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[bookmark: _Toc132974856]1. Introduction
Human resource management (HRM) can be defined as collaboration with talented employees from the business industry. UK-based firms are focusing on employee analytics strategy to maintain a sustainable human resource management plan. The impact of Brexit and post-COVID will also be considered within the study to evaluate strategies for HRM of the developed countries. The study will consider the employment, and unemployment rate in developing and developing countries. A brief PESTLE analysis will be considered within the study for analysing the critical issue from the labour management perspective of the developed country UK. Furthermore, the MBO’s model will be discussed in detail to provide a justified recommendation for managing the labour market in the developed countries. 
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Figure 1: Reason of increasing unemployment rate 
(Source: worldbank, 2023)
[bookmark: _Toc132974857]2. Labour market 
[bookmark: _Toc132974858]2.1 Employability and Unemployment
The major reasons for increasing unemployment rate of the developed countries are the cost of living, high inflation rate and global recession. Increasing financial crisis in the post pandemic situation has been identified as the major reason behind increasing unemployment rate of the developed countries. Developed countries such as Germany, Sweden, the UK and Australia are facing difficulties to maintain stable employment rates in the global market due to the lack of job vacancies. Germany is currently working on a 70% emerging employment rate due to the declining number of job opportunities in the MNC business (tradingeconomics, 2022). The lack of available resource competencies has been identified as a potential issue for developed countries to provide appropriate job opportunities to employees. Furthermore, the global labour market is impacting due to the lack of cost-effective business plan in the growing industries. As discussed by Jung et al. (2021, p. 11), labour cost management is important for countries to offer a suitable remuneration to the companies. On the other hand, the labour cost of Sweden is increasing with a 4.25% revenue margin in terms of increasing the cost of living (tradingeconomics, 2023). Moreover, the lack of potential job opportunities has been found lacking in Sweden due to the emerging impact of COVID-19. As discussed by Carnevale and Hatak (2020, p.12), the increasing cost of living impacts the sustainable employment rate of companies. On the other hand, Australia is facing employee management issues due to the impact of Brexit. Currently, the Australian employment rate has declined by 0.2% due to new business venturing opportunities in the country (theguardian, 2022). On the other hand, the Australian government is unable to support private firms in respect of the HR management process in the post-pandemic situation due to the increasing financial crisis in the country.

[bookmark: _Toc132974859]2.2 Developed country 
Currently, the unemployment rate in the UK is increasing by 3.7% in the last five years (ons.gov.uk, 2023). Therefore, maintaining collaboration with the labourers has become a difficult issue country. As discussed by Batty (2020, p. 11), managing stakeholder engagement can be beneficial for companies to increase the productivity margin in respect of talented employees. On the other hand, the UK’s insatiable economic situation impacts the human resource components of the UK-based small-size firms. The labour industry has been impacted by the crucial outcome of COVID-19 and Brexit in terms of financial stability. It has been reported that more than 53% of UK firms are focusing on cross-cultural employment processes in order to incorporate business ventures (Tradingeconomics, 2022). It has become one of the major reasons for the increasing unemployment rate in the UK. The unemployment rate of the global market is declined by a 25% revenue margin which impacts the sustainable HR management activities of companies to receive growth in the productivity margin (BBC, 2023). However, the lack of an HRM perspective has directly influenced the productivity margin of the companies in terms of maintaining the employability margin of the companies. The employment rate in the global market is 74.12%, which can be considered as the impact of COVID-19 (Theguardian, 2022). Moreover, the increasing cost of living impacts the employment rate of both developed and developing countries in the global market.
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Figure 2: The current state of the labour market in the UK
(Source: ons.gov.uk, 2023)
The UK is a highly developed country with the sixth largest economy in the global market. The UK is suffering from an increasing inflation rate of 25% that directly influences the cost of living in terms of sustainable living (ons.gov.uk, 2022). Therefore, it has been difficult for companies to explore talents from the global market at a sustainable remuneration cost. For example, UK is facing difficulties with employee management and has cut off more than 25% of the diverse employment rate due to the lack of capabilities to provide remuneration in terms of cost of living in the post-pandemic period (office pantry.co.uk, 2022). Therefore, the lack of a sustainable remuneration perspective has impacted the employment rate in developed countries in consideration of the cost of living. 
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Figure 3: Increasing inflation rate of the UK 
(Source: ons.gov.uk, 2022)
[bookmark: _Toc132974860]2.3 Developing country
Developing countries such as Africa, the United Mexican States and Argentina are receiving financial crises due to the pandemic situation. African entrepreneurs are unable to provide job opportunities to new employees, as the companies are suffering from economic crises. It has been reported that Africa is suffering from a 40% unemployment rate in the post-pandemic situation in terms of the financial crisis (tradingeconomics, 2022). On the other hand, the local governments of developing countries are suffering from loan repayment issues in the global market.
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Figure 4: Increasing labour cost of the UK
(Source: tradingeconomics, 2022)
The internationalisation model of globalisation helps large-scale companies to engage with cross-functional employment processes. The United Mexican States has to pay a 2520.00 billion loan to the UN and has failed to repay the loaning amount due to financial instability in the post-pandemic situation (theguardian, 2022). It impacts the business development perspective of the firms from the United Mexican States due to the trust and reliability among the inverters market. Argentina’s GDP rate has declined by 12% in 2022, which causes increasing prices of products in the country which influence the cost of living of the population (worldbank, 2023). Hence, it can be stated the insatiable governmental and financial environment of developing countries is influencing the labour industry in terms of receiving employment opportunities. 
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Figure 5: Increasing unemployment rate in Argentina 
(Source: worldbank, 2023)
[bookmark: _Toc132974861]3. UK labour market evaluation of the managerial and business internal and external environment 
[bookmark: _Toc132974862]3.1 PESTLE analysis 
	Factors 
	Impacts 

