
 

 

1  

  

 

  

  

                        

  

   

MODULE TITLE  HUMAN RESOURCE MANAGEMENT  

MODULE CODE  LCMB 7000  

MODULE LEADER  MOHAMED ASIM 

STUDENT NAME  DWANISHA MITESHBHAI VYAS  

STUDENT ID  2243253  

  

  

   

  

  

 

 



 

 

2  

  

 

CONTENTS  

1. Introduction .................................................................................................................. 3  

2. Review and Evaluation ................................................................................................ 3  

2.1 The United Kingdom's labour market present situation ......................................... 3  

2.2 Human Resource Management Techniques in Post-Covid .................................... 7  

2.3 Human Resource Management Plans for the post Brexit external environment .. 9  

3. Conclusion ................................................................................................................. 11  

4. References ................................................................................................................. 12  

  

   

    

       

     

    

 

 

 

 

 

 

 

 

 

 

 



 

 

3  

  

 

THE CURRENT STATE OF THE LABOUR MARKET IN THE UK  

____________________________________________________  

INTRODUCTION  

(Guest, 2003)The main strategy for recruiting, selecting, and assisting employees, 

offering help, influencing organisation and improvement, evaluating employee quality, 

choosing pay and benefits, badgering employees, keeping track of genuine relationships 

with employees and their professional relationships, facilitating representatives' success, 

receiving government funding, and receiving positive evaluations in rules with work 

traditions that must be followed to finish The administration of human resources oversees 

all workers as an organisational unit within a company and carries out a range of tasks, 

including managing human resources, conducting position assessments, hiring new hires, 

planning new hire get-togethers, ensuring human resources (HR), and providing 

orientation, scheduling, and compensation.    

(Richbell S. , 2001)Good workplace practises include things like offering incentives 

and inputs, evaluating, managing, professional orchestration, enhancing daily life at work, 

disciplining staff members, avoiding inappropriate behavior, talent analysis, and 

maintaining awareness of and adherence to state and federal work regulations. The 

indisputable rule about HR hiring needs is that one competent permanent HR employee 

should be hired for every 100 employees. The level of centralised human resource 

management, the location of the specialists it serves, the level of representative 

sophistication, and the affiliation general multidimensional structure are only a few 

examples of the variables that may affect a company's actual size.   

REVIEW & EVALUATION  

It has been widely reported that the UK government's labour market reforms, which 

began in 1980, featured a liberty mechanism intended to create an even more flexible 

employment market. In 1980, the country's labour market was much less regulated than 

that of several European countries. However, it is clear that the tendency of work sector 

regulation has always been one of freedom. (Metcalf, 1987) This analysis may be 

especially useful in the context of the European Union debate over the direction that 

successful market methods should take, because it appears that the UK's knowledge of 

the labour market is misdirected when compared to the experiences of other European 

Union member states. (Blanchflower, 2009)  

Despite a rise of 0.25 rate parameters during the time to 76%, the United Kingdom's 

business rates remain below pre-pandemic levels. Even if the number of permanent 
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workers hit a record high during the quarter, this was more than offset by a drop in the 

number of part-time workers. The labour force participation rate of the nation's 15- to 65-

year-old population fell by one percent in the last quarter, falling below preepidemic norms 

of 75%. During the same time period, however, 150,000 more people over the age of 

sixteen were employed. There were more permanent employees during the majority of 

the preceding multi-month period. While temporary employment has climbed for three 

months in a row. The most positive review of wages for the previous financial year showed 

all recurring increases, up 90,000 from the May 2022 revision, to a record high of 29.8 

million. Compared to the previous three months, he increased his total weekly hours 

worked from January to April 2023 by 12.5 million hours to 1.05 billion hours.  

