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Introduction
Human resource management practices have been changing with the progress of time. New resourcing strategies are becoming more popular among employers because of the contemporary changes in the external environment (Al-Kassem, 2017). The report presents evidence the student previous workplace, Lewisham College, the student was employed as a delivery care manager. As a young job candidate, the student experienced some of the current changes in the external job environment from up close. Discussing the topic in this personal context will help present useful insights on the current and predicted changes in people resourcing activities in modern organisations (Anthony, Perrewe and Kacmar, 2018). This report explores the current and predicted changes in the external environment in relation to people resourcing strategies, and how the organisation has responded to these changes.
[bookmark: _Toc46353802]Current changes in the external environment
Since the last decade, there have been major changes in the external environment which led to significance changes in the resourcing strategies (Bailey, Mankin, Kelliher and Garavan, 2019). The most obvious one would be the fact that millennials have been replacing the previous generation in the workforce. Currently, more than half of the working-class population are the millennials. This translates into major changes in the workplace dynamics; organisational behaviour and the strategies to hire develop and maintain this new workforce.
The current changes in the external environment that are shaping the ways in which human resourcing strategies and functions are performed include the following;
1. The skills and competencies that the current labour market has to offer. 
2. The advancements in the digital technologies shaping the way employers seek candidates whereas the job seekers search for attractive job opportunities. 
3. Developments in information and communication technologies making employer branding more essential in the process of human resourcing. 
4. Changes in political and economic landscapes.
5. Impact of Covid 19 on job market (Abbot, 2020).  
However, most of these changes have been taking place gradually. Thus, the impacts of social and technological factors on human resourcing have been quite predictable. Speaking from the student experience, before taking the job as a Delivery Care Manager at Lewisham College, the student was more invested on checking the employer reviews rather than simply going through job descriptions (Haak, 2020). Employer reviews provide a fair evaluation of the recruiter, which millennials consider mostly nowadays, as they themselves offer more skills and knowledge as well. 
[bookmark: _Toc46353803]Changes after Brexit
More recently, the changes in the political environment and the economic environment have brought major shifts to the human resourcing strategies as well. For instance, after Brexit, some significant changes had started to appear (Haak, 2020). The EU workforce started to leave the UK, which has created more opportunities for the UK citizens to negotiate in the labour market. For instance, when someone was looking for job before Brexit, one noticed that it used to be very competitive and it was also quite difficult to get higher salaries from most jobs. However, after Brexit, there have been some slight changes to this status quo. Because of many EU workers leaving the UK, the supply and demand gap in the labour market have been closing (Kirby, 2020). In the years to come, these changes will become more obvious candidates will find it easier to get jobs at higher salaries. 
The Brexit has been a concern especially for employers with limited budget such as Lewisham College. Being an educational institution, the organisation cannot offer higher salaries, and therefore, rely on more affordable sources of human resource (McKinsey & Company, 2020). Moreover, job positions such as delivery care manager are low income jobs, which do not attract most job seekers in the UK. Due to the concerns of less labour supply, the college had already made job cuts in several areas. In the years to come, Lewisham College will continue to face these problems unless they solve the wage expectation issues strategically. After Brexit, there has also been more focus on employee retention to avoid the costs of hiring new staff. Lewisham College, for instance, offered more flexibility at work so that employee could stay with the organisation for longer term. 
[bookmark: _Toc46353804]Impact of Covid 19 on people resourcing functions
Over the last several months, Covid 19 has made some huge impacts all around the world. business organisations in particular, have been affected the most due to the global pandemic. changes have been taking place in ways people do business, get education and perform any other daily activities. Needless to say, the ways in which organisations hire and retain workers have also faced major changes. Around 7.4 million jobs in the UK are currently under risk due to the covid lockdowns. That accounts for more than 24% of the total workforce in this country (McKinsey & Company, 2020). Even if the lockdowns are withdrawn, the organisations will still be responsible for ensuring that their workers get to work in a safe workplace environment. Compliance to Health and Safety at Work Act will require these organisations to continue having the necessary measures to ensure workers’ safety. The fact that this pandemic is not going to be eradicated any time soon, the organisations have no other option but to make major strategic changes in the ways they deal with human resourcing and human resource management (Kirby, 2020). While remote working may affect the current wage structure and the recruitment practices, but it will also improve the work life balance of the employees and improve employee retention, as evident from the current workplace scenario at the college. 
