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[bookmark: _Toc91772900]Introduction

In the last four years, we have witnessed a major shift in business and operational practices in the UK as the result of major events and changes within the Macro business environment. The year 2017 saw the United Kingdom Exit the European Union economic area, which significantly altered business operations that have been long standing since joining the European union nearly 25 years ago.  2019, came the Covid-19 pandemic, one of the most unprecedented health crisis that have completely shaken global economies, creating fear and uncertainties across economies, societies, and organisations (World Health Organisation (WHO), 2020). The pandemic in particular created complex and challenging environments for organisations more especially in human resourcing and management areas, where managers have been required to quickly work out solutions that will allow continuity of organisational business operations, while managing and maintaining employee confidence in carrying out their day to day work activities.

Human resources functions have been predominantly used to measure organisational performance, especially in areas of how well it uses its specific activities to communicate the organisational operational objectives, while keeping touch with factors that impact its macro business environment that may be considered beneficial or adverse to the organisational objectives. As such, Human resource management have been defined as a strategic, integrated, and coherent approach to employment, development and well-being of the people working in an organisation (Armstrong, 2014). It is a combination of all the various activities associated with the management of employment relationships in an organisation (Boxall & Purcell, 2003). An important aspect of Human resource management is that organisational performance is achieved through the people in the organisation (Aldamoe, et al., 2011), and human resource departments must be able to adapt to any changes that may impact their ability to source the right individuals or strategies for their organisations, in other to maintain the required performance levels.
This document will look to review how Lyreco UK a stationary sales and distribution organisation, adapted it Human resourcing operational strategies, to help meet the recent challenges presented as a result of the ongoing Covid-19 Pandemic and recent exit of the UK from the European economic area, and look to establish how well it used its existing HRM model to manage operational challenges caused by these changes.



[bookmark: _Toc91772901]Company Background.

Lyreco is a family owned sales and marketing organisation, established in the France in 1926. The company is concerned with the sales and distribution of office stationaries and equipment and is currently operational in over 42 countries globally (lyeco.com, 2020). The Organisation was established in the UK in 1999 and has since grown to become a house hold name within the office stationery and equipment market, with an annual turnover of £370M,making it the 2nd largest stationery distribution company in the UK. Lyreco currently employs about 9000 individuals globally with 1500 of its workforce located within its UK operations.

 Lyreco growth strategy is centred around its operational excellence achieved through continued investment and development of its workforce. The organisation operates a Hierarchical management structure with distinct departmental levels and clearly defined objectives and responsibilities tied into the corporate objectives. The departmental structure is made up of the corporate management/Administration, HRM, Training and Development, Sales, Marketing, Distribution and Quality Controls. Being predominantly a sales and distribution company, the sales and distribution departments makes up for over 65% of the organisation workforce in the UK, with the rest employees, evenly spread within the other functions of the organisational Hierarchy. The organisation mission of being the best stationery company in the UK is further driven by its ability to attract and retain the best talented personnel and have tasked its Human resource department with a key responsibility of effectively recruiting training and deployment of its personnel within specified geographical areas. 
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Brexit and the recent and ongoing covid-19 pandemic threw up several operational challenges for Lyreco UK, most especially within its Human resource management departments,  like other organisations, it struggled to retain and maintain the required levels of employees necessary to keep its business operation fully functional. The restrictions imposed as a result of the pandemic, such as the lockdowns, social distancing, and travel restrictions, meant that its sales force was unable to carry out work functions which impacted their earning ability, creating high levels of uncertainty and worry within this division and other department who depended on the activities of the sales department to earn a wage. The dawn of Brexit meant that the organisation could no longer easily draw from the pool of it vast employee base to meet its customers’ requirements, further causing operational issues for the Human Resource management department.

[bookmark: _Toc91772902] Review of Lyreco UK Marco Environment:

An organisations macro environment refers to all external factors which may directly or indirectly affect the organisations business activities within the markets it operates. According to Chand (2017), in HRM environment context, refers to the collection of forces that impact the ability of HRM to carry out the HR activities. Lyreco UK prides itself on delivering services excellence derived on excellent relationships built with its stakeholders, which form the core of the organisations culture. The organisations Knowledge base stems from continued investments and training of its employees, from where it gains in depth knowledge of their key external stakeholders, while integrating its sustainability programme to allow it to fully integrate with its business environment as part of it corporate social responsibilities. The organisations HRM are tasked with developing policies that will enhance these corporate objectives while delivering the added value through its people that  will assist the organisation in gaining competitive advantage within its markets. The essence of developing such policies are aimed at outlining long term plans for organisations that will ensure it maintains its competitive advantage by attracting and retaining the right people (Armstrong, 2014). 

