
[bookmark: _heading=h.gjdgxs][image: ]

Course: MBA- Masters of Business Administration
Module: Human Resource Management
Module Code: LCMB7000
[bookmark: _heading=h.30j0zll]Title: Assessment 1: Human Resource Management 
[bookmark: _heading=h.1fob9te]Name: Vimal Kumar
ID number: 2214033




Executive Summary
The current study summarises the present labour market scenario in the UK along with deriving the post Brexit and post COVID Human Resource Management (HRM) scenario across the country. Based on the current labour market of the UK, it is obtained that due to the stabilisation in the supply-based and demand-based labour market scenario, the employment balances throughout the country base have been maintained. In this regard, digital HRM functionalities have been used during the post COVID period, On the other hand, overseas recruitment mechanisms have also been considered for maintaining HRM balances during the post Brexit scenario. Furthermore, the mentioned scenario also contributes to the current labour market scenario of the UK. 
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[bookmark: _heading=h.2et92p0]Introduction 
Labour policies of a country can be regarded as the significant consideration of a business organisation as it directly impacts the overall trading practices of that enterprise. Along with this, the mentioned policy also deals with affecting the resource management aspects of an organisation throughout the operational stages. The concerning policies are associated with directing the core mechanisms of managing workers, employers, and trade unions while governing strict regulations. In this regard, the present study introduces the core impacts of the UK labour policies on the emerging business procedures along with defining the post Brexit scenario within the labour market of the UK. 
[bookmark: _heading=h.tyjcwt]a) Current State of Labour Market in the UK 
The overall labour market of a country is categorised into two broad segments such as supply market and demand market. Based on these both categories, the overall trading policies of a country can be proceeded, which additionally impacts the entire industrial procedures. According to statistical insights, it is derived that the labour market and associated jobs within the UK has been increased to 35.8 million, which additionally deflects the stabilised labour market conditions of the country base (ons.gov.uk, 2022). Together with this, due the mentioned stabilised scenario, the rate of pay-rolled employee has been maximised to 29.7%, which additionally forecast the increment of employment rate to 75.4%.
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Figure 1: Labour Market in the UK
(Source: ons.gov.uk, 2022)
As per the attached figure, it is concerned that although the overall employment rate in the UK has been decreased based on the quarterly estimation, however, due to the effective labour market stabilisation, the rate has been increased to 75.4% (ons.gov.uk, 2022). Therefore, while interpreting these statistics, the demand and supply categories of the country-based labour market needs to be evaluated.
[bookmark: _heading=h.3dy6vkm]Category 1: Supply-Based
Supply-based labour market of a country directly emphasises the mindfulness of the human resources for offering self-skills to the organisations while considering different wage levels. According to the understanding of Leitner and Stehrer (2019), the mentioned labour market category directly illustrates the necessity of the country regarding the resource supply procedures in order to ensure sustainable economic growth. Contrarily, the mentioned segment also depicts the current employment mindfulness of the human resources across the country base. Contextually, the employment growth of a country regarding the full-time and part-time opportunities can also be included in this regard. According to the emerging statistics of the UK, it is represented that the average pay rate including bonus has been increased to 4.2% and regular payroll has been grown to 3.8% within the UK (ons.gov.uk, 2022). Together with this, from the same statistics, it is also viewed that the redundancy rate has declined to 2.3%, which additionally derives employment growth as well as labour market effectiveness throughout the UK.
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Figure 2: Overview of Labour Market
(Source: ons.gov.uk, 2022)
As per the attached figure, it is obtained that along with the declination I the redundancy rate of the UK, the overall job vacancy rate within the country has been maximised to 470,000, which further forecast the effective labour market conditions throughout the country base (ons.gov.uk, 2022). Moreover, the statistics have also reviewed that the total working hours of the labourers is maximised to 1,041.1, which signifies the production and operational effectiveness within the country. Therefore, while depending on these statistics, it is interpreted that due to the stabilised labour market conditions, the UK economy has grown and the associated employment rate has also been balanced. In this regard, the alignment of capacity-based scenarios with the supply-based labour market of the UK needs to be done for reviewing the current labour market conditions of the country base.
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Figure 3: Capacity Utilisation
(Source: bankofengland.co.uk, 2022)
According to the figure, it is observed that capacity utilisation based on the human resources has been stabilised in the UK along with introducing the standard deviation of labour market across the country (bankofengland.co.uk, 2022). Together with this, due to the mentioned phenomenon, the annual unemployment rate of the country has also been reduced 3.8%, which can be evaluated as minimal compared with the annual employment rate of the country. Therefore, while aligning these statistical insights, it is required to underline the demand-based labour market scenario of the UK for defining the current conditions of the labour market associated with the UK.
