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[bookmark: _Toc92452013]Introduction 
This report is based on Unilever Plc, which is a UK-based company selling consumer goods. The company is headquartered in London, the United Kingdom, and the company's products are available across 190 countries. The main objective of this report is to critically analyze the current and predicted changes in the external environment of Unilever based on results of Brexit and the Covid-19 pandemic in relation to people resourcing strategies. In addition to that, this report will also assess and evaluate the ways by which Unilever has responded to the changes in the external environment within their resourcing strategies.
It has been analyzed that the human resource management and their practices in any organization operating in the United Kingdom have been greatly affected by the Covid-19 pandemic and Brexit. Several companies even decided on major layoffs causing major changes in the human resource policies. Many lost their lives, and some lost their business. When the whole globe was trying to understand and analyze the Covid-19, the other half of British society was marking an exit from the European Union. The UK is the first country to have left the union after being part of it for so many years. Both events has been able to have an impact on the resourcing strategies.
[bookmark: _Toc92452014]Changes due to pandemic
When the world health organization (WHO); announced Covid-19 as the global pandemic, many companies started taking protective measures for all the employees. The situation was clear that the viruses were spreading rapidly at a very high rate. The death rate was also increasing gradually. There was a complete state of panic among the people. Since the initial outbreak of the virus took place in China, the organization focused on providing measures to reduce the risk of infection for the employees and their families. It began with China and Italy; gradually, the company was affected in many other parts as well (Unilever, 2020b). Initially, they focused on the health of the employees. The employees were prohibited from travelling and were allowed to work from their principal location. Anyone suffering from even minor symptoms related to flu was not allowed to enter the official site. Even the meeting was held with few people to avoid crowding. The company worked on the same preventive measure that was accepted around the globe, such as self-isolating for fourteen days if the person is experiencing any symptoms or have travelled from one location to another. Enter the office premises only after thermal screening as well as applying hand sanitizers from time to time. Maintain social distancing and avoid physical greetings (Unilever, 2020a).  
All the sales and retail staff were asked to connect with their customers virtually. They minimized their transport and limited their visit to the customers. It was only during some necessary conditions when the staffs were directed to meet the customers. The communication was kept with proper social distancing and strict protocols. The roles of the office staff changed when they started working from home. It was only during some of the exceptional circumstances where the employees visited their office only after the approval of their respective country General Manager. All the measures are taken by the company were based on the medical advice provided after scientific research. The company continued to provide hygiene product throughout the pandemic are still providing as much as possible. The changes were necessary for the people, and the decisions were taken after careful consideration regarding the consequences. They increased the use of technologies so that their staff can work with ease from their home. They also simplified the reporting process with proper care. In addition, they also worked for the mental health of the people to show their support for their staff as well as their dependents. The program to provide counseling, financial coach, and resilience training was also provided to the staff (Unilever, 2021b). 
[bookmark: _Toc92452015]Changes due to Brexit 
It was just when the UK firms started developing their business plans after Brexit, and the pandemic took hold. The attention shifted towards covid-19, and there was a delay in the assigning of the contingency plans. The initial shock of the pandemic was significantly larger than the outcome of the Brexit was predicted to have an immediate impact. The predictions on the UK economy also include the fall in the GDP by 4% of the country after its exit. On considering the long-term effect, the pandemic would further add a 2% more decrease in the GDP (BBC, 2021). When the people voted for Brexit, they would have never thought that such a pandemic would hit the world for such a long time. Human resources always have a crucial role to play for their leaders in their workforce. It is predicted that the Brexit journey may help in the business with new opportunities. The improvement in the communication strategy may offer more channels for the employees to connect with the organization. The present scenario has affected the economic system; there is a need for bonus plans that will encourage the employees to work in these crucial times. The understanding of the immigration policy is also important as it may have an impact after the retention of the employees. The company has to be educated on the implication of Brexit and work on the strategic planning of the organization (PricewaterhouseCoopers, 2016). Earlier than Brexit, the labours from the EU were freely living as well as working in the UK without any kind of restriction. But now the companies have to adjust on their employee and implement new migration policy. This also affects the business on considering the cost of hiring foreign labours.  The economy of the UK was somehow dependent on the European Union. The positive impact of Brexit can only be seen for the people living in the country are there is an opportunity for the new legal reforms, but at the same time, due to its high dependence on the EU, there is a scarcity of goods. As per the studies, it has been found that due to Brexit, the human resource team has faced several issues wherein they had to understand the new UK immigration system and make changes accordingly. In connection to this, the HR team of Unilever had to assist employees to get status concerning settled and pre-settled, employee absences from the UK, reviewing employees policies, getting familiar with the obligations of business visitors, and keeping track of the rights of UK employment (Woodford and Buchanan, 2021). 