Political influences such as Brexit have created challenges for Lyreco HRM department in term of people resourcing. The Recently announced shortage of Truck delivery drivers, which have impacted the ability for UK organisations to meet distribution targets, has been directly linked to Brexit. Factors such as globalisation and introduction of single market agreements, means that political influences on business activities will remain a constant in future business environments (Worthington, 2010). Lyreco with its cross boarder operations, uses its global influence in negotiating supply agreements for all its subsidiaries, changes in laws may mean that HRM department may be unable to source suitable employees from  other subsidiaries that may help its operations in the UK. The Lockdown policies and restrictions to travel and movement, requiring people to work from home, directly impacted HRM functions, creating various issues ranging from keeping employees motivated, to managing the high levels of anxiety and job insecurity created as a result of the restriction.

Economic factors such as availability of skilled labour within an operating market, is another factor that impacts Lyreco HRM operation. Skilled labour comes at various cost from different markets and may come at a much higher cost now the restrictions of cross border recruitment was imposed as a result of Brexit. This can potentially cause an imbalance in Lyreco HRM pay structure.

Changes in social and technological factors such as the use of personal handheld computers and the increased desire for remote working, creates further challenges for HRM departments, as they struggle with issues like managing and maintain the desired levels of work output, securing sensitive information as more employees gain access to information remotely using unsecured networks. HRM departments are needing to amend operational policies to accommodate these societal and technological changes to working conditions to ensure organisational process remain protected.
[bookmark: _Toc91772903]Lyreco Human Resource Strategy:

Human resourcing strategy within an organisation relate to how people are employed, managed, and developed in an organisation (Armstrong & Taylor, 2020). It is concerned with how an organisation uses and distributes its human resource capita in developing and achieving its operational objectives. Lyreco as an organisation, offers a robust resourcing strategy as it places employee well-being at the core of the organisation growth plan. This is because it depends heavily on the ability of its employee to effectively carry out their work in other to achieve the organisations objective. The main reason of effectively utilising the human resource is to fulfil the strategic needs of the organisation (Chapman, et al., 2018). These resource strategies have been severely impacted by covid-19 pandemic, requiring that Lyreco reassess its Human resource strategies and policies to mitigate the challenges presented by the pandemic. They include factors such as working condition, remunerations, training and development, performance management, compensation management, safety and health management.

[bookmark: _Toc91772904]Working Condition:

Being predominantly a sales and marketing organisations, with over 65% of its workforce located within the section of the organisations operational structure, excellent working conditions and remuneration packages forms a key part of the organisations resourcing strategy, if it were to attract the best candidate in the employment market. Working conditions relate to the core of paid work and employment relationships, such as job descriptions, hours of work, physical and mental conditions required in a work place (ILO, 2020). Lyreco offers a basic pay package as well as one of the best commission structures within the stationery sales market. It offers four levels of entry into its sales division with distinct remunerations packages. This is offered based on knowledge and experience and comes with various packages such as car allowance,  company phone and laptops for specific roles, flexible working hours and other promotional incentives. Similar resourcing strategies are also offered to other divisions of the organisation, all geared towards developing and achieving the organisation corporate objectives.

Covid-19 pandemic altered some of the working conditions as offered by Lyreco, for example, sales staff were required to visit customers on a regular basis, at least once in a every 25 day cycle. This is intended to maintain and build relationship to remove the risk of losing custmers to competition. Sales employees are paid on the levels of trading activities of their customer base, which is enhanced with levels of contact from the sales individual. The lockdown restrictions meant that majority of the sales division were now required to work remotely and maintain contact with their customer base using other technology based means such as zoom and Microsoft teams. Lyreco HRM needed to be agile and react to this change, providing the necessary equipment and training to all its sales team and updating its policies to accommodate this developments, and amending its HRM model in areas of achievement monitoring and measurement. The unpredictability of the pandemic and not knowing when it will end creates further issues for HRM, as they may need to now support managers who are leading remote teams for the first time, effective communication, supervision, support, and performance management realignment will be required.
[bookmark: _Toc91772905]Recruitment  and Staffing:

The process of recruitment is concerned with attracting, selecting the most qualified, and retaining competent individuals for the purposes of delivering organisational goals and objectives (Ployhart, 2006). The covid-19 pandemic completely altered the dynamics of recruitment and staffing in many organisations and while many organisations experienced major financial constraints as result of the pandemic and needed to close their doors, laying off staffs, which created a surplus within the employment markets, other organisations saw their business flourish requiring them to source and recruit more staff to meet the growing demand in their operation, which under the pandemic conditions, had its own challenges.

