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Introduction:
Organizational change is unavoidable as a result of advances and changes in corporate marketplaces, societal customs, financial markets, technological innovations and other external and internal factors as described by (Valeri, 2021). Currently, every organization is going through different changes which can be the result of what is going around in the world. These changes affect the overall performance of the organization. There are different external factors and events which impact the performance of organizations for example, the current affairs in the world have definite impact on the organizations as stated by (Duchek, 2020). If the example of UK and its organizations is taken, and in particular Unilever, the biggest event that occurred recently which affected each of its operation is the separation of UK from EU. It happened on 1st January 2020. After a month or so another devastating change occurred in the whole world was a global crisis of a virus that struck the world in the form of Covid-19 in a way that it took billions of lives and left irremovable marks on every part of the world. Both the Covid-19 and Brexit are the external environmental factors which have effected every department of Unilever including its people resourcing strategies. This study aims to critically analyze the effects of Covid-19 and Brexit on people resourcing strategies and the changes which occurred in the external environment of the organization. Furthermore, it also discusses how Unilever has coped with these changes within their resourcing strategies. 
Analysis:
It is stated by Kpoku (2021), that Unilever, a prominent international organization, has several brands that include consumer items on a huge scale and are involved in massive production operations in hundreds of locations across the world. To successfully operate in the world while working in different regions, the organization hires its employees from different parts across the globe who are competent and have the skills which the company demands in order to survive in the long run. Pangestuti et al., (2021), states that from the start of the company’s existence till date Unilever has faced different challenges which effected its environment. It is noteworthy that Unilever is the top organization of UK, and it is also obvious that whatever the steps are taken by the country or whatever conditions the country is facing in the world it will surely have an impact on the operations of the Unilever. Covid-19 and Brexit are economic shocks for the UK and its organizations.  Recently, UK decided to leave the European Union which has left a number of questions for its organizations working worldwide as described by (Schimmelfennig, 2018). Furthermore, leaving the European Union which involves different countries will have different effects on the external environment such as political, economic, social, technological, environmental and legal factors which will further impact organizations including Unilever. 
Impact of Brexit on the people resourcing strategies of the Unilever:
Krzyżanowski (2019), describes that Brexit has been pushed to the backburner of headline news during the epidemic, but it is now critical to consider how this impacts the business. Brexit has strong impact on the human resource management of Unilever. It is a fact that human resource is the most important resource of any organization because the employees and workforce is responsible for the success of business in the long run. Moreover, Ridgway (2019), state that Brexit has a significant impact on worker recruitment and selection, human resource management, and working life of the employees.
As stated by Moschieri & Blake (2019), the major impact of Brexit is expected to be on resources across organizations. Employers have stated that the most significant HR effect is related to their access to the proper talent and labor supply. Brexit will effect a large number of people from Europe, which will be exacerbated by price hikes and variations influencing operating expenses. From January 2021, employees must be able to practice and provide services to customers in the United Kingdom. Furthermore, as stated by Ahammad (2017), employee resourcing, as an HR practice, focuses on the strategic necessity of ensuring that an organization has access to the people needed to meet its goals. In addition to that, as evidenced by Grounds (2019), one of the unavoidable outcomes of Brexit will be a decline in the EU workforce in the United Kingdom. The majority of them do not fulfil the present visa requirements for non-EU persons seeking to live and work in the UK.
There are a large number of vacancies in the organizations including Unilever but the labor markets are tight due to which there is shortage of the labors and workforce as described by (Budd, 2018).  Furthermore, as stated by Heasman & Morley (2017), the difficulties in recruitment are experienced by Unilever, the reason is that after exiting the EU, UK has to employ the labors from EU by following a proper channel of paperwork which is time taking as well as difficult process. Moreover, as stated by Liebenau, (2018), as a result of the tight labor markets there is a pressure on the wages of the workforce which is another problem for the Unilever Corporation. 
In order to tackle all these difficulties that the Unilever Corporation has been facing in the people resourcing strategies, it has taken different steps as stated by (Vardarlier & Zafer, 2020). As there are more number of organizations which want to hire skillful workforce while the workforce market is tight. As stated by Lawrence et al., (2019), Unilever has been planning to excel in this run by devising such attractive packages and plans so the workers who are available in the market find Unilever more beneficial for them. The Unilever hascc employed the EU migrant workers, who have shifted to UK for jobs. Furthermore, as discussed by Vardarlier (2021), the Unilever has devised employee development plans to hire more skillful and competent workers to achieve the goal which have been set by the organization in order to attain sustainability in the long run. Furthermore, the corporation has increased the salaries of the workers to attract them.
In addition to that measures such as flexible working and explicit career progression have assisted Unilever in both recruiting and retaining the people and talents they require as described by Fusarelli et al., (2018). Furthermore, the Unilever has been working on the workforce planning and development. Unilever has the mission that in this unpredictable climate, the only way to succeed is to guarantee that they hire the best of the best while also developing and up skilling their existing staff to boost retention.
Impact of Covid pandemic on the people resourcing strategies of Unilever:
With the current situation, Covid-19 has significantly impacted the socio-economic situation of United Kingdom as described by Nicola et al., (2020). The epidemic did not only effected the company processes, but also damaged the administration of firms like Unilever and their people resourcing strategies. The social and environmental challenges occurred for Unilever during the pandemic. As stated by Hickman (2019), in the traditional working environments, there were office based working cultures where there was a big indulgence of management and interaction, but after Covid-19, the phase of remote working totally changed the working environments as well as the patterns of communication and training also got changed. Furthermore, the methods of resourcing people also altered during the pandemic. 
