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Executive Summary
This report critically evaluates how internal and external factors influence Brickability Plc’s human resources and talent management strategies, with a focus on leveraging these for competitive advantage. A comprehensive PESTLE analysis reveals that external factors—such as Brexit-induced labour shortages, economic fluctuations, environmental legislation, and technological advancements—significantly shape the company's resourcing strategies. These have led to a strategic emphasis on domestic recruitment, sustainability training, and technology-driven HR processes.
Internally, Brickability’s organizational culture, leadership transition, and investment in apprenticeships contribute positively to workforce development and retention. A SWOT analysis highlights strengths such as strong leadership and employee development, while also identifying challenges including talent competition and overreliance on internal pipelines.
The company’s HR policies, including talent acquisition, diversity, and well-being initiatives, are informed by theories such as the Resource-Based View (RBV), Human Capital Theory, and the Job Demands-Resources model. These theories underpin HR’s role in driving competitive advantage by aligning employee capabilities with strategic objectives.
Brickability’s HRM approach demonstrates how strategic integration of internal strengths with responses to external pressures enables sustainable growth, innovation, and employer branding. Recommendations for continued success include enhancing succession planning, digital readiness, and inclusive leadership development to future-proof the organization.
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1.0 External Business Environment
The external environment includes factors beyond the organization's control that impact its operations, below is a PESTLE analysis of the current factors affecting Brickability in its HRM Strategies
A PESTLE analysis outlines the political, economic, social, technological, legal, and environmental factors the subject has on a business (Yüksel, I, 2012)
Political
Brickability’s HRM is influenced by several political factors, as with any British business, Post-Brexit immigration policies have reduced access to EU labour with increasing pressure on HR to focus on domestic recruitment and training as well as development(CIPD, 2023), Additionally, government-backed apprenticeship schemes provide opportunities for talent development, which Brickability has taken advantage of with its apprenticeship program,(Gov.uk, 2023), while sustainability regulations push HR to upskill employees in green practices aligned with ESG goals (Brickability Group Plc, 2023).
Economic
The construction industry is sensitive to economic fluctuations. Despite challenges such as rising interest rates and economic uncertainty, Brickability reported a substantial increase in pre-tax profits by 87.5% to £34.5 million for the year ending March 2023. This growth was attributed to strong performances across its business divisions and strategic acquisitions. (thisismoney.co.uk, 2024)
Economic prosperity enables organizations to develop it is HR initiatives, including talent acquisition and employee development, with additional emphasis on retaining and promoting existing employees rather than hiring out third parties.
Social
The construction sector faces challenges in attracting younger talent. Brickability addresses this through apprenticeship programs, offering Training contracts in accounting, business administration, IT support, and more. These initiatives not only provide direct experience but also nationally recognized qualifications, enhancing the company's employer brand and contributing to the development of the employees in the business’s vicinity (brickabilitygroupplc.com, 2023)
Technological
Technological progress necessitates that companies adapt to maintain competitiveness. Brickability's commitment to sustainability, aiming for carbon net-zero operations by 2030, involves adopting innovative technologies and practices. (brickability.co.uk, 2023)
This shift requires HR to manage change effectively, ensuring employees are trained and equipped to operate within a sustainable framework, as well as implementing scalable HR software packages, in the case of Brickability, it’s dedicated HR team has recently taken on a new employee management package, along with its challenges
Legal 
Compliance with health and safety regulations is critical in construction. Brickability's commitment to providing a safe workplace is evident through regular safety training and fostering a 'speak up' culture among teams. (brickabilitygroupplc.com, 2023)
Environmental
Brickability’s HRM is increasingly shaped by environmental imperatives, Government regulations and market pressures for sustainable practices push the company to integrate environmental objectives into HR policies, including training programs focused on green competencies (Brickability Group Plc, 2023). The commitment to carbon net-zero by 2030 also necessitates continuous upskilling of staff in sustainable practices, ensuring both compliance and enhanced corporate reputation (Gov.uk, 2023; CIPD, 2023).