	Political
	· Political instability 
· Trading rules of the local government (BBC, 2022)
· Impact of Brexit (BBC, 2022)

	Economic 
	· GDP rate 3.47% (worldbank, 2022)
· Inflation rate of UK is 2.52% (tradingeconomics, 2022)
· The taxation rate of UK is 28% (ons.gov.uk, 2022)

	Social 
	· Cost of living is increasing by 18.45% margin (tradingeconomics, 2022)
· Employment rate is 78% (theguardian, 2022)
· Social awareness for engagement with social  commodity

	Technological 
	· The UK government invest 1224.00 million in the technology development (worldbank, 2023) 
· The IT section developed by 45% revenue growth margin (ons.gov.uk, 2022)

	Legal 
	· “Employment & Labour Laws and Regulations UK 2023” (people management.co.uk, 2023)
· “The Employment Rights Act (ERA) 1996” (legislation.gov.uk, 2023)

	Environmental 
	· The Net zero project of UK government within 2050  (worldbank, 2022)
· “The environmental Act 1995 UK” (legislation.gov.uk, 2023)


Table 1: PESTLE analysis 
(Source: Self-developed)
The UK's political instability is directly impacting the employment rate of the companies involved in globalisation. The GDP rate of the UK is 3.47%, which causes an increasing cost of living within the country (worldbank, 2022). It impacts the labour costing perspective of the companies from the UK market with the concern for providing sustainable remuneration. The employment rate is 78%, which can be considered lower than the other highly developed countries (theguardian, 2022). “Employment & Labour Laws and Regulations UK 2023” can be a potential boundary for UK companies, as it stands for employee satisfaction along with a sustainable remuneration perspective. Henceforth, it is essential for the countries to incorporate with the Theory X and Y in order to manage labour management perceive in the growing business industries. as opined by Pan et al. (2019, p. 45), the Theory X and Y stands for fulfilling the basic need of labour market in terms of managing workplace efficiency along with cost-effective business solution. Therefore, it can be considered  the lack of a financially insatiable economic environment in the UK keeping employee stratification can be a potential challenge for companies.
Multiple-Hurdle Selection Model helps companies to incorporate a cost-effective employee hiring process in the organisation in respect of economic stability. The labour industry has been impacted by the crucial outcome of COVID-19 and Brexit in terms of financial stability. It has been reported that more than 53% of UK firms are focusing on cross-cultural employment processes in order to incorporate business ventures (Tradingeconomics, 2022). On the other hand, the post-covid situation influences the employee engagement aspect of the organisation in the UK market due to the lack of cost-effective hiring perspective of the companies. UK received an 11% employee retention rate in the last three years, which is 6% lesser as compared to other developed countries (Theguardian, 2023). Therefore, UK can receive an opportunity for developing an employee retention rate in the organisation with the application of the Compensatory Selection Model. 
[bookmark: _Toc132974863]4. Emerging changes in HR strategies in the UK market 
[bookmark: _Toc132974864]4.1 Post-Brexit 
The post-Brexit situation impacts the strategic HR management perspective of UK-based firms due to the increasing tension in the political and governmental environment. The “European Union (EU)–Maastricht Treaty of Europe'' has influenced the employment rate of UK-based firms by 25% from the global market in consideration of international talent-hiring (CNBC, 2023). Furthermore, the post-Brexit situation forced the HR manager of UK-based firms to become involved with The Job Characteristics Model of HRM.  As suggested by Kawaguchi and Motegi (2021, p. 2021), the Job Characteristics Model of employment allows companies to examine the skill competencies of candidates in order to determine a sustainable trading solution in business. Therefore, companies from UK also need to consider the Job Characteristics Model of HRM to cope with the post-Brexit situation in respect of managing trading solutions in the business.
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Figure 6: Increasing technology application in the UK-based HRM process
(Source: Statista, 2022)
The job characteristics model also allows the HR managers to involve with employee motivation perspective in respect of performance-based feedback management. As discussed by Kulikowski et al. (2022, p. 12), the post-Brexit has influenced the independent business development planning of UK-based firms, which causes declined employee motivation in the organisations. Therefore, the HRM strategy of performance-based feedback can be proven beneficial for UK-based firms to increase employees' motivation at the workplace to increase business productivity. 
[bookmark: _Toc132974865]4.2 Post-COVID-19 