The impact of the pandemic had a varied effect from one organisation to another, and as such created a complex set of challenges for many HRM department. Lyreco froze all recruitment processes and focused of retaining its existing employee based as laying of staff is not an easy decision and process for many companies (Hamouche, 2021). The organisation HRM were immediately tasked with identifying jobs positions that can be performed remotely and those that require physical presence in the workplace and come up with ways of supporting them. The HRM developed a circular support system within departments, where support networks were created to maintain communication with employees who may have been isolated. They ensured every remotely based employee had the necessary equipment required to maintain a reasonable level of communications with peers.

Regular meetings were encouraged via zoom and Microsoft teams, were employees discussed any sort of concerns they had or were experiencing, and these information was collated at various levels and relayed back to the HRM teams. This further allowed for the HRM to address the most important issues from its employees perspectives which was centred around job security and earning. The organisation took advantage of the government furlough job retention scheme, placing majority of its sales force on this scheme to help elevate their financial worries as well as reduce the financial burden on the company. Many employees directly affected by the pandemic were supported in various ways, either by extended paid compassionate leaves or indefinite leaves while the pandemic was ongoing. Regular communication updates on the state of the business was sent out, encouraging employees to comment, and come up with ideas on ways to mitigate any operational challenge the organisation was facing. This further created a family support culture within the employee base, making them feel part of the organisation and Lyreco family,  allowing for the HRM to better manage issues of staff retention, that may otherwise  have come up.

[bookmark: _Toc91772906]Performance Management

Employment performance is a process that is continuously measured and managed in every organisation, as it is almost always tied to the organisational  strategic goals (Aguinis, 2019). Maintaining high performance levels aligned to an organisations strategic goals is a critical function of any HRM department and is even more prevalent during a pandemic (Sembiring, et al., 2020). Employee performance is used to measure productivity output related to an employee’s job task or requirement and is used to measure or determine remuneration or pay structure attached to the job. The Covid-19 pandemic altered the ability of many organisations to accurately monitor and measure employee work related performance, as the disruptions caused by the pandemic to business processes meant that many organisations abandoned performance based pay due to the complexities of measuring this during the pandemic. The related process with HRM functions shows that compensation may have a significant impact on employee performance (Sembiring, et al., 2020), therefore it was important for organisations to consider employee total compensation both financial and non-financial to help improve performance during a health crises, with the only restriction to this being organisational financial capacity to maintain this in a pandemic.
Lyreco in this case froze all performance related pays as it temporarily altered the organisations strategic plan from growth mode to survival mode. This meant that its focus was on retaining and maintaining the organisations knowledge base through its employees, and sort to develop processes that measured employee participation in inter-team  communications and involvement, to ensure that every employee was carried along during the difficult period. All employees were guaranteed their wages, and an average percentage of performance related pay was agreed with the sales division to mitigate loss of commission earnings. 
[bookmark: _Toc91772907]Carrier Development and Training

Training and development is another key human resourcing strategy that have been impacted in many organisation. Many organisations offer clear career progression paths with associated training opportunities as incentives to attract individuals to their organisations and to improve performance within their workforce (Akkermans, et al., 2020). Disruption caused by the covid-19 pandemic meant that many HRM departments needed to alter their training programmes to accommodate the new working conditions forced upon them by the pandemic. Remote working for instance was the new norm, however many managers have never managed a remotely based teams before, many employees did not have the technological skills needed to work remotely, meaning that the main challenge for HRM practitioners, was to develop an adapt existing training programmes to suit the new working conditions. Also included with this is ensuring career progression paths were adapted to suit the new working conditions, ensuring employees don’t miss out on promotions which they otherwise could have achieved.

Lyreco offered free online professional career development courses to its employee during the lockdown period, as a process of upskilling them in preparedness for the new working conditions. The HRM department offered this as incentives to motivate employees and used it to measure employee engagement and development. While this may have been at a  cost to the organisation with no guarantees that the employees will remain with the organisation post covid, the benefits of having more qualified and ready employees to redeploy into their workforce, far outweighed the risks.

