
Assessment-1
Human Resource Management

Name: Mohammed Taqi Udiin

student: 2210126

Module: Human Resource Management

Module code: LCMB7000

Lecturer: Mohammed Asim

Date : 22/08/23



TABLE OF CONTENTS

INTRODUCTION................................................................................................ 4

CURRENT STATE OF THE LABOR MARKET................................................. 5

EMERGING CHANGES IN HR STRATEGIES...................................................7

IMPACT OF BREXIT AND COVID...................................................................10

DATA-DRIVEN DECISION-MAKING IN HR.................................................... 12

STRATEGIC APPROACH TO HR................................................................... 13

LIFELONG LEARNING AND SKILL DEVELOPMENT................................... 14

POST-COVID RECOVERY AND FUTURE OUTLOOK................................... 15

CONCLUSION................................................................................................. 17

RERFERENCES.............................................................................................. 18

TABLE OF FIGURES

Figure 1 UK LABOUR MARKET 6

Figure 2 HR STRATEGIES TRENDS 9

Figure 3 LABOUR MARKET 11

Figure 4 COVID RECOVERY 16



INTRODUCTION

The COVID-19 epidemic and the Brexit transition working in concert have ushered in

an era of dynamic change for the UK labour market and human resource (HR)

strategy. Due to this fusion, new issues and trends have emerged that significantly

impact organisational dynamics and the workforce. A thorough understanding of the

changing labour market is essential as the UK arises from this dual-sided paradigm

change. Furthermore, it is necessary to modify HR strategies to correspond with the

changing demands perfectly. To navigate this revolutionary phase, one must be

acutely aware of the changing dynamics and take proactive steps to align HR

strategies with the developing requirements. HR professionals are crucial in

determining the future course of the UK labour environment at this nexus of

opportunities and challenges.

CURRENT STATE OF THE LABOUR MARKET

The UK's labour market has emerged as a bright example of resilience, withstanding

the disruptive forces of the pandemic and managing the recalibrations brought in by

the post-Brexit era. Between February and April 2023, this labor market drew historic

milestones onto its canvas—most notably, an amazing job rate of 76.0% and an

unprecedentedly low unemployment rate of 3.8%. These data points, positioned at

the peak of their respective bands, highlight the labor market's inherent flexibility and

its amazing ability to change and flex in the face of challenges (Zakaria, 2020).

HISTORIC MILESTONES AND MARKET FLEXIBILITY

Within the period of February to April 2023, the UK's labor market marked its

importance with a permanent mark. The success of a remarkable employment rate

of 76.0% and an incredibly low jobless rate of 3.8% underscores the labor market's

exceptional flexibility. This ability to quickly adjust to changing conditions is

emblematic of the market's resilience.



ECONOMIC RECOVERY AND EMPLOYMENT SURGE

A key cause fueling the labor market's liveliness has been the substantial economic

recovery witnessed across the UK. This renewed economic energy resulted in an

extraordinary growth rate of 7.5% in 2021, a success that outshone even its G7

peers. Beyond merely re-establishing balance, this rebirth of economic activity has

put new life into labor demand. Acting as a trigger, it has created heightened job

possibilities, bringing life into various industries (Webb, 2021).

AGEING POPULATION AND SKILLED WORKER COMPETITION

The demographic details have added a layer of complexity to the job market's fabric.

The changing demographic situation within the UK has added a complex layer to the

market's dynamics. With the working-age population falling, the battle among

businesses for skilled people has increased. In this search of skilled individuals, a

dance of demand and supply dynamics has developed, putting upward pressure on

wages. Businesses are now involved in fierce competition to secure and keep skills

.

SECTOR-WISE EMPLOYMENT DISTRIBUTION

Embarking on a study of job spread across various sectors in the UK reveals insights

that permeate the very heart of the labor market. A study of sector-specific

trends—whether they show growth, stability, or decline—post-COVID and

post-Brexit—paints a complete picture of the industries that are driving the pace of

job growth (Smit et al., 2020).

GIG ECONOMY AND REMOTE WORK ANALYSIS

Nested within the realm of "Emerging Human Resourcing Strategies," a deep

analysis awaits—one that digs into the growing landscape of the gig economy and

the widescale acceptance of remote work models. Scrutinizing the development of

the gig economy and its resulting effect on the labor market is of vital importance.