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Reports inform that the low-income group population are currently the most vulnerable ones as they face more risks of losing their job. The salaries of nearly 50% of the jobs have been reduced significantly to adjust to the budget of the organisations. Individuals who used to earn a median salary of £13.30 per hour are now earning £10 per hour (Kirby, 2020). Some employees at Lewisham College have confirmed that they are now at more risk of losing their job at any time than ever. Their median salaries have been reduced recently as well. The college has decided  not to hire any new permanent employees until the situation resolves. However, a noteworthy change in this situation is that the college is now outsourcing some of its jobs, including several positions in delivery care unit (Haak, 2020). Outsourcing these jobs help the organisation get relieved from the pressure of bearing fixed wage expenditures in these uncertain situations. On the other hand, outsourcing these jobs have been beneficial for the freshers and young job seekers who have been seeking part time job opportunities to add to their work experience (Abbot, 2020). 
Lewisham College has also redesigned a significant portion of its human resource functions to accommodate remote working for the staffs and employees. Remote working has so far been a positive change for the organisation as this helps boost employee productivity while keeping the organisational overheads much less than what they used to be (Abbot, 2020). It is being predicted that remote working will become the new norm at the organisation, which will be reflected on the people resourcing functions of the college. 
[bookmark: _Toc46353805]Changes driven by technology and social factors
A recent Gallup report (2019) had revealed that 24% of the working-class millennials believe that they have changed the workforce in a major way, whereas, a very few of the previous generation of workers will say the same. Thus, the changes in the demography have been changing the ways in which businesses are done, and the ways in which work are organised (Kooij et al., 2019). Flexible working hours, workplace recreations, and many other changes have become the new norms (Levine, 2020). 
Significant changes have been evident in the political and legal environmental factors as well. The political environment has been responsible for many changes in the business practices in the recent years (Al-Kassem, 2017). In the UK for example, after the Brexit, there has been a significant shortage of cheaper labour force because of the EU workers leaving the UK. This puts the employers in a pressure to hire British candidates with higher wage expectations (Anthony, Perrewe and Kacmar, 2018). As a result, the employers are hiring employees at hiring wage rates. This has also made other changes in the HR practices. Employees are now hired with more job responsibilities (Paillé, Valéau and Renwick, 2020). Equality and diversity at workforce, for example, are legally enforced. To ensure that people from all spheres of the society get equal opportunities at the society, laws are being updated, which will influence the organisations and their HR practices. (Boselie, 2019) The changes in the relevant laws and regulations also require the companies to ensure greater transparency in recruitment, selection and employee development process these days (Chungyalpa, 2016).  
There have been other noteworthy changes in the human resourcing strategies which include the use of Applicant Tracking System to hire the right candidates from a large pool of job expecting individuals, and the popularity of human resourcing agencies to outsource the recruitment activities (Chungyalpa, 2016). These changes have made it easier to hire candidates who are the right fit to the organisations. Use of technologies is shaping the practices of resourcing people in the organisation. Data and information have more impact nowadays in the HR procedures (Compton, Baird and Nankervis, 2018). Studies conducted on the use of technologies in human resourcing show that more than 78% of the employers nowadays rely on digital tracking systems and resource planning software to hire employees more effectively and efficiently (Chungyalpa, 2016). The studies also indicate that these technologies benefit the organisations to have greater consistency and organisational culture fit through people resourcing strategies (Levine, 2020).
[bookmark: _Toc46353806]Future changes in the human resourcing
Needless to say, that the future of human resource practices will be more dynamic from what it is today. The HR managers need to be able to acknowledge the changes in the macro environment and the demands of the organisation (Robinson, 2020). They need to respond to the changing needs of the employees and be more flexible to uphold an attractive employer brand of themselves. According to Gartner, "tomorrow's HR leaders will need to be bigger, broader thinkers, and they'll have to be tech-savvy and nimble enough to deal with an increasingly agile and restless workforce." (Paillé, Valéau and Renwick, 2020) The workplace should be valued and viewed from both the employees’ and the company’s perspectives. 
