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I. Introduction 
The recent COVID-19 pandemic evolving since March 2020 in the UK and prior to that the decision of the UK to leave the European Union presents a tremendous but still unknown challenge for the labour market and thus for human resource departments of domestic and global organisations.  While the Covid-19 pandemic led to a global economic crisis with yet indefinable dimensions at this juncture, the political instability regarding the Brexit negotiations of the UK and the European Union eradiated in various areas of the economy including particularly the labour market and stock exchange and leading to currency fluctuations of the GBP (Expatica,2020). 
The impact of macro-economic factors on the functionality of HR business is manifest (Davies,2020). Particularly, social, political, legal, and economic factors impact organisations often equally as the competitive situation of industry rivalry (Armstrong,2012). The political influence of Brexit and its economic ramifications and the economic impact of the COVID 19 pandemic has led to various amendments of resourcing strategies that the organisation Concentrix urged to put in place in response to these external factors.  In the first part of this essay, the aforementioned external factors impacting resourcing strategies will be analysed. The second part of this paper will outline the policies and procedures of people resourcing strategies that the company Concentrix had to implement in response to the COVID-19 pandemic and in the aftermath of the Brexit decision to maintain its competitive business advantage. Concentrix implemented strategies will be related to well-known theories of Strategic Human Resources Management (SHRM) including the 'Human Capital Theory', the 'Motivation Theory' and the 'Best Practice Approach.'

II. Current and predicted changes of the external environment impacting resourcing strategies of organisations
The synergy of skills shortages and the decrease of the number of European workers from particularly Eastern European States of 14,9% in the aftermath of the Brexit referendum not only restrict business growth in the UK but also demonstrate a change in the UK labour market prior to the effective exit point (Elliot,2018). A significantly reduced availability of qualified workforce challenging recruiters selecting and recruiting skilled professionals which presents two sides of a coin in regards to a successful business performance (Elliot,2018). Particularly small firms may be affected more severely since 95% of small enterprises never utilised the "UK's points-based immigration system" making the paperwork to complicated if the phase-out period ends on 31.12.2020 leaving the UK economy without a "pro-business withdrawal agreement" (Elliot,2018). The shortage of skilled workers due to the political circumstances of Brexit resulted in increased costs, effort, and time to recruit the perfect fit with the relevant qualifications, leave alone the costs for the training of potential recruits and existing staff (Baska,2018). According to a CIPD research from 16 July 2018 organisation were pressured to spend £6.3bn in order to achieve business growth (Baska,2018). As a result, experts advised to invest in the training and development of employees which was neglected by UK employers in comparison to other EU countries (Elliot,2018). Against the backdrop that the "hard-to-fill vacancies" increased up to 61% according to the CIPD labour market outlook autumn 2019 (CIPD,2019), forcing UK employers to respond with sophisticated HR management strategies and put a focus on training, flexible working models, attractive compensation packages but also cultivate a good business culture (Brown,2018). Besides the increased costs of recruitment and work-based training (Baska,2018) big companies implemented apprenticeship options in accordance with the apprenticeship levy established by the UK government (Faragher,2018). Furthermore, organisations started to relocate their business to other European countries and increasing the effort to relocate skilled workforce (Dmitracova,2019). As an inevitable alternative more and more employers are forced to recruit less qualified personnel as a result of skill shortages due to Brexit (Kirton,2017) in order to 'up-skill' their potential staff. (CIPD Survey,2017)
The ramification of Covid-19 regarding recruiting strategies urging employers to uphold the government's guidelines (UK Government Guidance Covid-19, 2020) under the lockdown measures. Recruiters were obliged to find alternative solutions to comply with these legal and political changes through assessing and implementing deviant techniques such as, telephone and Skype interviews in order to avoid face to face job interviews, work-from-home options to follow government's advise for non-essential workers, Microsoft Teams training alternatives, retention bonus schemes and attractive remuneration packages, remote onboarding processes for new hired staff previous or during the pandemic (Shreenath,2020). Large companies like BASF not only changed their job interviews to a digital framework but is also concluding job fairs and other events (such as a "girls day event") online as a new resourcing strategy (Wiesner,2020). Additionally, prior to the pandemic employers also offered to pay the fees of the EU settlement application process (Burt,2018).