Simultaneously, a careful evaluation of remote work's frequency, its related benefits,



challenges, and the effectiveness of strategies employed by organizations in its

application are vital components of this comprehensive study.

INFLUENCE OF DEMOGRAPHIC CHANGES ON WORKFORCE
COMPOSITION

Embedded within the bigger structure of the "Current State of the Labor Market," lies

a careful study of the deep influence made by population changes upon the makeup

of the workforce. This study looks into the complicated relationship between an aged

population and changing demographics. It shines a focus on their impact on the

demand for specific skill sets, their role in encouraging generational variety, and the

urge for creative strategies meant to draw and keep talent across various age

groups. This mix of factors forms the outlines of the labor market's present and its

course into the future (Elo et al., 2023).

 

Figure 1 UK LABOUR MARKET

(SOURCE - Powell and Francis-Devine, 2023)‌

EMERGING CHANGES IN HR STRATEGIES

The merger of the COVID-19 breakouts and the Brexit shift has caused a deep

change in the world of human resource (HR) plans. This critical moment,



followed by changing trends, pushes organizations to reinvasion their HR base

to thrive in the post-pandemic, post-Brexit age. These dynamic developments

hold the potential to change the very heart of HR practices.

REMOTE WORK REVOLUTION

Adapting to a Dispersed Workforce The huge change towards online work,

sparked by the pandemic's chaos, has left an undeniable mark on the art of HR

strategies. Remote work is no longer a temporary event; it has solidified its

place, demanding new HR policies to successfully handle teams spread across

diverse places. The challenge lies in supporting variety, participation, link, and

success in the face of physical separation. Fostering a unified work

environment while supporting online work requires clever methods to team

teamwork and management (Brell et al., 2020).

GIG ECONOMY DYNAMICS AND REMOTE WORK ADOPTION

Navigating New Labor Models Embedded within the world of "Emerging

Human Resourcing Strategies," lies a full study of the gig economy's patterns

and the broad acceptance of online work. The growth of the gig economy

within the UK and its far-reaching effect on the labor market are vital stories.

This study dissects the challenges and rewards present in the gig economy,

simultaneously tracing its role in changing conventional work models.

Simultaneously, it performs a full review of the assimilation of online work. This

includes talks covering regularity, benefits, barriers, and the effective methods

taken by companies to successfully mix online work.

FLEXIBILITY FOR A DIVERSE WORKFORCE

Balancing Organizational and Employee Needs Flexibility emerges as a

cornerstone driving current HR strategies. In an environment where the

workforce places a premium on flexible work policies adapted to personal

situations, HR practitioners find themselves at the middle of balance. Striking a



balance between organizational imperatives and employee wants requires

skilled handling of changing working hours, places, and modes. This individual

freedom supports higher employee happiness, boosting participation and total

output (Kane et al., 2021).

WELL-BEING AT THE FOREFRONT

Prioritizing Mental and Physical Health The attention on employee well-being

has grown within the changing HR landscape. The pandemic's reverberations

on mental health have raised the value of strong well-being schemes. HR now

bears the duty of building a healthy work environment that supports

employees' general well-being, giving quick access to mental health resources.

Elevating well-being not only augments output but also serves as a proof to an

organization's unwavering commitment to the lasting welfare of its workforce

(McKee et al., 2021).

DIVERSITY AND INCLUSION AS IMPERATIVES

Nurturing Inclusive Workplace Cultures Diversity and inclusion (D&I) have

solidified their place as important factors in successful HR strategies.

Acknowledging the necessity of supporting fair workplaces, HR practitioners

assume the role of building an open culture that values difference in all its

aspects. This includes fair hiring practices, ensuring similar tracks for growth,

and maintaining ongoing training to address hidden biases. The end goal is to

create an environment where each employee feels recognised, heard, and

strong.

The mix of the COVID-19 breakouts and Brexit has brought in a big change in

HR policies. This change is highlighted by ongoing themes—encompassing

technology fusion, the acceptance of online work, the welcome of freedom, and

the elevation of employee well-being. As companies handle the ever-evolving

environment, the ability to build a flexible, involved, and effective staff remains

important. Success hangs upon HR's skill in mixing tradition with innovation,

adroitly recalibrating methods to match with the changing demands of the



modern workforce (Elo et al., 2023). The smooth merging of these dynamic

changes will finally shape the course of the HR environment and its key input

to company growth and success. 