[bookmark: _heading=h.1t3h5sf]Category 2: Demand-Based
[bookmark: _heading=h.4d34og8]The demand-based labour market interpretation is associated with possible scenarios such as high quantity of labours with low wage setting and low labour quantities with high wage setting. The core functionalities related to the mentioned categories depends on the present requirement of organisations, which additionally impacts the overall labour market setting of a country base. In order to maintain an adequate balance between the wage setting, the UK Government has governed the “National Living Wage Rates' ' guideline. According to the mentioned guideline, it is observed that the minimum hourly rate of apprentices needs to be £4.81 and for full-time jobs, the hourly rate of labours needs to be minimum of £6.83 (gov.uk, 2022). Together with this, from the same statistics, it is derived that the previous rate of full-time labourers was £8.91 per hour, which has been increased to £9.50 per hour at the present ages. Therefore, the concerning increment in the labour wages directly depicts the stabilised demand-based labour market of the UK, which can further be indicated as the beneficial condition for business organisations. In this regard, the categorical labour market evaluation needs to be done for defining the emerging trends within the UK.
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Figure 4: Labour Market Trends in the UK
(Source: weforum.org, 2022)
As per the above-figure, it is obtained that the labour market trends of the UK are associated with multiple operational domains and 17% of the UK labour market is concerned with the cloud computing domain (weforum.org, 2022). The concerning statistics not only defines the current labour market scenario of the UK but also indicates the technological enhancement rate throughout the country. Due to the excessive technological improvement and associated impacts on the labour market, the labour market share in the cloud computing field has increased at the present ages. Therefore, based on this result, it is derived that the technical labours become maximised within the country base compared with the non-technical labour quantities. Although, the current labour market of the UK is associated with technological background, however, the power storage labour market of the country is associated with negative market share, which additionally deflects the core deficiencies.
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Figure 5: Labour Market Issues in the UK
(Source: mckinsey.com, 2022)
Based on this figure, it is underlined that the ratio between the current earnings growth and job-to-job flows has been deflected within the UK due to the labour market tightness (mckinsey.com, 2022). Due to the concerning scenario, the core declination of employment opportunities across the country base can be possible, which can additionally minimise the economic growth rate of the UK. Furthermore, the concerning scenario is also associated with the phenomenon of affecting the demand-based labour market of the UK, which can also impact the availability of human resources throughout the country. Contextually, the labour market of the UK has also been changed in the post Brexit and post COVID-19, therefore, alignment of those situations also needs to be aligned with the current conditions of UK labour market for determining the emerging deflections.
[bookmark: _heading=h.2s8eyo1]b) Changes in Human Resourcing Strategies in the Post COVID and Post Brexit 
After the COVID-19 pandemic and Brexit, the overall “Human Resource Management (HRM)” strategies have been modified in order to align the entire functional stages with the current scenarios. Based on the mentioned scenarios, it is observed that the primary changes in the HRM is the digital resource management and online work management functionalities. According to the viewpoint of Hamouche (2021), effective crisis management and resilience-based mechanisms have been included in the entire strategic options of the HRM after the pandemic, which can further be derived as the core functional changes in the HRM operations. On the contrary, the core changes regarding the directional well-being while managing the human resources digitally can also be aligned as the core changes in the HRM functions in the post COVID period. On the other hand, while considering the post Brexit scenario, it is observed that overseas recruitment has become the key functionalities of the HRM, which further indicates the strong change throughout the era. According to the analysis of Gstöhl (2020), the changes regarding the capability management and the transparency management during the recruitment procedures related to the wage setting have been observed in the HRM roles after Brexit. Contradictorily, uncertainty management along with preventing the business crisis also become the changed role of HRM in the post Brexit. Therefore, a detailed illustration for both situations needs to be done while aligning the changed HRM policies within the UK.
[bookmark: _heading=h.17dp8vu]Changes in the Post COVID-19
The COVID-19 pandemic has truly damaged the economic and employment scenario of the world entirely, which additionally causes serious business damages over the globe. According to the statistics, it is identified that 24% of the UK labour market was at risk during the period, which further derives 7.6 million of job counts (mckinsey.com, 2022). Moreover, from the statistics, it is also defined that due to the mentioned scenario approximately 30% of the economic activity based on the employment rate has been damaged within the UK. In this regard, for stabilising the mentioned scenario, the HRM has been forced to adopt improved strategies for managing the human resources along with reducing the business losses. In this regard, all the HRM of the UK have adopted changed strategies for managing the entire business operations in the post COVID.