The impact the Covid-19 on the labour market can be found in the unemployment rate which has been already decreased dramatically worldwide. In the UK, however, the unemployment rate has risen slightly(Mayhew and Anand,2020). According to the Office of National Statistics, the current labour market was mostly affected by the Covid-19 crisis in May 2020 with a partial recovery in June 2020 (Partridge,2020). The interference of the UK Government's Job Retention Scheme responding to the Covid-19 crisis are interlinked with these developments (CIPD outlook spring,2020)
The Corona pandemic transferred the world economy into a state of shock and led to desperate and  challenging times for the majority of businesses with no end in sight. A large number of workers were made redundant and the remaining workforce was restructured shaping Human capital management as the most essential department of companies' Human Resource Management (Hartl,Hutter and Weber,2020). 
According to the facts and figures of the unemployment rate, it can be argued that the labour market may be qualified as tight before the breakout of the COVID-19 crisis, however, the declining unemployment rate started to rise again just before the Corona breakout by the end of 2019 (Green,2020). A disserting view is held by Bell and Blanchflower (2020) underlining that just before the Corona crisis hit the labour market the unemployment rate in 2019 even exceeded the pre-recession level (Green,2020).
A forecast on the effects of the COVID- 19 pandemic on the UK labour market, particularly whether the crisis will lead to a tight or loose labour market cannot be made for the time being. Given the fact the Office for National Statics (ONS) in its latest release on the 'Coronavirus and the effects on UK labour market statics' emphasis the challenges ONS is facing to gather and validate data in these unprecedented times (ONS, 06 May 2020). According to the recent findings of the analysis of the London School of Economics, it was determined that the UK's economy will be hit by COVID-19 and Brexit simultaneously as the transition period ends on 31.12.2020 (O'Carrol,2020). The recruitment and redundancy outlook of the CIPD report spring 2020 reveals that 22% of the UK based organisation intending to decrease staff in the following months to July 2020 regarding a short-term employment outlook, whereas the long-term impact on employment was less optimistic as employers estimated a decreased employee level of 47% (CIPD outlook,2020).  The economy and the labour market in particular will recover slowly with a definite further rise of the unemployment rate, although the scope is yet unknown (Mayhew and Anand,2020).  
Against this backdrop 'Human Resource planning' as part of the resourcing strategy will be set out on this unexplored path in these unprecedented times. Since the labour market situation is essential for organisations' resourcing strategies HR staff will be exposed to additional challenges. 
Assuming no significant worsening of the British economy would lead to further job cuts, the economy recovers from its contraction and the Coronavirus-Job-Retention-Scheme (which will be available until October 2020, HRMC 2020) of the UK government bear fruit ( Verity,2020) long-term changes can be predicted regarding the work from home situation. In other words: implied that the UK economy allows filling posts on which HR recruitment strategies can be imposed on, home-based work in particular and flexible working arrangement in general might outlast the crisis as attractive working models. 
Flexible working arrangements (FWA) such as home-based work opportunities, flexible working hours, and job-sharing can be implemented as a permanent strategy that may change the future work environment, but also influence the investment in skills. In order to keep and to gain valuable workforce who are geographically restricted for example through family-related reasons could be taken into consideration as a potential workforce through the implementation of home office options. The latter might also challenge the demographical structures of the workforce since members of specific groups like single parents (for example women and disabled employees) would be granted access to global job opportunities regarding quantity and quality.  This may constitute a win-win situation for employees and employers, particularly niche markets with "hard-to-fill-vacancies would be able to recruit from a variety of highly skilled professionals. Politicians in other European countries such as Germany are planning to codify a right to work from home for employees due to the acknowledgement of the positive effects for employees and employers (Tagesschau,2020). The assessment of productivity and performance, linked with flexible working arrangements requires new scientific studies given the unprecedented and comprehensive scope of application during the Covid-19 pandemic. Other then essential workers the majority of employees had to perform work from home (Symmank,2020). Although FWA are utilised as tools to improve the well-being of employees and a good work-life-balance reliable statements regarding the link between those arrangements and the productivity of workforce concerned cannot be made as scientific research comprises the pre-pandemic state when fewer employees were affected by these measures (Avgoustaki and Bessa,2019). Since the majority of employees experienced the advantages of home-based work particularly regarding the economy of time, transport costs and relating thereto increased value of the work-life-balance it may be predicted that workers will demand telework in the framework of their employment agreement or will be more attracted to potential employers who offer this concept. 
