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Executive Summary
The report says that the labor market in the UK is not doing well and the changes that are emerging in Strategies of Human Resourcing in the external environment of post-Covid, post-Brexit. The report highlights that the UK labor market has seen a significant impact from the COVID-19 pandemic, with unemployment rising to its highest level since 2016, and redundancies increasing by a third since the beginning of the pandemic. It also highlights that the Brexit transition has added to the uncertainty and volatility of the economy, with skills gaps in some sectors widening and the need for employers to become more flexible in their recruitment strategies. It is argued that the human resources strategies of employers will need to adjust to the new external environment and focus on agility, innovation, collaboration, and flexibility to meet the demands of an ever-evolving labor market by performing a PESTLE and SWOT analysis of HSBC in the United Kingdom. 
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[bookmark: _Toc122980349]1. Introduction 
The UK labor market is in a state of flux as the nation struggles and organisations need to adjust to the external forces of the post-COVID, post-Brexit. The face of the labor market of the United Kingdom has changed significantly since the onset of the pandemic and the impacts of Brexit have yet to be felt in full. The Brexit vote has created uncertainties the UK and the Union of Europe, and this has had an effect on the labour market. The number of citizens working has fallen since the Brexit vote, and this has led to skills shortages in some sectors. In this report, we will explore the present condition of the UK labour market, and the ongoing changes in strategies of human resourcing in the post-COVID, post-Brexit environment (Mayhew and Anand, 2020). The study will also examine the impact of the pandemic on the Organisation that is HSBC, the potential implications of Brexit, and the potential opportunities that may arise in the coming years. 
[bookmark: _Toc122980350]2. The present condition of the market of labours in UK 
The labour market of United Kingdom has had a difficult few years, but there are now signs of recovery as the economy slowly grows. Overall, the UK unemployment rate is at its lowest level in a decade, and wages are gradually increasing. The number of people in work has increased, and the number of people claiming unemployment benefits has fallen. The number of people working part-time and those on zero-hours contracts has also decreased. The number of people who are not working and also not looking for work is decreasing (Marsden, and Ryan, 2019). However, the UK still has some way to go before reaching its pre-crisis levels of employment.
[bookmark: _Toc122980351]2.1 Impact of the Pandemic
The impact of covid is significant. Employment in the UK fell drastically in the initial phase of the global pandemic, reaching its lowest level since the early 2000s in June 2020. Job losses during the pandemic have been concentrated in sectors such as hospitality, tourism, and retail, and have been particularly severe among young people and lower-skilled workers.
The effects of the pandemic on wages have been mixed, with some sectors seeing increases in wages while others have experienced decreases. In the short term, wages are expected to remain subdued as the economy recovers from the pandemic.
[bookmark: _Toc122980352]2.2 Nature of the Labor Market
The UK labor market is characterised by strong employment growth, high labor participation rates, and low unemployment rates (Bell and Blanchflower, 2020). The UK has a lower unemployment rate than most developed countries and has been creating more jobs than any other country since 2010. The nature of the UK labor market has also been changing in recent years, with an increase in the proportion of people in self-employment and part-time work. This reflects the changing nature of the modern economy.
[bookmark: _Toc122980353]2.3 Outlook for the Future
The outlook for the labor market in the UK is uncertain. The effects of covid are still unclear, with the extent to which employment and wages will recover remains to be seen. It is expected that the labor market will become more flexible in the future, with an increased focus on new types of work.
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Figure 01: LABOUR MARKET OVERVIEW, 
(Source: Office for National Statistics, 2020)
[bookmark: _Toc122980354]3. Changes that have emerged in the strategies of Human Resourcing in the external environment of UK after BREXIT and COVID-19 
In the aftermath of the global pandemic, the external environment of businesses have changed drastically, presenting new challenges and opportunities for human resource strategies. The exit of the United Kingdom from the Union of Europe (Brexit) has also had an impact on how UK-based businesses operate (Witteveen, 2020). As a result of both of these factors, employers have to rethink their human resource strategies to remain competitive.
[bookmark: _Toc122980355]3.1 Post COVID and BREXIT 
[bookmark: _Toc122980356]3.1.1 Post COVID
The outbreak of the global pandemic has resulted in drastic changes in human resource strategies across the globe. Companies are now embracing new and innovative ways to meet the changing needs of the workforce. In addition, companies are rethinking their recruitment strategies and are now focusing more on quality over quantity when hiring. Companies are also increasing their focus on upskilling and reskilling their existing employees to meet their changing needs (Fana et al., 2020). This has enabled them to remain competitive in a changing market without having to invest in new hires.