2.0 SWOT Analysis: Internal HR Environment
A SWOT analysis is a framework used to evaluate the internal and external threats to a business, in this case applied to the HRM strategies in the business.
Strengths
· Effective Leadership:
The leadership transition to Frank Hanna in 2023 has reinforced growth and innovation, positively aligning HR strategies with new business goals (This is Money, 2023).
· Employee Development:
Robust apprenticeship programmes support skill enhancement and career progression, ensuring a well-developed internal talent pool (Brickability Group Plc, 2023).

Weaknesses
· Leadership Transition Risks:
Frequent or rapid leadership changes may create temporary misalignments in HR strategies and short-term problems for staff and HR employees (This is Money, 2023).
· Overdependence on Internal Development:
A strong focus on internal training might limit the influx of fresh perspectives from external talent sources, a delicate balance between innovating existing staff and integrating outside hires.

Opportunities
· Expanding Development Initiatives:
Broader training programmes can diversify skills and improve long-term talent management; by developing accounting, business administration and IT development can create strong bases for success.
· Innovative HR Practices:
New leadership offers opportunities to introduce innovative HR strategies that align with emerging business objectives and to escape any brought forward resentments towards change.
Threats
· Competitive Talent Market:
Intense competition for skilled employees could challenge Brickability's retention efforts, in the worlds of construction, customers can hire from their suppliers and suppliers can hire from their customers, Brickability can train up staff just for them to be poached by connected parties, the HR teams may have to develop non-disclosure and garden leave policies to ensure competitors cannot benefit from tactical hires.

2.1 Organizational Culture
Brickability fosters a culture of inclusion, diversity, and equity. With over eight hundred employees, the company emphasizes creating opportunities and valuing differences, which positively affects employee engagement and retention. 
A strong organizational culture aligns with HR practices that promote diversity and inclusivity, by baking this into the talent procurement and development process, Brickability can ensure that fairness, legal compliance, and the best candidates are being hired regardless of their race, gender, or religious alignment.
2.2 Leadership and Management
Effective leadership is crucial for organizational success. The transition of leadership from Alan Simpson to Frank Hanna in 2023 marked a strategic move to sustain growth and innovation. (thisismoney.co.uk, 2024)
Leadership changes can influence HR policies, particularly in aligning talent management strategies with new long-term leadership visions.
3. Influence on HR Policies and Practices
The interplay of internal and external factors shapes Brickability's HR policies and practices.
3.1 Talent Acquisition and Retention
In response to industry challenges, Brickability's apprenticeship programs serve as a talent pipeline, attracting and retaining individuals committed to the company's values and goals. This approach aligns with the Resource-Based View (RBV) theory, which posits that a firm's resources, including human capital, are central to achieving competitive advantage.
The Resource-Based View (RBV) is a strategic management theory that argues an organisation's internal resources are the key to achieving and sustaining competitive advantage (Barney, J.B ,1991) 
Human Capital Theory is an economic and management theory that emphasizes the value of investing in people to increase productivity and gain competitive advantage. (Becker, 1993)
The company's focus on sustainability necessitates continuous employee training. By building employees' sustainability expertise, Brickability drives behaviour change and ensures alignment with environmental goals. (brickability.co.uk, 2023)
3.2 Diversity and Inclusion
Brickability's commitment to diversity and inclusion is evident in its efforts to create more opportunities for women at senior levels and widen ethnic diversity across its businesses. (brickabilitygroupplc.com, 2023)
Such policies enhance the company's reputation and appeal to a broader talent pool, fostering innovation and reflecting the Social Identity Theory, which highlights the benefits of diverse groups in enhancing performance- Social Identity Theory explains how diversity, inclusion, and team cohesion impact workplace dynamics. When employees identify strongly with their organization or team, they are more likely to display loyalty, collaboration, and motivation. (Tajfel, H. and Turner, J.C. 1979) 
3.3 Employee Well-being
The establishment of a network of mental health first aiders and the development of a well-being program demonstrate Brickability's dedication to employee well-being. 
Prioritizing well-being leads to higher job satisfaction and productivity, aligning with the Job Demands-Resources (JD-R) model, which suggests that resources such as support and development opportunities can mitigate job demands and enhance employee engagement ,the Job Demands-Resources (JD-R) model is a widely used theoretical framework in occupational health psychology that explains employee well-being, motivation, and performance (Demerouti et al. 2001)
4. Strategic HRM for Competitive Advantage
Brickability’s HR strategies are meticulously crafted to foster a competitive advantage in a highly dynamic and competitive industry. The integration of effective HR practices with the company’s business and sustainability goals allows it to gain and maintain a strong market position.