Nearly all industries gained experience during the pandemic how the implementation of work from home procedures can be improved and above all that the implementation of telework does not compromise the productivity and efficiency of their qualified employees as expected since operations procedures are still secured during these times. Consequently, these forms of working, namely flexible working agreements may be the future of the working environment (Symmank,2020) and may be an effective way to alleviate the simultaneous effects of Covid-19 and Brexit in the UK.

III. Concentrix' responses to the external changes in the external environment regarding resourcing strategies 
The impact of the aforementioned external factors on the company Concentrix on their resourcing strategies are reflected in various measures taken by the HR department. 
The present company 'Concentrix' employs staff for its clients mainly in the customer service/ call centre industry. Particularly, one client presents an international player in the automobile industry providing customers with a telematic service through their cars or other devices reaching 7 million subscribed customers by 2015. (GM News,2015). Since the company operates from Romania and England for the European market covering 35 countries providing services in 29 different languages, employees with more than one language skills besides English is a decisive hiring criterion against the backdrop of cost-efficiency. The challenge of finding native speakers in the UK covering 29 languages of the European market is considerably complicated, especially in a post Brexit environment, hence the company is obliged to recruit multilingual and high skilled workforce including customer advisers, team leaders, and trainers from all over Europe, initially to relocate them to their UK office in Luton, England. Consequently, staff training and strong planning strategies concerning the requirement of future workers which are strongly recommended by labour market experts may not compensate for the lack of expertise in niche markets if recruitment is limited to the UK borders. 
In order to lure highly qualified staff to work in their UK office, the company paid relocation costs for its newly hired staff and offered assistance and the coverage of the EU pre-settled status application fees. These strategies minimised both, the legal/political uncertainty of their potential staff as well as the financial risk to relocate to the UK in times of Brexit. 
Since the legal and political impact of the Covid-19 outbreak in shape of a worldwide lockdown and travel ban enabled Concentrix to proceed with the relocation of staff to the UK and forced the company to restructure their recruitment strategies for the UK market. In order to realise the client's expectations, needs and wants, vacancies of at least bilingual staff had to be filled until 31.12.2020 ensuring the operation of Concentrix clients (inter alia OnStar Limited). Therefore, the companies' job advertisements focused on "remote work-from-home" headings to attract supra-regional situated employees. The initial approach of resourcing through job boards and search engines to skim high-qualified candidates had not changed during the pandemic as Concentrix utilised classical job search engines such as 'indeed.co.uk' or 'monster.co.uk' advertising their vacancies as "work from home" offer. However, the recruitment and onboarding procedure were solely concluded through telephone interviews and telephone language tests followed by a period of two weeks of training on the job remotely through the digital medium "Teams". The practical phase of the training session was held through "Skype Business". Through the latter software, staff were able to share their screen and present it to the trainer to be shadowed and advised. 
It must be mentioned that businesses were not prepared for this specific operation and procedure facing difficulties and shortages in regards to technical equipment namely hardware and the implementation of data protection for the particular situation of home-based work with employees' private hardware. Concentrix assessed the availability of private equipment and the availability of high-speed broadband internet connection to be in place during the recruitment process and trained its staff on data protection within the onboarding procedures through a self-study online course.