CHANGES IN THE LABOUR MARKET  

 EMPLOYMENT RATE  

In any case, there are now 7.7 million fewer people than before the 

pandemic. Standard working hours for professionals are now 0.66 hours above 

typical pre-COVID-19 levels, returning normal long hours to levels observed during 

the epidemic. A decline in the number of companies means fewer full-time working 

hours than before the pandemic. Since the beginning of the year so far, the 

unemployment rate has fallen by 0.3 percentage points, approaching 3% (National 

Bureau of Statistics, 2023). The unemployment rate saw its strongest increase 

since the end of 2020 in the first half of this year. In any case, this was offset by a 

decline in unemployment that lasted more than half a year, bringing unemployment 

to a record low for more than seven months. The number of people unemployed 

for more than a year also continued to decline. The unemployment rate also fell by 

0.2 points to 21.5%. A student who was underemployed because of his education, 

he contributed significantly to the decline in employment in 2022 compared to his 

three months prior to the survey. Current projections show international students 

donating her £26 billion. (Office for National Statistics, 2023, n.d.)  

            

Figure 1: Employment rate in UK and Wales (Labour Market Survey, 2023)  
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The UK labor market recovered better than other European countries during 

the crisis. A few more people lost their jobs, but then a slight decline began. The 

unemployment rate has been below normal levels expected since around 2016. 

Employment efficiencies and lower incomes are downsides in this case of coping 

with the disease. Prior to 2009, productivity per hour worked was typically around 

3%, but the financial crisis has resulted in a long-term halt to skill improvement. 

This, in addition to the impact of Brexit, poses a major challenge for the 

government.   

Despite being part of the EU before Brexit, the UK workforce has historically 

been considered Europe's largest labor market, making the UK workforce an 

important subject of study. UK workers are the least valued for stable employment 

across the European Union. Also, some countries, comparable to the United  

States, New Zealand and Canada, have poor benefits for professionals. 

(Wadsworth, 2018) A differentiator is that the UK has always been a coveted 

destination with between minimal and maximum immigration flows due to the 

language barrier. Rising long-term unemployment is a major concern for both 

politicians and the financial industry. While temporary unemployment is an 

important indicator of talent dispersion in the labor market, high numbers of 

longterm unemployed may indicate structural problems in the labor market that 

indicate the need for change. Long-term unemployment also has a significant 

impact on society, as recessions disproportionat ely affect a small number of 

people. It affects people's mental and physical health and is a major cause of 

poverty (Earl, 2017). Moreover, as workers continue to be excluded from the labor 

market, their talent pool will shrink and it may become more difficult to find 

employment in the future, leading to endless cycles and widening economic 

inequality. I have overall unemployment rate. Nearly 35% of the UK's unemployed 

have been out of work for almost a year while recovering from the pandemic. While 

this figure is impressive, it pales in comparison to other countries. (Gilpin, 2006)  

 UNEMPLOYMENT RATE  

  

Figure 2: Unemployment rate in UK and Wales (Labour Market Survey, 2023)  
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Long-term and exceptionally long-term unemployment rates were about 15 

percentage points higher in the EU than in the UK. Moreover, while the EU 

longterm unemployment rate is now returning to pre-crisis levels, the UK long-term 

unemployment rate began to decline again in 2012 and stabilized around 2018. 

Unemployed young workers are particularly stressed as the unemployment rate is 

expected to rise in the future. Moreover, high unemployment in this group may be 

indicative of lower future earnings, as young unemployed do not attend courses or 

acquire knowledge of the labor market. (Coe, 1997)  

 REMOTE WORK  

The epidemic has boosted the use of remote work in a variety of businesses. 

Even when restrictions were lifted, several businesses embraced flexible work 

arrangements.  

 JOB SECTORS  

During the epidemic, different industries were affected differently. The 

hospitality, tourism, and retail businesses, for example, faced substantial hurdles, 

whereas the technology and healthcare sectors witnessed growing demand.  

 LABOUR SCARCITY   

Certain industries experienced labour shortages, notably in low-skilled and 

seasonal positions. These shortages were driven by factors such as Brexit and 

shifting immigration rules.  

 WAGE GROWTH  

Wage growth remained moderate, although it was beginning to improve as 

the economy recovered.  

To receive the latest information on the state of labour in the UK, it is critical 

to examine current sources such as the UK government's Office for National 

Statistics (ONS) or reliable financial news outlets. Economic situations can change 

quickly, so staying current with data is critical for comprehending the present 

position.  
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HUMAN RESOURCE MANAGEMENT TECHNIQUES IN THE POST 
COVID  

____________________________________________________  

Management skills that focus on hiring, persuading, supervising and interpersonal 

relationships of people within an organization are called HR strategy. It is based on 

connected people. These governance frameworks are organized by HR leaders to ensure 

that people's potential is efficiently and economically utilized to achieve a coherent set of 

goals. This includes strategies, routines or frameworks that influence employee attitudes, 

orientation and performance. This includes the persuasive and appropriate use of human 

resources to achieve the various goals of the organization. This deals with the regulation 

of work-related activities as HR is part of the company's operations and has the 

techniques, strategies, structures and norms that affect the company's employees. 