Figure 2 HR STRATEGIES TRENDS

(Source - (Empxtrack Content Team, 2021))

IMPACT OF BREXIT AND COVID

The effects of Brexit on the labour market and HR strategies are complex and

evolving in a diverse landscape. The changed external environment has prompted a

thorough re-evaluation of organisational talent pipelines and workforce dynamics.



Reduced access to EU labour markets has sparked a strategic shift and compelled

businesses to invest in skill upgrading and training programmes. Organisations are

simultaneously motivated to broaden their reach by recruiting international talent to

counteract the constraints of restricted access to European labour.

The push for upskilling and training offers a chance to broaden the domestic

workforce's skill set and improve their competencies to correspond with shifting

industry expectations. The consequences of Brexit, though, are not without their

share of difficulties. The regulatory challenges brought on by the changing

relationship with the EU demand a flexible and adaptable compliance strategy. HR

professionals need to be agile and strategic thinkers to navigate these complexities

(Zakaria, 2020).

The threat of prospective labour shortages in some industries also heightens the

urgency of the HR environment. To meet this issue, HR professionals must employ

creative and innovative talent acquisition techniques that go beyond accepted

conventions. To do this, you must cultivate a variety of talent sources, tap unrealised

potential, and respond quickly to changing market conditions.

HR strategies need to be precisely adjusted in this changing post-Brexit climate.

Even if they are still crucial, talent development and attraction must be skilfully

woven into the fabric of shifting legislative changes and labour market demands. A

strategic need is created by quickly pivoting while fostering a diversified talent

ecosystem.

As businesses traverse the uncharted waters brought on by Brexit, HR's function

becomes increasingly important in directing the workforce towards resilience and

long-term growth. The secret to guaranteeing organisational adaptation and

prosperity in this new era is strategically linking HR strategies with altering market

dynamics and regulatory landscapes (Juhász & Bányai, 2021).



Figure 3 LABOUR MARKET

(Source - Spital and Aerssen, 2023)

‌

DATA-DRIVEN DECISION-MAKING IN HR
Making decisions based on data has become one of the cornerstones of an effective

HR strategy. HR practitioners have the potential to improve several facets of people

management by gathering and carefully examining data on employee performance,

job satisfaction, and retention rates. Using analytics, talent acquisition, engagement

programmes, and employee development procedures may all be optimised.

A more accurate understanding of worker dynamics is made possible by strategically

integrating data analytics in HR. By digging into crucial indicators, HR learns about

trends that affect employee behaviour, productivity, and overall job satisfaction. As a



result, HR methods can be modified to match particular demands and difficulties,

leading to better results (Bailey et al., 2022).

Additionally, by utilising data-driven insights, HR can develop personalised plans that

perfectly mesh with organisational goals and specific employee desires. These

customised strategies raise retention rates, job happiness, and employee

engagement, which results in a more motivated and productive team (Kane et al.,

2021).

STRATEGIC APPROACH TO HR

The advancement of HR highlights a significant transformation from a transactional

to a strategic role. HR personnel can now significantly impact corporate performance

after being previously limited to administrative duties. The strategic synchronisation

of HR activities with overarching organisational goals enables this change.

The strategic approach used by HR specialists allows them to go beyond simple

people management. By orchestrating activities that align with the business's

long-term objectives, they develop into talent optimisation architects. This strategy

change covers a wide range of topics, such as hiring, developing, and retaining

employees (Webb, 2021).

By merging HR initiatives with more overarching organisational goals, companies

can harness the potential of their people resources. HR professionals need to be

aware of the intricate relationships that talent management and organisational

growth have. By modifying HR practises to complement company aims, HR acts as a

catalyst for fostering a return to productivity, creativity, and adaptability.

For addressing issues brought on by changing market dynamics, the strategic HR

strategy is crucial. HR professionals can forecast future staffing needs and develop

proactive plans to fill skill gaps by having an in-depth understanding of the business.

The ongoing improvement culture that is fostered by this tactic enables staff

members to adapt their skill sets to shifting needs (Stuart et al., 2021).



