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[bookmark: _heading=h.gjdgxs]IntroductionThe current report helps with the analysis of HR practices and observing its ways during the covid-19 pandemic. The current report is followed through with an analysis which helps in evaluating the prevailing human resource management practices before the outbreak of covid 19 and helps in further evaluating how the effect of covid-19 has managed to change various HR management practices within the organisational context. The report further involved an in-depth identification of how the changes that have been adopted during the covid-19 impact on HR management practices have created new challenges and issues among the businesses. To acquire a practical analogy of the challenges and issues of HR practices during covid-19, the company Unilever has been taken into consideration. 

[bookmark: _heading=h.30j0zll]Overview of UnileverUnilever is a well-known British multinational company specialising in consumer goods and headquartered in London, England. The products that are produced and sold by Unilever include various food products and condiments, along with cleaning agents and beauty products for personal care. Unilever has various large brands under its operation, which include Ben and Jerry's, Axe, and Bango Vaseline, to name of you among few others. The company is driven by its purpose of making sustainable living commonplace for the people and has established its brand image over 100 years to become one of the largest companies of consumer goods.
The human resource management of Unilever has always been focused on embarking on making the HR services to be more personal, experiential and fairly less segregated into smaller sections (Dirani et al. 2020). This makes the company more reliable in its human resource practices as it ensures to be more committed and responsible for how changes in the human resource practices may become impactful on the behaviour and retention of their employees (Dirani et al. 2020). Suggestively Unilever adopted this strategy of implementing changes in the working operations of the employees after the effect of the covid-19 outbreak by focusing on implementing changes on a smaller scale initially as a testing phase (Kelly, 2020). This makes sense for the company and its HR practices as the shift to a virtual working environment have been a major shift in workability and dynamic that may not have been successfully implemented in thousands of employees who were forced to be managed by human resources at the same time. 


[bookmark: _heading=h.1fob9te]Changes in HR practices at Unilever after COVID-19Covid-19 has become one of the greatest threats of recent years for various companies and organisations, leading to an economic crisis that is affecting the current state of business operations (Chang, McAleer, and Wong, 2020). 
Even though the company has been affected due to covid-19, the human resources practices of the company ensured the protection of its employees. Unilever purposefully focused on shielding the significant drop in employee incomes for up to 3 months which was done with the intention of protecting the employees who do not feel demotivated and affecting their performance in their roles (Business & Human Rights Resource Centre, 2020).
Similarly, the company also began conducting mental ship programs which were aimed at helping the employees to deal with the virtual working system and also help in ensuring address the negative effects such as mental distress (Saxena and Gautam, 2020). The human resources practices of Unilever started to focus on how to bring back the enthusiasm among the employees of working within the workplace after covid-19, along with having to ensure to be able to retain the employees during the pandemic. 
The changes that have been implemented throughout the pandemic period of covid-19 has been a tremendously work-intensive period as the company and the human resources were not only enforced to manage the process of working during a crisis while everyone was on board but also had to focus on how the employees can be managed on a long term basis and is a sustainable approach for the company (Mckinsey, 2021). 
However, even though the sustaining negative impact that Unilever is having on its declining social capital, the company and its HR management have devoted themselves to improving the ability to work from home and enhancing the virtual operational methods of employee recruitment, onboarding, training and evaluation. This is due to the concern that Unilever has suggestively enforced the company to avoid having the need for employees to visit the physical workspace five times a week which aligns with their concern about the dispersal of coronavirus within the workspace (Jolly, 2021). 
But as the threat of covid-19 is gradually reducing, the company is restoring its traditional working practices as the HR management is setting up trial working periods. This change in working operations is developed by the human resource management to limit the number of working hours to 4 days a week which has already been experimentation in the Unilever New Zealand location (The Guardian, 2020).