Authorities and HR professionals within an organization use HR methodologies, 

structures, processes and procedures to help people achieve their goals and increase 

people's constructive engagement with the organization and its goals. (Guest, 2003)   

Since early February 2020, people around the world have been infected with a 

terrible disease known as the virus COVID, caused by the coronavirus. Organizations 

around the world are going through different stages of dealing with the impact of 

COVID19. An estimated 20 million jobs have been lost, undoubtedly equating to further 

job cuts during the recession. (Caliguiri, 2020) With unemployment rates likely to rise after 

the pandemic, we recognize that the pandemic is a huge emergency, a challenge for 

upper management, and a huge opportunity to create a trust-based environment that 

requires accountability and trust Suggesting Challenges can arise at different stages of 

growth for industries, companies and geographies, but we have identified the most 

effective alternative tactics and innovative ways to address remote work as the greatest 

challenge and importance, is important to practice. (Azizi, 2021)   

(Gigauri, 2020)Organizations are changing, proposing new approaches and 

seeking creative professionals to overcome the hurdles of perseverance and implement 

innovative plans to adapt to the epidemic situation. During a prolonged economic 

downturn, the most effective way to focus on everyone's complete success is through 

progressive organizations. This improves the situation where your employees and 

customers are most helpful and profitable. Requiring personnel samples for progress is 

very important. The key to managing and overcoming the challenges of global infectious 

disease is developing unique strategies to properly manage our workforce to achieve the 

highest levels of productivity while ensuring employee satisfaction. It's about developing. 

These human resource management practices are the most likely and recognizable 

factors that determine whether employees live their lives within an organization and reflect 
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the organization's responsibility for the success of its business partners. Businesses will 

need to adjust some of their working methods and tactics in relation to COVID-19.   

(Hamouche, 2021)The dedication of our employees is more important than ever to 

help us navigate through difficult times. Employees can struggle with feelings of isolation, 

vulnerability, and alienation. Therefore, in such situations, the role of HR professionals as 

transition specialists has become important. Standardizing on stages, tactics, and loyalty 

approaches is difficult, which creates additional challenges for HR professionals. Social 

distancing has already been introduced and practiced. In the face of these many 

challenges, people are the foundation of an organization, so HR must face the 

postCOVID-19 situation with extraordinary vigilance and decisiveness. In particular, these 

issues largely revolve around those affected by this pandemic due to revolutionary 

changes in personnel positions. (Caliguiri, 2020)  

Remote and hybrid work: The COVID-19 pandemic has expedited the use of remote and 

hybrid work arrangements, and this trend may continue after the epidemic. Companies 

were rethinking the necessity for physical office space and experimenting with hybrid work 

models that combined remote and on-site work to accommodate employees' preferences 

and enhance work-life balance.  

Digital Transformation and Automation: Companies were progressively using digital 

technologies and automation to improve efficiency and minimise reliance on human 

operations. This transformation may have an influence on job responsibilities and need 

workforce upskilling and reskilling.  

Employee Well-being: The epidemic highlighted the significance of employee well-being. 

To attract and retain talent after COVID, organisations may prioritise mental health 

support, flexible work arrangements, and rewards that promote work-life balance.  
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HUMAN RESOURCE MANAGEMENT PLANS FOR THE POST BREXIT 
EXTERNAL ENVIRONMENT  

____________________________________________________  

The UK's exit from Europe (Brexit) was no easy task. While this has been highly 

anticipated for quite some time and it is recognized that organizations on both sides of 

the water have diligently made every effort to prepare for it, the actual process always 

presents new obstacles and challenges May be overcome Accomplished. Following the 

UK's formal withdrawal from the European Union on 31 January 2020 (Bratton, 2021) all 

EU citizens still residing in the country will have until the end of June 2021 it was assumed 

that an application would have to be made. As of this writing, there are still over a million 

applications outstanding, which is his total drawdown since the end of July. Either they 

don't understand the importance of HR expertise to organizational benefits, or they do, 

but are baffled by its level of vulnerability.   