The research conducted by suggested, “the role of HR will shift towards training, development and strategic roles for the most part, while also concentrating on reward systems and benefits for the employees” (Mello, 2019). Transformational leadership is, therefore, becoming more useful at the organisations to build a competitive and engaging workforce that is able to meet the demands of competition. 
Looking at the case of Lewisham College, the current changes such as outsourcing of several jobs, remote working, recruiting less fixed term workers- these may continue for the years to come. Diversity will also play a major role in recruitment since it has been getting more attention recently after the issues involving racial inequality and systematic racism. Like most other colleges, Lewisham will be investing on diversity targeted recruitment strategies to create an inclusive workplace environment. Under-represented groups and other minority communities will be targeted more in the job adverts. Thus, the college will be incorporating different HR trends (Haak, 2020). 
In theories, employee motivation and customer satisfaction are positively correlated. Thus, engagement with both the customers and employees has become vital elements of human resource functions (Levine, 2020). Studies indicate that the organisations will be ensuring greater strategic alignment between the HR functions and marketing functions to use the workforce for gaining customers’ loyalty (Lundy and Cowling, 2019). Human Capital Management suggests that cross-functional consultation between different departments will be play significant role in the decisions to hire and develop employees. This is also becoming more obvious from the HR practices of organisation in the recent years (Kooij et al., 2019). The company continues to increase investments on its HR and the people resourcing strategies to gain more positive recognition from the customers and the communities. 
The current impacts of the global pandemic have made it evident that remote working will be the future trend in HR (Kooij et al., 2019). Remote working was already a popular concept. It reduces the employers’ liabilities and costs, while increases their productivity to some extents. More tech firms have been incorporating remote working practice as well. Due to the current pandemic, almost 50% of the US working class population have gone remote. In the UK, similar statistics is evident as well. Economists suggest that in the years to come, remote working will become more prevalent. Microsoft has already closed almost 90% of its physical operations to go remote and conduct online based business around the world. The New York Times (2020) has reported that organisation will likely to plan a permanent shift towards remote working. This will change the office-centric culture, and due to the legal and regional requirements, changes will be made in the companies’ rewards and incentives as well (Boselie, 2019). The current employment rate in United Kingdom was estimated a high record of 76.6 per cent. This is 0.4 per cent higher than a year earlier and it was 0.2 per cent up on the previous quarter.(Kooij et al,2019).The millennials in employment in United Kingdom has increase to 50 per cent unlike the previous years which was 35 per cent
An often-overlooked aspect of the future workforce is the extents of diversity it will feature. Companies have already achieved recognition for ensuring the representation of the minority communities at the organisation (Boselie, 2019). As the sectors move forward, there will be more demands for focusing on the social aspects of the organisation, and feature collaboration among individuals from different race, religion, and sexual orientation as well as the LGBTQ communities (Bailey, Mankin, Kelliher and Garavan, 2019). The diversity and representation of the minority communities in the company leadership will be one of the defining factors of employer branding in the years to come. It is a social demand that the organisations will be compelled to comply with (Anthony, Perrewe and Kacmar, 2018). 
Organisations are nowadays viewed as social entities with significant social responsibilities. Modern organisations can no longer keep themselves distant from the social matters (Al-Kassem, 2017). As a result, the people resourcing strategies and practices will reflect more on the social values and social demands in the coming years. 
[bookmark: _Toc46353807]Conclusion
The report presented discussions on the current and predicted changes in people resourcing strategies. Evidence suggest that the changes in political, economic and technological factors will continue to shape the HR practices. To address the popular demand, the organisations are now focusing more on employee-oriented HR practices. Human resources of the organisations are seen as the major drivers of the companies’ competitive strategies. As a result, there have been greater demands for advanced people resourcing practices. These trends will continue in the years to come, and the popular predictions are that the employees will determine the HR practices with greater control. The report helps acknowledge the dynamics of modern HR practices, which could be noted by the recruiters. 
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