4.1 Alignment with Business Strategy
The integration of Human Resource Management (HRM) with Brickability’s broader business strategy is key to its long-term success. This integration ensures that HR initiatives directly support the organization’s overarching objectives, particularly in the areas of growth, sustainability, and innovation. For example, the company’s focus on sustainability aligns with its HR strategies, particularly around developing green skills, promoting environmental practices, and ensuring employees are trained to contribute to the company’s carbon reduction goals (Brickability Group Plc, 2023). This alignment is foundational in Strategic Human Resource Management (SHRM), which emphasizes the importance of aligning HR practices with organizational strategy to achieve a competitive advantage (Schuler & Jackson, 2007). By aligning HR initiatives with sustainability goals, Brickability not only strengthens its business strategy but also ensures that its workforce is engaged and motivated to meet these evolving objectives.
Additionally, HR policies such as recruitment, training, and performance management are developed with the organization’s long-term strategic goals in mind. For instance, HR’s role in sourcing talent with expertise in green construction and sustainable technologies is directly aligned with the company’s goal of reducing its carbon footprint and meeting regulatory standards (Brickability Group Plc, 2023). This alignment ensures that all HR activities are aimed at producing a capable workforce that is strategically positioned to meet the challenges of a changing marketplace.

4.2 Adaptability and Innovation
In a rapidly evolving industry, adaptability and innovation are critical components of Brickability’s strategic HRM. The company fosters an environment that encourages continuous learning, skill development, and technological adoption, ensuring that its workforce remains agile and capable of responding to industry changes. This approach supports the Dynamic Capabilities Framework (Teece, Pisano, & Shuen, 1997), which underscores the importance of an organization's ability to integrate, build, and reconfigure internal and external competencies to adapt to changing market conditions.
By embracing technological advancements and promoting a culture of continuous learning, Brickability ensures its employees are equipped with the skills needed to leverage emerging technologies, such as digital construction tools, sustainability practices, and automation in brick production. These initiatives enhance the company’s capacity to innovate and stay ahead of competitors. Furthermore, HR supports innovation by providing development programs that encourage employees to think creatively and contribute to process improvements (Brickability Group Plc, 2023). The focus on continuous learning and skill development also supports talent retention, as employees feel empowered and valued in their roles.
In addition, the company’s adaptability is reinforced by its commitment to cross-functional collaboration and knowledge-sharing. HR plays a crucial role in facilitating these activities by promoting a culture where employees across departments share insights and best practices. This ability to leverage internal and external knowledge helps Brickability stay resilient and agile in the face of industry disruptions and technological changes.