Strategy 1: Digital HRM Functionalities
Digital HRM can be regarded as one of the concerning strategies during the post COVID period in order to manage the entire HRM functionalities. According to the analysis of Meijerink et al. (2021), the use of algorithm-based HRM procedures along with synthesising the cross-disciplinary insights are derived as the core mechanisms of digital HRM procedures. Contrarily, the conduction of online recruitment procedures while supporting the cross-disciplinary mechanisms can also be highlighted as the core integration of digital HRM. In this regard, while using the concerning mechanisms, the HRM functionalities during the post COVID has been changed, which directly affects the overall resource prioritisation procedures both positively and negatively. Together with this, the use of cloud-based technology and analytical approach can also be depicted as the core functionalities associated with digital HRM. Contextually, the alignment related to the organisational progress whilst ensuring operational betterment can also be done during the use of digital HRM. As the post COVID period was governed with multiple Governmental protocols related to the social-distances, therefore, the Human Resource (HR) communities of the world were supposed to adopt the digital HRM procedures throughout the administrative functionalities. 
Strategy 2: Strategic Administration
The consideration associated with strategic administration has also been used during the post covid period as a core HRM practice. The key feasibility related to the mentioned procedures was to manage the internal operations of business organisations while maintaining adequate strategic goals. In this regard, during the post COVID period, the key strategic options of the HR communities across the world were to manage the administrative operations regarding the resource management procedures while using the online mode. According to the viewpoint of Wang et al. (2022), maintenance of adequate link between the digital HRM procedures and the strategic administrative functionalities are the moderate role of HRM, which additionally help in reducing the administrative challenges across the operational stages. On the contrary, the core purpose of adopting these strategies is to reduce the functional errors across the HRM phases. In this regard, during the post COVID period, along with using the digital HRM strategies, the global HR communities have adopted the strategic administration procedures in order to manage the operational crisis across the business management as well as operational management stages. 
[bookmark: _heading=h.3rdcrjn]Changes in the Post Brexit
While determining the Brexit regulations of the European Union (EU), it is observed that due to the Brexit regulations, the key HRM approach became the overseas recruitment procedures while ensuring transparencies across the operational procedures. According to the Brexit regulations, it is observed that the EU and the UK negotiators have signed an agreement in terms of establishing partnership along with ensuring travel as well as border control (government.nl, 2022). Moreover, security management using the cross-border mechanism has also been considered due to the governed Brexit regulations. In this regard, the HRM functionality has automatically been changed and the HR communities were forced to consider the overseas recruitment procedures instead of focusing on the domestic recruitment stages. 
While determining the overseas recruitment stages, it is determined that the overall HRM functionality can become complicated due to the fierce competition and financial concerns during the international recruitment stages. According to the underline of Tang and Zhang (2021), the political instability and economic disadvantages can also be highlighted as the core challenges regarding the overseas recruitment procedures. In contrast, HR can also face resource prioritisation issues due to the international recruitment stages. Therefore, while deriving this context, it is described that in the post Brexit, the HR communities of the UK has faced huge issues, which additionally affects the overall recruitment stages negatively. Dysfunctionality related to the inaccurate resource gathering has also been caused due to the mentioned scenario, which contextually impacts the overall business management procedures across the country base. In this regard, the shortage of labour supply due to the Brexit regulations has also been caused within the UK. Therefore, due to the mentioned issues and the emerging limitations, the post Brexit period was complicated for the HR communities in order to conduct the HRM procedures successfully from the recruitment perspectives.
[bookmark: _heading=h.26in1rg]Conclusion 
The fundamental focus of this current study is to interpret the current labour market conditions of the UK along with defining the post Brexit and post COVID HRM practices across the country base. In this regard, the study concludes the emerging labour market of the UK whilst interpreting the supply-based and demand-based labour market conditions together with reviewing the HRM functionalities during the post COVID as well as post Brexit period. According to the current labour market of the UK, it is derived that the maximisation of the pay-rolled employee base within the country directly contributes to the incremental labour market stabilisation rate. On the other hand, an effective ratio between the supply-based and demand-based labour market of the UK also supports the maximised-level of employment opportunities. However, the mentioned labour market is associated with less resource consumptions in the power storage sector, which underlines the key deficiencies of the concurrent labour market of the UK. In this regard, the alignment of post COVID and post Brexit HRM functionalities has also been derived in this study. According to the mentioned period, it is observed that the key HRM functionalities during the post COVID period were the digital HRM mechanisms and during the post Brexit period, HRM was associated with overseas recruitment procedures. 
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