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Introduction
In 2019, Brexit became the main focus and firms based in the UK sought to develop contingency plans following EU exit. However, in 2020, as the COVID-19 pandemic spread worldwide, businesses shifted their attention and policymakers involved in Brexit negotiations were redeployed given the situation's urgency (Deloitte, 2020). COVID-19 pandemic and Brexit have had implications for people resourcing strategies. According to Andrew and Martin (2012), people resourcing refers to offering a comprehensive overview of fundamental management issues, such as attracting talented people with the right calibre, increasing workforce performance and reducing staff turnover. Since people resource is a functional area of working practices and human resource management (HRM), this has led to some external environment changes due to COVID-19 and Brexit. The purpose of this paper is to present changes within the external environment as a result of the pandemic and Brexit from the perspective of Huawei’s people resourcing strategies. It was found that the current changes occurring in the organization as a response to the COVID-19 and Brexit prompt then need to modify people resourcing policies and practices. Achieving this calls for adopting the new requirements, including telecommuting and supporting a resourcing plan that covers strategies for coping with the shortage of talented employees in the UK labour market due to Brexit. Employees and employers have adapted to the new reality as a means of achieving results. 
[bookmark: _Toc79243390]Company Background
Huawei Technology CO., Ltd is a multinational Chinese company with its headquarters based in Shenzhen, China. As a provider of networking products and telecommunication solutions, Huawei is the world’s leading provider of ICT infrastructure (Bloomberg, 2021). The corporation has remained committed to bringing digital technology to all its customers for a wholly connected, intelligent world (Huawei,2020). Huawei researches and develops security, semiconductors, smart devices, servers, security, and other networking products. The company also offers managing services, consultancy, global delivery, network integration, among other services. Huawei personalizes its products based on the needs of numerous customer groups as a competitive edge. Considering innovation has been a cornerstone to the company’s survival and development over the last 30 years, every year, the company invests back more than 10 per cent of its annual revenue in R&D. Along those lines, Huawei has also ensured that approximately 105,000 of its 197,000 employees work in R&D (Huawei, 2021).
Multiple research institutes and centres have been set in different countries worldwide, including the US, China, India, Sweden, and Russia. Beyond that, statics show that there are 168 partners in the Huawei Technologies partner ecosystem. As a result of these partners, Huawei has more than 100,000 active patents. The company operates in over 170 countries and regions. As a result of this, Huawei serves more than three billion people worldwide. In 2019, Huawei overtook Apple to become the second besting smartphone manufacturer (Porter, 2020). As of 2021, the company held 20 per cent of the global market share (Deakin, 2021).
[bookmark: _Toc79243391]PESTEL Analysis
The PESTEL model will identify the political, economic, social, technological, economical, and legal factors. It was also look at the current and predicted changes in the external environment
[bookmark: _Toc79243392]Political
The political environment can influence a business significantly.  Political factors play an instrumental role in affecting consumer confidence and business spending. Beyond that, government policies on regulation and taxation can vary across national boundaries. At the same time, how stable a political environment is can also affect businesses (Mariadoss, 2019). Considering that smartphones are popular in the UK, Huawei is subject to political forces, especially those relating to the country.  For example, after Brexit, the UK government has considered scrapping some EU labour laws (BBC, 2020). While COVID-19 has increased unemployment, it has not created new pools of in-demand talent.
[bookmark: _Toc79243393]Economic Factors
Business leaders also need to consider external factors that might have a strong bearing on the success of their strategy. Tariffs, exchange rates, availability of skilled individuals in labour have a powerful bearing on strategy (Mariadoss, 2019). EU remains the biggest market for Huawei. This means that if the stability of the economic conditions of the EU remains stable after the COVID-19 pandemic and post-Brexit, the company bottom will not be affected despite the economic conditions of other countries.
[bookmark: _Toc79243394]Sociocultural
The social and cultural factors vary across geographic boundaries. Considering the type of business, characteristics such as local languages, cultural beliefs, and religious backgrounds could be crucial. Attitudes towards consumerism and environmentalism are also central to sociocultural factors (Mariadoss, 2019). One negative sociocultural aspect of Huawei is that buying behaviours have changed, which is understandable considering the economic damage caused by COVID-19. An implication of this trend for Huawei is the need to gauge how to proceed in the new normal brought about by COVID-19 and Brexit in ways that will not hurt consumers more than necessary.
[bookmark: _Toc79243395]Technological
These might have a solid bearing on the threats and opportunities a firm encounter. As a prime example, new technology could play a critical role in making it possible for products and services to be available at cheaper rates (Mariadoss, 2019). It also helps to improve the standard of quality. As the world’s leader in 5G technology, Huawei has increased connectivity that will likely bring empowerment to new user experiences and connect new industries (Verizon, 2021). The COVID-19 pandemic has enabled companies to optimize technology while allowing employees to work remotely. Brexit might not directly impact technology.