“The Association of Southeast Asian Nations trading rule 2020” has influenced the international employment perspective of UK-based firms in the post-Brexit environment. The UK signed the “The Association of Southeast Asian Nations trading rule 2020” in 2020, which stands for the decentralisation of the employee hiring process in the home country. It has been reported that approximately 35% of skilful IT employees in the UK are hired from Germany, which is diverted due to the application of new trading rules in the post-pandemic situation (service.gov.uk, 2022). Therefore, UK-based HR managers are incorporating training-based development strategies in order to manage the centralisation of the home country-based HRM perspective in business. As mentioned by Gentekos et al. (2019, p. 8), training-based development can be beneficial for UK-based companies to provide a professional career development opportunity to employees, which helps to maintain employee engagement within the organisation in the post-COVID environment. Thus, companies from UK might also receive sustainable opportunities for managing employee engagement in a post-COVID environment by collaborating with a training-based development strategy.
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Figure 7: Immigrate employment rate in the UK
(Source: Statista, 2022)
The application of Brexit has influenced the economic environment of the UK, as Brexit impacts the independent trading practices of the UK. UK bonded up “Asia-Pacific Economic Cooperation trading rule”, which affects the transparent supply chain perspective of the UK firms. As a result, more than 30% of the skilful employees left UK firms to receive a potential job opportunity in the global market (gov.uk, 2020).  Therefore, the HR managers of the UK firms are considering the Culture Shock model to boost employee engagement within the organisation in respect of competitive edge job opportunities in post covid and post-Brexit situations. As opined by Jaenudin et al. (2020, p. 14), the culture shock model helps HR managers to evaluate a competitive advantage in the organisation with potential remuneration policies. It can be considered that UK companies can be able to manage stability in the hiring process with the application of the culture shock model in respect of a potential remuneration perspective.
[bookmark: _Toc132974866]4.3 Cost of living Crisis 2022 Recession
The UK cost of living is increasing due to the increasing GDP margin of the country in terms of managing financial stability in the global market. The recession of 2022 can be considered as the impact of the post-pandemic situation in terms of declined financial stability. The economic growth of the UK has declined by 3.52%, which is influencing the cost of living for the UK population (theguardian, 2022). Furthermore, the ability to manage the employment rate along with a sustainable remuneration scale declined in the UK market in the post-pandemic situation. The application of Brexit has influenced the independent trading practices of UK companies, which directly influences the 29% financial growth of the organisation (ons.gov.uk, 2022). Thus, the 2022 recession can be considered the major reason behind the increasing cost of living of the UK population. 
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Figure 8: Impact of 2022 recession on the UK GDP growth 
(Source: Statista, 2022)
[bookmark: _Toc132974867]5. Recommendation-MBO’s model
The MBO model is considering objective-based management planning for companies to maintain a stable position in the global business market. As discussed by Chugh (2022, p. 20), the objective-based management perspective of companies is impacting the employee management perspective based on significant business objectives. Furthermore, continuing to monitor employee performance can be proven beneficial for organisations to explore the need for development criteria among employees. As opined by Mosley et al. (2022, p.22), providing feedback to employees can be beneficial for managing employee orientation within the organisation in respect of managing the employment rate in the organisation. Hence, UK companies might be able to increase the employment rate in the organisation along with the feedback-providing strategy in consideration of employee performance. As mentioned by Shen et al. (2022, p.12), performance appraisals such as increments and promotional activities can be proven beneficial for companies to involve in new talent hiring perspectives. Hence, the application of MBO’s model can be proven beneficial for UK companies to manage sustainable employee engagement at the workplace in order to attempt long-term organisational goals. 
[image: ]
Figure 9: The MBO’s model
(Source: Cucuringu et al. 2019, p.45)
[bookmark: _Toc132974868]6. Conclusion 
It can be concluded that the HRM perspective of the HR manager of the UK has been impacted by Brexit and COVID-19. The economic instability of the UK impacts employee motivation thus; the HR manager of the UK is incorporating the training-based development strategy. Small firms of UK can also be able to involve potential employee engagement along with the strategic HRM perspective in the UK business environment.  
[bookmark: _Toc132974869]7. Labour market predictions
The 2022 recession has impacted the financial capability of developed countries like the UK in the post-pandemic situation. However, the labour industry of the UK market can be developed along with the increasing concern for financial stability. As opined by Mosley et al. (2022, p.21), managing financial stability can be proven beneficial for companies to consider new talent hiring perspectives in business. Thus, the labour market of the UK can receive a hike by the consideration of financial stability in terms of resource management competencies.
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