Companies have also taken steps to make sure that employees work from home safely and securely. They have implemented flexible working arrangements and provided technology and tools to enable remote collaboration. This has enabled employees to remain productive and engaged even when working remotely.
Finally, companies have also adopted a more holistic approach to employee health and well-being (Etheridge, and Spantig, 2020). They are providing mental health support and offering flexible working hours to make sure that employees can continue a healthy balance of work-life, the company offers comfortable hours of working and the facility remote working when needed.
[bookmark: _Toc122980357]3.1.2 Post BREXIT
The changes in the techniques of resourcing of human aspects in the post-Brexit era are a reflection of the new reality of the global economy. The new environment has created a need for organisations to be more agile and responsive to the changing global landscape. This has led to a shift in the way Human Resources departments approach their hiring and staffing practices. Organisations are now looking at more creative and innovative ways to attract and retain the best talent. This includes the use of technology-driven recruitment processes and the adoption of flexible working models. Companies are also looking to cultivate a more diverse and inclusive workforce, by taking into consideration the cultural, language and other needs of their employees. Overall, the post-Brexit and post-Covid era has resulted in significant changes to the way organisations recruit and manage their workforce (Daly, Sutin, and Robinson, 2022). HR professionals must now be prepared to adapt their strategies to the changing environment in order to ensure their organisations remain competitive.
[bookmark: _Toc122980358]3.2 Resourcing in an organisation is affected and informed by internal and external factors 
HSBC Holdings plc has four Global Businesses and serves more than 40 million customers (Connell et al., 2022). With more than 40,000 employees and over 1,000 branches and offices in the UK, HSBC UK has the potential of providing a large range of banking services for customers from the commercial and retail sectors, including current accounts, savings, loans, credit cards, and mortgages as well as wealth and financial management through its network of dedicated Financial Planners. HSBC UK is a major provider of banking services in the UK, serving personal customers, small and medium-sized businesses, large corporations, and institutions (Jayachandran, 2021). The five main divisions of HSBC are Retail Banking and Wealth Management, Commercial Banking, Global Banking and Markets, Private Banking, and Global Private Banking. They also offer a range of insurance products and services, including life and health insurance, investment and savings products, and pensions (Sivaprasad, 2021). In addition, they provide asset finance and leasing services, as well as foreign exchange, trade and cash management products and services. They have a very strong commitment to responsible business practices, and have been recognized for our efforts in a number of areas, including sustainability and customer service. They aim towards giving commitment to helping the customers.
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Figure 02: BREXIT’S IMPACT ON BRITISH BANKS, 
(Source: IVEY BUSINESS REVIEW, 2018)
[bookmark: _Toc122980359]3.2.1 Evaluate managerial and business environments 
Managerial and business environment refers to the environment in which managers and business owners operate (Brell, Dustmann, and Preston, 2020). Managerial and business environment is the amalgamation of external and internal factors that affect the way in which a business operates. Managers must take these factors into consideration when making decisions and developing strategies. Managerial and business environments have a strong influence on the success of a business (Bick, and Blandin, 2021). The quality of the management team, the policies and procedures the business has in place, and the resources available. To evaluate the managerial and business environment, managers and business owners should assess the current state of the economic, political, social, legal, technological, and competitive environment and determine how they are affecting the performance of their organization by doing a PESTLE analysis (Bouman, 2019). They should also consider the future state of these factors and how they may affect their organization's performance in the future. They should also assess the changes in the environment on their organization's goals and objectives. Finally, they should consider the potential risks and opportunities that may arise from these changes by doing a SWOT analysis.
[bookmark: _Toc122980360]3.2.1 PESTLE Analysis 
HSBC has a significant presence in several countries and is a well established brand (Dunn, 2019). PESTEL analysis of the UK for HSBC Bank provides a comprehensive overview of the external macro-environmental factors that could have a good or bad impact on the bank's performance. HSBC can help the organization to better prepare itself for the future. For understanding macro-environmental factors affecting HSBC UK, a PESTEL analysis is essential. It provides a framework for analyzing the external environment where a business operates (Pan et al., 2019). PESTEL is a framework that covers all the major factors that may affect a company in the external environment.
	Factors
	 