4.3 Employer Branding
Brickability’s HR strategy is integral to building and maintaining a strong employer brand, positioning it as an attractive workplace for top talent. The company’s focus on employee development, diversity, and well-being enhances its reputation, making it an employer of choice within the construction industry. According to Backhaus and Tikoo’s (2004) Employer Branding Model, a strong internal brand leads to higher employee satisfaction and loyalty, while an attractive external brand appeals to prospective candidates. For Brickability, initiatives such as its apprenticeship schemes, employee mental health programs, and sustainability goals all contribute to a compelling employer value proposition.
By offering opportunities for career growth and development, Brickability builds employee loyalty, which in turn drives long-term success. The company’s commitment to diversity and inclusion not only reflects social responsibility but also attracts diverse talent, allowing Brickability to access a broader pool of skills and perspectives (Backhaus & Tikoo, 2004). Furthermore, its employee well-being initiatives, including mental health support, align with industry trends emphasizing employee wellness, making it a highly desirable place to work.
The focus on employee experience and employer branding is also supported by Psychological Contract Theory, which emphasizes the unspoken expectations between employees and employers (Rousseau, 1995). By fulfilling its obligations through development and well-being initiatives, Brickability creates an environment of trust and commitment, fostering stronger employee relationships and reducing turnover. This not only enhances the company’s internal culture but also improves its external reputation, making it more competitive in attracting high-quality candidates in a tight labour market.

5. Challenges and Recommendations
Despite Brickability’s strategic HRM, several challenges remain that could threaten its sustained competitive advantage.
5.1 Talent Shortage and Skills Gap
The UK construction industry continues to face a significant skills shortage, worsened by Brexit, an ageing workforce, and insufficient engagement with younger demographics (CIPD, 2023). Brickability’s apprenticeship programmes are an initiative-taking step, but more strategic outreach is required to build a resilient talent pipeline.
Recommendation: Implementing Strategic Workforce Planning (SWP) models enables Brickability to anticipate future talent needs, reduce risks from skill shortages, and align workforce capabilities with long-term objectives (Ulrich et al., 2008).

5.2 Retention and Succession Planning
The construction sector is often characterized by high turnover and limited internal mobility, While Brickability promotes career progression through training, there are signs of the formation of a formal structure regarding job titles, progressions, and salary bands.
Recommendation: Brickability should adopt the 9-box grid model (Garman & Glawe, 2004) to identify high-potential talent. This strategic talent mapping, a core part of SHRM, helps ensure leadership continuity and enhances internal career development opportunities (Ulrich et al., 2008).

5.3 Technological Adaptation and Employee Readiness
As Brickability invests in sustainable technologies and digitalisation, HR must address resistance to change and varying levels of digital literacy.
Recommendation: Using Kotter’s (1996) 8-Step Change Model would provide a clear roadmap for cultural transformation. Creating urgency, empowering employees, and celebrating small wins are essential to embedding new technological competencies across the workforce.

5.4 Diversity and Inclusion in Senior Leadership
Despite Brickability’s stated commitment to diversity, the construction industry still suffers from underrepresentation of women and ethnic minorities in leadership (CIPD, 2023),
Recommendation: Based on Kanter’s (1977) Theory of Tokenism, Brickability should focus on inclusive leadership training and mentorship schemes for underrepresented groups. Doing so reduces social isolation and supports progression into senior roles.

6. Conclusion
In conclusion, Brickability Plc’s HRM and talent management strategies are deeply influenced by both internal and external factors, which shape its resourcing practices and contribute to its competitive advantage. The PESTLE analysis demonstrates how external elements, such as political, economic, and environmental shifts, directly affect HR policies and processes. For example, post-Brexit immigration restrictions and sustainability regulations influence recruitment strategies, talent development, and compliance efforts. Internally, Brickability’s organizational culture, leadership transitions, and employee development programs further shape HR practices, fostering employee engagement and aligning the workforce with business objectives.
These internal and external factors directly inform the company’s HR policies, particularly in talent acquisition, training, and retention. The integration of HR strategies with broader business goals, such as sustainability and innovation, aligns with the Strategic Human Resource Management (SHRM) approach, ensuring that HR initiatives are aligned with the company’s competitive objectives. For example, employee development and continuous learning enhance adaptability, while the focus on diversity and inclusion strengthens employer branding, making Brickability an employer of choice in a competitive market.
The interplay of internal and external influences shapes the company’s HR processes, ensuring that its resourcing strategies not only address immediate talent needs but also position the organization for sustained growth and success. By responding effectively to these factors, Brickability leverages its HRM practices to maintain a competitive advantage in the construction materials sector.
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