LIFELONG LEARNING AND SKILL DEVELOPMENT

The importance of continual learning and skill development must be addressed

during constant change. These elements are crucial for businesses looking to keep

their competitive edge, not just supplemental. As career paths always change, HR's

responsibilities expand beyond traditional roles to foster a culture of never-ending

learning.

Lifelong learning and skill development are not simply personal goals; they are also

essential to the success of organisations. Employees possess a varied skill set and

contribute to the organisation's adaptability and resilience in changing market

conditions. A dedication to continuous learning also fosters employee engagement

and empowerment, which strengthens their loyalty to the company (Bell et al., 2022).

The organisation's dedication to the growth and development of its people is

underscored by this paradigm change in HR's function. A culture of lifelong learning

not only helps employees stay current in a world that is changing quickly and equips

them to be the catalysts for innovation. Organisations invest in their success and

future viability when they invest in the skills of their personnel. In an ever-changing

environment, HR's development as a supporter of lifelong learning is crucial for

maintaining competitiveness and ensuring a lasting organisational legacy.

POST-COVID RECOVERY AND FUTURE OUTLOOK

A mix of cautious anticipation and optimism marks the trajectory of post-COVID

recovery. A dynamic future is set up for success by the convergence of a recovering

labour market and a paradigm shift in HR practices. New trends and creative HR

strategies can enhance redesigned work dynamics at this crossroads. Despite this

optimistic outlook, inflation and needing more skilled workers require skilful

management.

Past high employment and record-low unemployment rates demonstrate the labour

market's endurance in hardship. This increases the likelihood of higher consumer

spending and investment and encourages the economy (Aerssen, et al., 2022).

The pandemic's lessons and the post-Brexit era's expectations have moulded and

informed revolutionary HR strategies that align with the workforce's changing



demands. With the adoption of remote work, flexibility, employee wellbeing, diversity

and inclusion, and data-driven decision-making, these tactics herald a fundamental

transformation of HR's position from one of support to one that is strategically driving

organisational success.

However, vigilance is advised as the recuperation process progresses. Strategic

thought must be given to how inflation may affect ongoing skill shortages. The cost

structures of enterprises and customer behaviour may be impacted by inflationary

pressures, needing dynamic financial management.

Similarly, a lack of certain talents in the workforce could prevent the potential for

growth from being realised. Closing these skill gaps will take focused upskilling,

reskilling, and talent acquisition activities (Bell and Blanchflower, 2020).

In conclusion, the post-COVID recovery phase offers a landscape ripe with

possibilities, driven by a robust labour market and creative HR approaches. Effective

management can lessen the effects of issues even as they continue. The UK

economy has the potential to be guided towards sustained growth and prosperity by

the combination between HR adaptation and the labour market's resilience. The

intersection of HR's strategic foresight and the labour market's dynamic emerges as

a cornerstone for a better, more prosperous future as organisations negotiate this

challenging terrain.

Figure 4 COVID RECOVERY

(Source – IBM, 2020)



CONCLUSION

The smooth interaction of the strong labour market and nimble HR strategies creates

a symbiotic relationship that directs the country's socioeconomic trajectory in the

complex tapestry of post-COVID, post-Brexit UK. This interconnectedness highlights

the crucial part that human capital plays in determining organisational and broader

societal success.

The labour market's resiliency and the strategic creativity of HR professionals are

intertwined as the UK navigates this pivotal moment. These experts have gone

above their conventional responsibilities and transformed into builders of

development, prosperity, and innovation. They are ready to use their strategic

interventions as the pivot point for success, igniting prosperity within organisations

and across the country. HR professionals promote diversity, learning, and

data-driven decision-making in the face of opportunities and challenges. HR

initiatives help organisations become resilient and adaptable by coordinating with

changing organisational goals and worker needs. Increased employee engagement,

continued productivity, and economic growth are all benefits of this strategic

alignment.

The story of HR transcends transactional tasks in this dynamic environment,

becoming an agent of change with repercussions beyond the corporation's confines.

A strong labour market and strategic HR initiatives work together to pave the way for

a future characterised by development and growth. As the UK enters this new era,

the strategic thinking of HR and the toughness of the labour market combine to

support a successful trip. This journey depends on the inspirational leadership of HR

professionals who, as change agents, create an empowered workforce and a

prosperous country.
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