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Both the pandemic as well as the Brexit has disturbed the supply system of the UK. A recent study shows that there is a shortage of labours which helped in the supply of goods. Therefore it has led to shortages of goods in the business and also for the customers. Even when the company was affected due to the pandemic, the organization jointly worked with the government body to educate the people about the severity of the virus. They also provided hygiene products and infrastructure to help the people. They reached the population where the living condition of the people was poor. Unilever has always focused on the well-being of its employees.  They have believed in promoting the physical as well as mental health of the workforce. The employees are motivated to give their most productive inputs towards the organization. The main aim is to provide a safe working environment for the people and their businesses. They even organise a workshop for the employees so that they can discover their self-worth and for the purpose, they are working for. They have also introduced the Global Health team with well-trained as well as experienced medical professionals that work on maintaining a safe and healthy working area. They also monitor their employee’s health with regular check-ups (Unilever, 2021). The intake of new candidates has been reduced during the pandemic. 
Companies all around the world are planning to get back their employees. The first emphasis is encouraging their staff to take vaccination and making it mandatory for all staff. The employees will have to face proper testing before returning to the offices (Jolly, 2021). The company with 150,000 employees, Unilever plans to work on its new strategy, beginning with a return to work. The company is all set to welcome back their employees after the pandemic with all the safety measuring and the guidelines provided by the government. The company will change the concept of working five days a week.  They have introduced various programs in different countries, like in New Zealand they started with four days as the working week for the employees. In the UK, they have introduced U-Work, where people are given such flexibility to work for less than a month with job security. Even the introduction of U-Renew, where the staff may choose to get the education first and take sabbatical leave. The company will bear the expense of education for the staff (Haynes, 2021). They are working more on improving the skills of their human resources. 
[bookmark: _Toc92452017]The response of Unilever to the changes brought by Covid-19 and Brexit within their people resourcing
[bookmark: _Toc92452018]Covid-19 pandemic
Since the pandemic was announced by the WHO, the company has applied global measures into place to secure the employees and their relatives. In connection to a pandemic, most of the families in the UK were infected by the deadly virus wherein the employees and their families who worked for Unilever were also got infected. Concerning this situation, the CEO of the company, Alan Jope, announced a new set of safety measures for all its employees and the workplace (Unilever, 2020). However, some of the safety measures that have been taken by Unilever to respond to Covid-19 has been listed and discussed below on the following grounds:
Remote working facilities- For the global employees, the company shared remote working facilities wherein the employees do not have to step out of the house to work. This has led the employees to be safe and secure and also continue their work with virtual guidance from a senior team member or the organisational management. This response of the company has helped to build a healthy working environment as well as maintained business productivity at the same time.
Virtual collaboration with customers- According to the report, it has been found that all fields sales and retail employees that include 3p field merchandisers and sales will not physically interact with the customers but will do that virtually. The company stated that all field sales employees need to connect with customers virtually wherever possible and reduce the use of public transport if a customer visit is mandatory.
Imposed strict protocols for social distancing and hygiene- For distribution centres and sourcing units, strict Covid-19 protocols were imposed that included social distancing and hygiene. After imposing strict protocols, the company had allotted a specific team who would monitor carefully to avoid the spread of the virus among the employees. On the other hand, strict protocols on social distancing that includes non-physical greetings and hand hygiene, mainly after handling cash, will also be put in position and will be interacted with shortly. 
Moreover, it has been found that the company has been continuously supporting their people as well as supporting local and global authorities by donating hygiene products to promote the fight against Covid-19 and has further made efforts in the days ahead (Pandey et al., 2021). Concerning all these steps that were taken by the company, it can be said that the employee management was effectively performed by the human resource team of Unilever and empowered each one of them to fight against worldwide uncertainty. 