[bookmark: _Toc91772908]Compensation Management

Compensation relates to the financial and no-financial rewards offered to employees as benefits or payments for successfully completing tasks or as part of employment package. It is polices put in place to ensure that employee efforts towards achieving organisational goals and objectives are adequately rewarded (Armstrong, 2010). Organisation use compensations as motivational and retention tools, as benefits offered are used to incentivise employee performance to meeting various personal goals, which are tied into organisational goals. HRM departments constantly monitor and update organisational compensation schemes to ensure they are in line with what is currently offered in the job markets and also to identify ways in which they can gain competitive edge within the human resourcing job markets. Many of these compensations schemes offered such as sick pay/leaves, commission pay structure, development programmes, baby bonus schemes, company pension and share schemes, staff partnership discounts schemes, life, and health insurance schemes, were all offered by Lyreco as part of their HRM resourcing strategy prior to covid-19 pandemic. However governmental policies to provide financial support to the labour markets, such as furlough schemes and stay at home paid sick leaves, designed to help stem the spread of the virus, considerably altered many organisations compensations strategies, and polices, as extended paid leaves my lead to extended period of absence from a work place. This  may remove the motivational benefits derived from the compensations offered, creating further issues for HRM teams. Therefore, the challenge will be for HRM departments to find intrinsic motivational processes to retain employees such as increasing employee autonomy (Hamouche, 2021).

[bookmark: _Toc91772909]Health And Safety Management

 Employee health and safety in a workplace environment is a critical aspect of any Human resource management process. it is the responsibility of the managers and HRM departments to ensure employees are safe while at work. The covid-19 pandemic created a complex problem in this case, in that it required deriving a balance between getting organisational objectives completed while ensuring employees safety, being that the covid-19 virus could be easily contracted in a workplace. This created a workplace hazard and a considerable level of stress for employees. The main challenge for HRM managers was to identify were the risk lye within their operational processes and develop and implement appropriate measure to mitigate the risks. Lyreco encouraged its non-essential employees to work remotely while implementing social distancing measures within the office environments, to minimise contact and encourage customers to accept delivery at sanitised locations within their businesses to reduce exposure to essential delivery drivers.

[bookmark: _Toc91772910]Employment Relationships

Employment relations relate to the traditional bond between an employer and employee. It refers to the obligation both parties hold on each other in meeting their common purpose. Challenges resulting from the covid-19 pandemic and Brexit transformed this relationship in that concerned parties were unable to fully meet their parts in this common contractual obligations (Leighton & McKeown, 2020). Government interventions meant that new labour laws were rushed through to protect both parties, but more importantly employees during the pandemic, as employers were encouraged to support government led initiatives which may further affect this relation.
Laws like forcing employers to pay extended childcare costs, as schools were closed and parents needed to be in work or supporting the employees to take up vaccinations against the virus, provided different levels of challenges for many HRM manager. While the effects of the pandemic was on-going and fully unknown, the main objective for HRM managers as in the case with Lyreco, was to continuously educate and communicate with its employees, ensuring they were aware of all the relevant information to make an informed decision.

[bookmark: _Toc91772911]Covid-19 and Future HRM Practices

The covid-19 pandemic created several challenges for HRM managers, but it has also presented opportunities for organisation to rethink their future approach to people resourcing and management, especially in creativity and innovation approaches (Hite & McDonald, 2020). The changes to  working processes such as remote working has led to a shift in traditional HRM methods and to the use of technology driven processes as essential means to communicate and carry out work functions. 

Added to this is the flexibility to working conditions afforded by the use of technology. Employees can adopt a more flexible approach to their work, removing the added pressures of completing work tasks at specific time and locations, allowing for employers the opportunity to measure new productivity levels to ascertain what will best suit their organisations in the future. A recent study by McKinsey Global institute suggests that impact of remote working and the use technology as a process of fulfilling many work functions, is something that will remain permanent post covid, as more and more organisations are finding real benefits and values using this (Lund, et al., 2020).

The acceptance of technology as an essential partner to working conditions, will encourage organisation to upgrade their employee base Information technology abilities, ensuring their businesses are better positioned to operate in future more diverse business environment with technology at the centre fold and employee autonomy no longer frowned upon. The use of technology will further widen the reach of HRM managers allowing for easy sourcing of employee from various locations, where distance otherwise might have been a hinderance. 
Issues of physical distancing will be easily managed as HRM managers will continue to relate, socialise, and manage their daily activities with their team through technology based platforms without any real negative effect. Data collated from the use of technology can further aid for more accurate HRM analysis and policy generation.


[bookmark: _Toc91772912]Conclusion:

New opportunities generated as the result of the on-going covid-19 pandemic, should act a  source of encouraging HRM managers and practitioners to rethink their HRM models. Whilst the pandemic persist, organisations must encourage more collaborations between managers and employees in other to develop a sustained HRM approach that will further enhance their business operations. E.g., existing compensation and performance management schemes, should be adapted to suit the new working conditions (Ngoc Su, et al., 2021). Organisations need to come up with Innovative responses that will help cushion the impact of the pandemic that may threaten their survival and lay new foundations by redefining new trends in HRM practices, such as adoption of Hybrid workplace model, allowing for employees the choice of where and how they choose to work, provided the operational objectives are met and maintained.
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