[bookmark: _heading=h.3znysh7]HR challenges and issues since the Covid19Due to the changes being implemented in hybrid working within Unilever, HR practices are focused on the issues of employees wanting to be more flexible from visiting and working from the office (Hern, 2020). However, Unilever is combating this issue by creating various choices for the employees where they are flexible in determining how many days in a week they are willing to work from the office or are willing to work remotely completely. Also, Unilever is providing the opportunity of remote work for upskilling their employees, where they are capable of taking a sabbatical as the employees get educated (HAYNES, 2021).
Conducting training was also a challenging aspect for Unilever since the onset of covid-19. For example, in Unilever Israel, where employees around workers, the company, while conducting training, understood that the advent of virtual working where the employees had to read a long email or flip through a PowerPoint was not within their mobile work style (Medved, 2021). This created an issue of compliance, and Unilever sites had to rather stop the employees from working for 2 to 3 hours to be able to conduct the training.
Similarly, the work life of employees being shifted to being completely virtual during covid 19 impacted the mental well-being of the employees (Xiao et al. 2021). It is immensely probable that the negative effects of the pandemic are liable to be a long-lasting effect. This is related to the change to a virtual working system for the employees of Unilever as well, which enforces the employees to be affected with a similar, if not worse, impact as well. However, Unilever has attempted to combat this issue by initiating a mentorship program that allows the employees to be guided for their careers and are trained to achieve their individual goals, which helps in retaining the loyalty of the employees (Sharma, 2020).
Along with the change in work-life balance and the virtual working system for the employees at Unilever, the company had to enforce human resource practices to be more emotionally connected with the employees so that they can empathise and provide a structure that can help in addressing the work-life challenges of the employees (Sharma, 2020). In comparison to pre-covid-19, the HR practices of Unilever were faced with the challenge of being innovative and having to focus on conducting frequent informal meetings that would help the employees at home to be able to build their team collaboration through virtual training exercises (Gigauri, 2020).
Furthermore, Ford et al. (2021) define that employees are getting more and more comfortable by working from the comfort of their homes which enforces them to be more reluctant to go back to the normal process of working from an office. This becomes a challenge for businesses like Unilever as they are faced with the issue of having to convince the employees as well to bring them back to operate from the workplace itself. This has become a mandatory requirement as working from within a workplace or in the office is generally suited to help the employees to learn quickly and is essentially a suitable approach for acquainting employees with workplace ethics (Robelski et al. 2019). Thus, the Covid-19 impact of pushing employees to avoid the need to go to the office creates a detrimental impact on employees never having the opportunity to acquire workplace knowledge and ethics (Chung et al. 2020). This pushes the human resource management of companies like Unilever to have to devise innovative methods to allow the employees to gradually resort back to working from their individual workstations in the office. The issue is further heightened for Unilever as with the implementation of virtual working systems; the company is slowly facing a gradually slow erosion of its social capital, which is the resultant factor of employees not being able to meet in person and is invading the probability of growing innovations within the workplace which happens due to congregation among employees (Chi, Saldamli, and Gursoy, 2021). Also, human resource management is facing further pressure as various business leaders are inherently voicing the concerns of younger staff not being able to sustain successful training, which is capable of being implemented when leaders and the younger staff are able to communicate and work side by side in person eradicating any form of social interaction block. 
The identified interaction block is also the result of the issues in clarity of communication. As stated by Rosidah, Maarif, and Sukmawati (2022), the shift to working from home for employees resulted in a major gap in effective communication through virtual systems such as video calls or social media groups for the employees was fairly limited compared to physical interaction capable of achieving. This is substantially a possible impact on the communication of employees and the HRM of Unilever as well because such lack of communication is a common phenomenon with the adoption of work from home due to various factors such as improper internet connections, unavailability due to time differences among various other concerns (Vyas, and Butakhieo, 2021). These concerns have raised the probable prospect of definitive changes in trends of human resource practices in the future. This is discussed by Przytuła, Strzelec, and Krysińska-Kościańska (2020), stating that with the change in vision of how human resource practices are to be shifted due to the impact of covid-19, businesses are liable to incorporate increased investments into developing advanced technology that helps in maintaining the seamlessness of communicating with the employees to ensure proper conveyance of messages and motivation is effectively maintained. Similarly, as the process of maintaining the relationship with employees, which is a vital role for HRM for a company like Unilever, the recruitment process is also an essential part of welcoming new candidates into the company, which has been compromised due to the virtual working system. As discussed in the findings of Singh (2021), the need for technology adoption due to the impact of covid-19 on business operations, human resource management are heavily reliant upon the integration of information communication technology, such as automation which helps in ensuring assimilation of tasks such as homework arrangements and dissemination of information among all remotely working employees. But the challenge that HR practices face with the integration of advanced technology and automation within human resource management is that this would require a further change in training the human resource personnel as well (Adamovic et al. 2020). Thus, the effect of COVID-19 and the adoption of a virtual working system for Unilever does show that the company had to drive its stakeholder interest into contributing and investing in integrating technology advancements within internal business operations such as human resource management. This was a necessary amendment for Unilever to remain relevant during the covid-19 pandemic; the company might have lost its market credentials or value for not being able to adapt to the change. Also, the investments into ensuring the human resource management are also trained in automation and HR technology is essentially an investment for the long-term outcome for the business of Unilever, which justifies the change to be more beneficial. But it is to be considered that such an investment and changing the face of HR practices within Unilever is bound to be cost extensive as well as highly time-consuming, which becomes the issue of being able to sustain business operations when the change is initially implemented (Stone, Cox, and Gavin).

[bookmark: _heading=h.2et92p0]ConclusionWith the outbreak of Covid-19, business operations have taken ahead and have been required to be innovated to be able to comply with the health regulations to avoid the dispersal of coronavirus. The current report utilising the perspective of Unilever helps provide clear identification of how the industry has adopted itself during the covid-19 and how HR management practices have been able to accommodate the employees even with restrictions. The most prominent change that has been identified is the shift from working in the physical workspace and shifting to working from home or a virtual working system. However, these changes have resulted in HR practices facing several challenges, such as the investment of new technology that can help in integrating automation and HR technology which also requires high cost and time consumption. Also, with work-from-home being implemented, the HRM has been ever since aiming to strategies recalling the employees back to the office as covid-19 restrictions gradually wear off. But the main issue remains the reluctance of the employees to leave the comfort of their homes, which leads to HR practices focusing on developing innovative incentives and motivational ideas to allure employee recall and retention. Also, with virtual working systems, Unilever is faced with the challenge of a lack of effective communication, which is caused due to imbalance in internet connectivity as well as differences in time zones. Finally, evaluating the prospect of Unilever and its HR practices of stating the shift of complete virtual working systems without the need for employees to come to the office five times a week, the challenge that HRM faces with this operational idea is that with a lesser congregation of employees and face to face interaction the company and similar businesses are liable to lose their social capital.
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