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The role of human resource management has been crucial for business organizations operating in the United Kingdom, especially after the UK's exit from the European Union (CIPD, 2021). The HRM of Unilever, based on the changes brought by Brexit to people resourcing strategies, started to improve the company's employee retention. It has been observed that only a few percentages of employees from the European Union will choose to fill certain job positions at Unilever and other companies in the United Kingdom. Thus, the HRM of Unilever has started responding to such a crisis by emphasizing employee retention. In addition to that, the HRM of Unilever has started offering more beneficiary packages for the purpose of attracting new employees along with motivating the existing employees.  The creation of a positive work culture tremendously improves the workplace environment, and this also helps in employee retention. The workers from the European Union have been offered freedom and autonomy by the HRM of Unilever so that they get space to solve their problems (Nair, 2021). Therefore, the employees from the European Union have been focused upon by Unilever’s human resource management in terms of offering them the best potential benefits for the purpose of retaining them.
It has been observed that the UK's government has introduced new immigration rules after Brexit, and this has led to thousands of EU workers deciding to quit their jobs in the United Kingdom (UK Government, 2020). However, Unilever's HRM strategies have started advertising more about the job opportunities and career progression so that the EU workers feel motivated (Wittenberg-Cox, 2021). In addition that, the company’s HRM strategies have also started making workplaces more inclusive so that even the slightest possibility of workplace discrimination can be effectively eliminated. It has been observed that the employers in the United Kingdom who have been prioritizing the creation of a more inclusive workplace similar to Unilever have been successful to a certain extent in terms of addressing the challenges in human resource management brought by Brexit.
On the other hand, the future of Unilever has started demanding for UK-based workers more after Brexit and based on this requirement, the company's HRM has decided to attract more young UK workers. This response has been extremely effective as the young and dynamic university graduates can be effectively trained into skilled professionals by Unilever, and this can also be potentially beneficial for Unilever in the long run. The market of the United Kingdom after Brexit is demanding a number of Uk-based workers due to the strict rules and regulations regarding migrant workers. Unilever has been extremely successful in terms of attracting young UK talents, and one of the major factors behind the success of the company's human resource management has been the reputation of the company.
Overall, Unilever's people resourcing or human resource management strategies have been based on attracting young UK talents as well as offering the best potential benefits to workers from the European Union.


[bookmark: _Toc92452020]The Warwick Model
The Warwick Model of Human Resources was developed in the 90s by Chris Hendry and Andrew Pettigrew, working at the University of Warwick. It used the traditional Harvard model as a base but refined it further.
[image: Warwick Model]
Like the Harvard model, it focuses on five elements of HR.
· Outer Context. These are macro-environmental factors that influence the HR policies of a company, including political, legal, technological, socioeconomic, and competitive influences.
· Inner Context. These are the factors within companies that can influence HR policies. They include a company’s structure, leadership, culture, technology, and business outputs that trickle back into the company.
· Business Strategy. These are the basic HR strategies in play within the company. It can include the business objectives, the overall company strategy, and influences of the product market.
· HRM Context. Context focuses on the ground-level policies, roles, and organization of human resources within the organization and the HR outputs.
· HRM Content. This section is about the specific policies, implementations, and systems involved in HR. They include reward systems, employee relations, work systems, and HR feedback, among others.
In general, this model attempts to balance influences from the inner and outer context, especially when they are at odds with one other. The two contexts feed into the overall strategy, which trickles down into the context and content. The implementation of HR then feeds back into influencing both inner and outer contexts through direct feedback and indirect societal pressures.
The primary weakness of this model is that there’s no defined feedback loop between internal HR practices and external business outcomes. Instead, feedback loops have to filter through the various contexts, which muddles them and makes it more challenging to determine which factors result in which influences.
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In conclusion, it can be said that the impact that was caused by the Covid-19 pandemic and Brexit on Unilever's human resource team was challenging but has overcome the situation effectively. In this assignment, it is clear that the current and predicted changes in the external environment are important factors that need to be emphasised by the company in several business practices. Despite the fact that the pandemic and Brexit have impacted the overall business operations and the organisational management, but Unilever has come up with effective measures to respond to the issues that have helped to work mutually by empowering every employee to face the uncertainty that may occur in the future business practices.  
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