As a multinational corporation, Unilever resources and hires its workforces from across the world as stated by Mitra, & Mehta, (2021), when Pandemic hit the world, the whole globe was shut down which had also impacted the organizations. During the Covid wave, there were different external environmental factors which arouse and created different barriers for the people resourcing strategies of the Unilever Corporation. Donthu & Gustafsson (2020), describe that everything was shut down and the operations of the Company were stopped, due to this the company had to make some people leave the organization because there was no work and the borders were also closed because of which there was no trade and export of the products.
Lawrence et al., (2019) states that one of the external change which impacted the people resourcing strategies of the Unilever was the economic change. As the company was somehow shut down because of the devastating waves of corona virus causing many deaths. Galasso & Foucault (2020), describe that everything was stopped the employees which were already hired were sent back to homes to avoid and stop the transmission of the Covid pandemic. The company could not earn the revenues enough to hire new people. Furthermore, if we look at the current situation of the Covid 19, different waves of the pandemic are hitting the world continuously. The borders get closed after some time and the operations don’t have fluency like it was before the covid. Dokko & Jiang (2017), describe that the recruitment is one of the most important roles of HRM, and HR managers go to great lengths to find and hire the best personnel. Furthermore, Piazza (2021),   states that during the early phase of COVID-19, most firms including Unilever were forced to halt their recruiting efforts since hiring would increase their expenses, and several positions became obsolete in these difficult circumstances. Furthermore, Mujtaba & Senathip (2020), describes that rationalizing had become the norm during this time period. Furthermore, the biggest challenge which the human resources department faced was that they had to end the service of many capable employees. 
Employee engagement is another critical function in which the HR manager plays a significant role. Tsourvakas & Yfantidou (2018), state that the employee engagement is seen as a critical function of human resources in multinational organizations such as Unilever and globally running enterprises, since Unilever place a high value on engaging and inspiring their employees to ensure a long-term relationship. Human resource management in a variety of indigenous businesses still needs digitalization. It is difficult to improve the work arrangements at a rapid speed in a isolated working culture since reporting channels are official communicatory interaction between the team members is limited. With the breakout of COVID-19, Unilever has continually strived to build appropriate incorporated software systems for employee interaction to please the workers and preserve balance between work and life as described by (Ye et al., 2021).
Performance management has an important role in the retention of employees. Saeed et al., (2019), state that the performance management system has the role to help the workforce in attaining their own objectives during their employment in a corporation, and it has been seen that remote employees perform better during COVID periods. Eliyana & Ma’arif (2019), state that depending on the industry and type of the employment, working affects employee performance management. As a result, conventional HR practices such as a cumbersome recruiting procedure, an official reporting and interaction structure, a dearth of an impartial interaction gateway or open dialogue, and the lack of performance measures complicate the remote working environment. As a result, these significant gaps must be addressed as quickly as possible in order to establish COVID-19 and post-COVID-19 supportive HR policies and close the employer-employee breach.
Ichsan et al., (2020), describe that in this worldwide epidemic, the function of human resource management has grown significantly as it cooperates with deliberate planning and administration. They had a role of distinct contribution to line up the organizational strategy with directors of definite sections. Schwarzmüller et al., (2018), describe that as the management traditions in businesses have altered throughout the world, the job of HR has been improved and changed, wherein the duty of HR is not only confined to employees management, but is now extensively planned in determining the organization in accordance with the firm's major objectives and needs. The human resources department has prioritized technology and the production of uniform results for the digital era. Furthermore, Parida et al., (2019), state that organizations have taken on the task of developing a future plan in which the company can achieve its goals by working together. HR also sought to establish an impartial dialogue channel through emails, telephone conversations, audiovisual meetings, with a goal of satisfying the staff and ensuring their sense of security belonging in the organization.
Another strategy that has arisen to address the dialogue breach is to take an employee-centric technique to human resource management, in which HR managers and different team leaders can hold meetings which include activities or unbiased conversation mediums to debate on the numerous kinds of emotional or communal changes that workers must go from. Staff perks, rewards, and credit, preservation, performance management, and employee training are all priorities for firms as stated by (El-Farr & Hosseingholizadeh, 2019). During COVID-19, the HR department places a greater emphasis on improving employee experience on the work and hiring excellent people. Deloitte (2020), sates that the future of HR practices following the COVID19 epidemic is also dependent on employee up skilling in order to have greater access to technology and digital working.
Conclusion:
Brexit had many impacts on the people resourcing strategies of Unilever. Due to Brexit, the labor market was short and there were many hurdles in recruitment process. During the phase of brexit, another problem hit the global world that was Corona Virus which shut down every part of the globe. Borders were closed and the companies faced huge losses in their operations. Furthermore, millions of people lost their jobs, the corporations were not able to retain their highly skilled employees rather employing the new ones. During this time Unilever faced a lot of challenges in maintaining its people resourcing strategies in effective ways. In both the times of brexit and Covid 19 Unilever corporations devised different strategies to handle the issues of human resource management. The company introduced innovative ways to hire and develop its workforce during Covid and introduced new and attractive packages in the brexit to retain the existing employees and attract the new ones. Furthermore, the company also devised an employee development plan to instill the skills which it needs in the existing workforce instead of looking for new labor. 
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