanism aimed at developing and sustaining a supportive workplace atmosphere in which workers' differences and similarities are respected. Diversity requires respect and acceptance; it focuses on understanding the specific distinctions that each employee may have in terms of sexual identity, age, gender, race, socio-economic status, nationality, religious physical capacity, and political views or other philosophies. Diversity management is praiseworthy as it enables organisations to tap into the innovative, cultural and communicative ability of a wide range of employees and to use these abilities to enhance corporate practices, goods and consumer service.
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building, clear targets and measurement, programmes to recruit, retain and develop
female talent, internal and external communications and engagement, and our
network of Diversity and Inclusion Champions are all part of our overall approach.

Despite our 2019 progress at management level, we still have more to do to ensure a
balanced representation of women.

Board 5 8 5 8
(38%) (62%) | (38%) (62%)

Unilever Leadership Executive (ULE)" | 4 8 4 7
(33%) | (67%) | (36%) | (64%)

Senior management 15 59 17 64
{reporting in to ULE) 0% | (80%) | 21%) | (79%)
Management 7,620 7,408 7,336 7,552

(51%) (49%) | (49%) (51%)

Total workforce 53,469 96,398 | 53,465 101,383
(36%) (64%) | (35%) (65%)

* As of 20 February 2020 (the latest practicable date for inclusion in this report), there were four females and
nine males on the ULE.