	Political:
 
	1. Brexit and its implications on the UK economy and the banking sector
2. Regulatory changes from the Financial Conduct Authority
3. UK government's fiscal and monetary policies
 

	Economic:
 
	1. Interest rate fluctuations and their impact on banking operations
2. UK macroeconomic conditions and their influence on the banking sector
3. Exchange rate fluctuations and their impact on HSBC's international operations (Valverde and Latorre, 2018)

	Social:
 
	1. Changing consumer behaviour and preferences
2. Growing demand for digital banking services
3. Increasing awareness and use of ethical banking practices

	Technological:
 
	1. Automation of banking processes and operations
2. The growing use of digital platforms and mobile apps
3. Adoption of blockchain technology (Presscott et al., 2020).

	Environmental:
 
	1. Increasing focus on sustainability and environmental impact
2. The growing use of renewable energy sources
3. Compliance with environmental protection regulations (Arnold, 2020)

	Legal:
 
	1. Compliance with banking regulations and laws (Presscott et al., 2020)
2. Anti-money laundering regulations
3. Data protection regulations



[bookmark: _Toc122980361]3.2.2 SWOT Analysis
The HSBC SWOT analysis follows, which provides an in-depth look at the organization's strengths, weaknesses, opportunities, and threats.
	Strengths
	Weaknesses

	 
HSBC UK is one of the most reliable and well-known banking organisations in the world. Customers have access to a wide range of banking and financial services. It also offers online banking services that are secure and convenient. The organisation has a strong presence in the UK (Hitt et al., 2021)
	 
Despite its strong presence in the UK, HSBC UK faces competition from other banking organisations. It has been criticised for not offering competitive rates on products and services. Additionally, the organisation has been criticised for its slow response to customer complaints and inquiries (Dunn, 2019)
 

	Opportunities
	Threats

	 
The organisation has the opportunity to capitalise on its strong presence in the UK and expand its operations globally. Additionally, HSBC UK can leverage its digital banking services to attract new customers and increase its customer base.
 
	 
HSBC UK faces the threat of increased competition from other banking organisations. Additionally, the organisation is exposed to the risk of cyber-attacks, which can compromise customer information and data.The organization's operations and profitability can be impacted by changes in the regulatory environment and technology (Aum et al., 2021).
 



[bookmark: _Toc122980362]3.2.3 Porter’s five forces
HSBC, UK is subject to a range of external forces which can affect its performance. These five forces are:
New Entrants’ threats – The ease of entry or exit into the banking and financial services sector is relatively high, meaning there is a constant threat of new competitors entering the market. HSBC UK must differentiate itself from new entrants by offering unique services and products.
Bargaining Power of Suppliers – HSBC UK relies on several external suppliers for products and services, including technology, software, and operational services. The suppliers are able to exert their power over the bank by charging high prices (Bratton et al., 2021).
Bargaining Power of Buyers – The customers of HSBC UK are powerful, as they have the power to switch to other providers if they are not satisfied with the services offered (Frost, 2020). As such, the bank must ensure it provides excellent customer service and competitive pricing to retain customers.
Substitute Products or Services’ threats – As the banking and financial services sector is highly competitive, there is a constant threat of substitute products and services being offered by competitors (Sindakis, and Aggarwal, 2022).
Rivalry Among Existing Competitors – HSBC UK faces fierce competition from other banking and financial services providers. 
[bookmark: _Toc122980363]3.3. Influence the policies, procedures, and processes adopted by the organisation during and after Covid-19 and BREXIT 
The HSBC UK has been significantly influenced by both Covid-19 and BREXIT in recent times. With covid, they have taken new policies and procedures in order to protect both its staff and customers. This has included the introduction of social distancing measures, the provision of PPE and the introduction of new cleaning regimes (Bradley, 2020). In addition, the bank has also closed a number of branches in order to reduce the risk of transmission. In terms of BREXIT, the bank has been forced to adapt to a new regulatory landscape and has had to make a number of changes in order to continue operating in the UK. This has included the setting up of new subsidiaries and the relocating of some staff and operations. The bank has also had to make a number of changes to its products and services in order to comply with new rules and regulations of the United Kingdom (Fana, Torrejón Pérez, and Fernández-Macías, 2020). Despite the challenges posed by both Covid-19 and BREXIT, HSBC UK has continued to operate effectively and has even managed to grow its business (Vathi, Trandafoiu, 2020). This is a testament to the adaptability and trust of the bank.
[bookmark: _Toc122980364]4. Conclusion and Recommendations  
The present condition of the labour market in the United Kingdom is quite strong. The unemployment rate is quite low and there are plenty of jobs available. However, there are still some areas of improvement. For example, the gender pay gap is still quite high. Additionally, the number of people working part-time or on zero-hour contracts has increased in recent years. Overall, the current state of the labour market is quite good. However, there are still some areas of improvements. Internal factors can include things like the organisation's budget, its business goals and objectives, and its company culture. The determination of PESTLE and SWOT analysis is emphasising that the external factors can include things like the state of the economy, the availability of talent, and changes in government policy. Organisations need to be aware of both internal and external factors when it comes to resourcing. By doing so, they can ensure that they are able to find the best talent for their needs and that they are able to stay within their budget.
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