[bookmark: _Toc79243396]Environmental
Environmental factors have long been an issue of concern within a company’s strategies, especially considering its footprint on its particular surroundings. For example, a company like Huawei can include its commitment to reduce its carbon footprint. Likewise, it could refer to the extent to which the company is willing to transition its data centres to renewable energy (Greenpeace International, 2017). COVID-19 lockdowns and reduced travel have led to temporary environmental wins.
[bookmark: _Toc79243397]Legal
Legal factors also have a major bearing on a business because they reflect the laws and regulations relevant to a specific country or company (Mariadoss, 2019). There are all sorts of laws and regulations across multiple jurisdictions that Huawei encounters. Huawei also has to abide by many consumer laws and data protection laws due to Brexit. For example, Huawei needs to assess the data laws in the UK and what it needs to comply with them since the country is no longer part of the EU. This means General Data Protection Regulation (GDPR), which is a regulation law on data protection and privacy in the EU, no longer applies after the Brexit transition period ended on 31 December 2020 (IT Governance, 2020). COVID-19 imposes a legal implication for Huawei to implement numerous measures to protect employees from the exposure or spread of the coronavirus.
[bookmark: _Toc79243398]4. People Recruiting Strategies Relating to Huawei
This section of the papers will look at the current and predicted changes in the external environment, especially as a result of the COVID-19 pandemic and Brexit, from the perspective of Huawei's people resourcing strategies.  
[bookmark: _Hlk78379547]People resourcing is one of the functional areas of human resource management (HRM), which pays close attention to staffing (recruitment and selection), the release of employees from organizations, along improving their performance while still working for the organization (Pilbeam and Corbridge, 2010). People resourcing as a topic integrates key aspects of HRM practice with organizational performance. Integral to success as a high-performance company is the ability of HR professionals to attract and retain the most talented and skilled individuals and teams that will go the extra mile to add value to the organization and its stakeholders (Pilbeam and Corbridge, 2010). In other terms, specialist HR practitioners enact people resourcing. HR practitioners employ different methods and strategies in people resourcing to accomplish organizational goals. At the same time, people resourcing strategies help a company generate solutions to different organizational problems to reduce turnover and how the firm can increase the performance of its labour force so that it can improve workers overall performance. People resourcing strategies also help solve the problem of finding individuals of the required calibre. From this perspective, the labour market helps an organization find the most qualified candidates for the specific job openings and ensures that an employer offers competitive compensation to its workforce. This line of thinking agrees with Torrington, Hall and Taylor (2006), who contend that the main concern for companies in person resourcing is the labour market. The labour market creates a pool of available talent, and organizations compete to recruit and retain staff. However, people resourcing is influenced by contingency factors. As Pilbeam and Corbridge (2010) identified, one of those factors that influence people resources includes the external environment.
The COVID-19 pandemic has become the accelerator for one of the greatest HRM transformations of our lifetime. Due to the coronavirus, governments throughout the world passed laws in response to the pandemic (Mofijur et al., 2021). A vast majority of these laws could be described as lockdown laws imposed via public health legislation. The virus has had a strong bearing on business across the globe. While some changes have taken in the external environment, the coronavirus global pandemic has catalyzed to reinvent HR practitioners' current and future work. These HR professionals are responsible for enacting people recruiting to make things better (Pilbeam and Corbridge (2010). 
One of the changes in the external environment as a result of the pandemic is distance working. Distance working, which is flexible people resourcing strategy, has enabled Huawei to explore a new way of getting work done. Advances in information technology enable employees to telework. Before the pandemic, teleworking or flexible working was not widely used (Wang et al., 2020). As a result, Huawei dealt with the COVID-19 by encouraging employees to work from home. As the pandemic took hold across the globe, working from home became the new normal for workers (Spiggle, 2021). COVID-19 also lead to another change in terms of rapid reskilling. As a people resource strategy, reskilling is a functional area of HR that involves helping employees learn the skills they need for a new role in the organization. In the wake of the COVID-19 pandemic, rapid reskilling among Huawei’s employees was necessary as it helps prepare them well for dealing with a new changing external environment (Kirby, 2020).
The external labour market plays a crucial role in terms of impacting employee development strategy. From this perspective, Torrington et al. (2006) content that there must be an effective integration between HR development strategies and other functional areas of HR strategy. Due to the COVID-19, 2020 Huawei recruitment of international students in China had to be changed. This meant that the Career Fair had to take some new form (Tshingua University, 2020). Both Brexit and COVID-19 have also changed the labour market. Hiring new talent comes with a set of challenges. Outsourcing workers from abroad became increasingly challenging due to the numerous patchworks of travel restrictions and lockdowns (Deloitte, 2020).