The shortage of multilingual skilled workers located in the UK (Cannadine,2019/RMS recruitment)required Concentrix to offer exceptional incentives such as an attractive compensation package, including a retention bonus scheme and a 1,5 times increased wage per hour for overtime. Furthermore, Concentrix offers an above-average number of paid holidays and a flexible-hours-agreement to meet the individual needs of their potential/existing staff. Safety and Security measures given the Covid-19 situation resulted in a specific procedure evaluating the opportunities of staff to commute to the office without utilising public transport triggering the decision that 'teleworking' will continue until the end of the year 2020. The lack of social interaction in this home-based working environment could be balanced through off-work telephone and text message (including "WhatsApp") communications throughout the time which was likewise utilised as a communication channel to exchange work-related information. Furthermore, the company offers incentives for positive customer feedback and quality evaluation of customer calls through monetary rewards. 
As a result, it can be stated that Concentrix amended its recruitment strategies in response to the Covid-19 and Brexit impact insofar as geographical hurdles of potential candidates could be overcome compensating the national restriction to UK borders in order to gain the required skilled professionals. Moreover, the exceptional compensation package, flexible working concepts, and above-average amount of annual leave are compliant with the "human capital theory" the motivation theory. 
The 'Human capital theory' according to Jackson and Schuler (2007) identifies workforce as a crucial variable of Strategic Human Resource Management (SHRM) the recruitment and selection aspect is understood as an investment since human capital is bought for the organisation tied to quid pro quo in the form of attractive remuneration package, training and particularised career prospects (Armstrong,2012). According to the HRM underlying theory of motivation, particularly the expectancy theory initially developed by Vroom (1964), further enhanced by Porter and Lawler (1968) underlines that employee competencies paired with motivation are essential for a top work performance. Therefore, the thorough selection of highly skilled workers constitutes the first step of the resourcing process keeping employees motivated requires the recognition of their full potential and support through training and feedback (Guest,1997). In this framework, motivation can also be achieved according to Guest through "performance-related pay" (Armstrong,2012).  The best practice approach (cf. Armstrong,2012) is also reflected in the strategy of Concentrix through a selective hiring regarding language and soft skills, self-managed teams embedded in independent working structure for the individual team members, and a periodic training through online training programs on the company training portal named Concentrix University. Weekly coaching on performances with the quality team to enhance motivation and to improve the service abilities of the workforce.  Furthermore,  a remuneration package including a retention bonus scheme to promote and enhance company loyalty as well as performance-related monetary rewards are implemented by Concentrix. Finally, the best practice approach of Concentrix can be found in the dissemination of work-related information through regular e-mail bulletins, via email or Skype within a daily group chat for the staff members on duty.  
As a result, can be stated that Concentrix concerning its client OnStar Ltd./GM achieved the business objectives in adherence to the principle of SHRM responding to the simultaneous external impact of Brexit and the Covid-19 pandemic. 
IV. Conclusion  
This essay analysed the impact of macro-economic factors regarding Brexit and Covid-19 on resourcing strategy in general and in particular on the basis of the strategies implemented by the company Concentrix. 
The labour market outlook cannot be qualified as promising for the time being since a recovery of the Covid-19 pandemic is not in sight. With certainty, it can be stated that Brexit and the Covid-19 will hit the British economy concurrently with an indeterminable extent. HR departments of business need to amend their resourcing strategies in order to gain and maintain their competitive advantage in the market utilising the well-known theories from the field of SHRM in response to the impact of Brexit and Covid-19. The experience that is made with respect to flexible working arrangements may path the way for future work models and recruiting strategies to select highly skilled professionals without geographical borders. The investment of training to up-skill staff, particularly in respect of multilingualism comprises a indispensable prerequisite to fight skill shortages and achieving global competitiveness. Concentrix demonstrated with its resourcing strategies the successful recruitment, training, and onboarding of its staff in the peak of the COVID-19 pandemic. It is not determined whether Concentrix and other businesses maintain some of these recently implemented strategies, especially the flexible working offer. However, it remains to be hoped that the experiences and lectures learned from the crisis may lead to a fundamental rethink in resourcing and structuring of workplaces.
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