The arguments that led to this requirement were not entirely about the environment, 

but about political influence, campaigns and budgets, which was evident in the 2019 

elections. However, the environment has become a key issue as the Brexit process 

progresses, as the UK's environmental policy has been significantly impacted by its 

accession to the European Union. A recent study by the agency on the potential impact 

of Brexit on the government sector found that the Ministry of Agriculture, Food, 

Environment and Rural Development has Brexit will have the biggest impact. . Several 

studies have highlighted numerous challenges related to environmental inventories and 

their adaptation to governance structures, and have raised serious questions about the 

potential long-term impact of Brexit on the need and credibility of UK environmental 

planning. Causing concern.  

These variables are also more important for policy impact, given the opportunity to 

combine euroscepticism and anti-climate change perspectives through environmental law 

enforcement. The law politicizes environmental policy in ways that can create uncertainty 

in key regions where long-term planning and stability are essential to achieving key goals 

such as reducing greenhouse gas emissions. There is the idea that the environment is a 

degraded technology sector also raises important and deeper religious questions about 

London's relationship with the underdeveloped. There is still great uncertainty about the 

final outcome of the Brexit process, and UK environmental policy is likely to suffer as a 

result. The main concern of environmental groups immediately after the decision was that 

Brexit would lead to further weakening of the laws of nature. Researchers have found, in 

particular, that the very common method of leaving the European Union is not only due to 

deliberate technology retention, but also operational gaps in the UK's institutional 
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structure, disastrous relocations across the country and political uncertainty. (Farnade, 

2021)  

Therefore, the following sections discuss issues related to each reason. The 

federal government has attempted to address these concerns and assess the extent to 

which its approach has been, or is likely to be, successful. This has resulted in significant 

ecological operational gaps consistent with expected operational deficiencies. The UK 

planning lifecycle now has a relationship with Europe through strategy development, 

talent and data collection, review, performance and delivery. The UK, like her other EU 

member states, benefits from being able to request supplies from various agencies such 

as EU Headquarters, European Atmospheric Activities and the European Compounds 

Agency. After Brexit, its features and developments will not be immediately available. 

(Wadsworth, 2018)  

Agility and Flexibility: Given the uncertainties surrounding the post-Brexit climate and 

anticipated economic issues, businesses may prioritise developing agile and flexible 

human resource strategies that can quickly adjust to shifting market 

conditions.Companies may need to be more proactive in attracting and maintaining talent 

as a result of projected labour shortages and changes in immigration regulations following 

Brexit. This could include competitive pay, job advancement prospects, and a good 

employer brand.  

Varied and Inclusive Workforce: Organisations may prioritise the development of varied 

and inclusive workplaces in order to boost innovation, creativity, and productivity. Diversity 

and inclusion may become more widespread in recruitment and talent management 

practises.  

Upskilling and Reskilling: To meet the demands of the post-COVID and post-Brexit 

economies, firms may invest more in upskilling and reskilling their existing workforce in 

response to evolving job positions and technology improvements.  

Supply Chain and Talent Sourcing: Brexit will have an impact on supply chains and labour 

mobility. Companies may revisit and revise their talent sourcing strategies in light of 

changes in immigration regulations and access to overseas talent.  
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CONCLUSION  

____________________________________________________  

Executives now have a unique opportunity for deep, reflective thinking that would 

have been difficult in the normal course of business. The outbreak of the pandemic may 

force many companies to improve their business processes to keep operations running 

and adopt technology quickly. This procedure will also be used during subsequent normal 

and lockdown periods. Reality is based on the use of creativity and decentralization in the 

modern work environment. As the nickname "Europe's dirty man" suggests, Britain's long 

experience in shaping the European Union's basic principles has not always been easy. 

British policymakers fail to consider the impact that EU membership may have on their 

own ecosystems, or the costs of implementing policies designed to develop policies 

differently. The narrative of British co-sponsors and clerics learning to use this Brussels 

system more effectively to influence European politics is, rather than continually and 

occasionally failing, Part of the story of the Europeanization of British voluntary methods.  
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