Since 1 January 2021, UK ceased to be a member of the EU. A predicted change due to a pro-Brexit landscape is that the UK will no longer follow the EU product safety regimen (Burrows, 2020). The UK will develop new safety regulations or quality standards that could intensify product safety and liability training, especially given cybersecurity risks associated with Huawei’s 5G technology (Lomas, 2019). Huawei UK could also need to enlist additional specialists, which leads to a shift in employment structure. Another example of this change prediction in the external environment is that the post-Brexit era will see a sharp decrease in talent within the UK labour market. An implication of talent being in short supply for Huawei is that workforce management will become more important than ever. According to Silzer and Dowell (2009), the need for talent management practice (a people resourcing strategy) has drawn the attention of HR practitioners because it allows the organization to manage people, with some distinct differences in selection, training, labour relations, staffing. These changes have made multinationals like Huawei look for ways to acquire more talent within the company. While it is not a straightforward process to identify talented people, the real challenges involve identifying the most qualified candidates.
[bookmark: _Toc79243399] 4.1 Huawei Response to the Changes in The External Environment Within Its People Resourcing Strategies
The coronavirus has made multinationals like Huawei, its labour force and HR practitioners more comfortable with teleworking. Huawei responded to the shift in working from the office to telecommuting by increasing training and investment in flexible working arrangements. The responses encompassed providing workers with training on the company’s eLearning platforms taking many different forms, such as micro-course and live-streaming courses (Huawei, 2021). The company uses training as a recruitment strategy for attracting recruits. For example, after the COVID-19 pandemic outbreak, Huawei training efforts helped the multinational improve its local hires' expertise outside China. That, in turn, has played a critical role in allowing them to quickly adopt the firm's culture (Huawei, 2021).  For Huawei to address the changes in workload during the coronavirus pandemic, the company responded by reskilling its employees with collaborative learning opportunities. Undeniably, such development opportunities have assisted in identifying Huawei's most agile and devout learners that the corporation would want to retain post-COVID-19 era. 
Research shows that retaining highly skilled employees during a challenging time is significant because once the company embarks on business, as usual, senior management will be capable of scaling the business as fast as possible with the best talent in tow (Mardinger, 2021). Huawei responded to the change of recruiting international students by using the Career Fair official WeChat account and other online platforms to provide potential recruits with internet-based and digitized recruitment services (Tsinghau University, 2021). With such a campus recruitment strategy, a multinational company like Huawei with high-volume recruiting needs can outsource, engage, and hire young talent for internship and entry-level positions. For Huawei to address the change in labour where it has been predicted there will be a sudden shortage of talent, HR practitioners at Huawei can manoeuvre this change by undertaking scenario planning and giving them the appropriate tools to attract and retain talent. One way to do this is by increasing salaries and providing other benefits. According to Armstrong (2010), it has been found that one step in the person resourcing strategy involves the creation of retention policies. These policies for attraction and retention are supposed to promote and maintain the perceived talent in the workplace.
[bookmark: _Toc79243400]5. Conclusion
This report has looked at the current and predicted the external environment due to the COVID-19 pandemic and Brexit from the perspective of people resourcing strategies of Huawei. While the pandemic and Brexit will have a long-lasting and far-reaching impact on the world of work, the situation has not changed. The report has shown that the external environment is a major driver of change in work. Some of those external changes due to COVID-19 and Brexit from the perspective of people resourcing strategies include training shifts in working from the office to telecommuting, workload changes, training. Predictably, the report has also shown that Brexit will reduce the number of qualified people in the labour market.  
These changes in the external environment due to COVID-19 and Brexit have impacted Huawei’ approaches to managing people and the demands made on people managers, such as HR practitioners. They have made a significant contribution in the wake of both the COVID-19 pandemic and Brexit. For instance, changes in the external environment have contributed to people resourcing by embracing online HR processes like teleworking, training employees in skills needed to perform their current jobs. It has also promoted developing those skills necessary for the future in case shifts in the external environment do not go away. The pressures on Huawei have forced HR practitioners to enact people resourcing to respond and adapt quickly and flexibly to an ever-changing new technology environment, talent shortage in the labour market.

[bookmark: _Toc79243401]6. Recommendations
The combination of the COVID-19 pandemic and Brexit presents HR practitioners with a profound challenge. Employees and the labour market are significant for multinationals like Huawei. They are also key factors for any organization’s success. Considering that UK’s exit from the EU might make transnational companies feel that such a move will lead to a shortage in the talent pool available in the UK, HR managers at Huawei might consider a workforce audit in the UK to evaluate whether or not post-Brexit UK labour market would be able to satisfy the company’s resourcing needs. 
It also recommended that Huawei should formulate concrete COVID-19 and Brexit plan. These should be across the board, from people resourcing to regulatory issues. 
[bookmark: _Toc79243402]It is also important to retain the most talented workers even in challenging macroeconomic conditions brought about by COVID-19 and Brexit. For this reason, it is recommended that Huawei should secure the expertise and innovation of individuals having the required calibre. The answer lies in talent management practices that provide employees with opportunities for self-development. Thus, talent management practitioners at Huawei must deploy competencies relating to coaching and mentoring.
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