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[bookmark: _Toc123123819]1. Introduction
This particular report aims to identify the current state of labour market in the UK businesses that helps in analysing the economic progress of the company. Furthermore, the report also helps in examining the emerging changes that come across in the HRM strategies after the pandemic and Brexit in the UK. The role of HR managers has been recognised throughout the study. Therefore, the main section is concerned with the external as well as internal challenges with the help of PESTLE and VRIO analysis. These help in analysing the various factors that affects the HRM strategies in an organisation.  


[bookmark: _Toc123123820]2. The Current State of the Labour Market in the UK
[bookmark: _Toc123123821]2.1 Impact of Labour Shortages
In developing countries, labour markets play a vital role in the social and economic progress related to employment in a particular organisation. Many firms demand labour and individuals as they are an important part of the production process. In order to experience high competitive advantage in the labour market, most companies are indented to fulfil the demands of the labours. Therefore, the current state of the UK labour market evaluates that three-quarters of businesses in the UK are struck by labour shortages. The employment rate in the UK from July to September 2022 was around 75.5%, highly unchanged from the previous quarter (Powell, 2022). Along with this, the 1.1% points lower than before the pandemic. Moreover, in the last three months, the number of employees decreased constantly but the number of self-employed workers increased. As per the current situation, the timely approximation of pay rolled workers for October 2022 shows an additional monthly increase, up 74,000 on the revised September 2022 figures, to a record 29.8 million (NHS employers, 2022). 
Furthermore, the redundancy rate from July to September (2022) declined by 0.2% in the sector to 3.6%. Most of the people who were unemployed for all duration categories decreased during the last three-month period (NHS employers, 2022). Therefore, after a sudden fall in the employment rate during the first wave of COVID, there was a quick recovery in the figures of the employment rate in the last months of 2021. On the other hand, the number of unemployed workers or those who are not available for work has been increasing constantly. People were fascinated towards working from home or enjoying their luxurious lives during the pandemic. Thus, the recovery from unemployment appears to have levelled off because labourers are not willing to work. Wage inequality was improving until about the year 2000 but was declining over the last ten years (Hassan, 2016). 
As per the research, the labour market in UK businesses was under high recession as compared to the other European countries. Therefore, the unemployment rate has increased by around three percentage points and even started decreasing from its pre-recession period in 2016 (Garavan, et al., 2016). The decrease in unemployment rate has been speeding up since late 2013, as of the third quarter of 2019. Unemployment in the UK is currently more than a full percentage point below its declining level at 3.8%. Moreover, unemployment is much lower since the early 1970s (Powell, 2022). Other than the employment growth in the business the economic inactivity is comparatively high. The reason for low unemployment is due to more employees leaving the workforce completely instead of entering into the work. Therefore, the demand for supple workers is a major threat that affects the performances of the workers that are economically active. 
[bookmark: _Toc123123822]2.2 Role of HR Department
Earlier the role of HR managers was to just follow recruitment and firing practices along with training programs and career planning strategies. The current situation of labour market in the UK is majorly affected by the human resource management as per the changes in the last three decades. Presently, the HR department is also working as a strategic business co-worker who works towards fulfilling the strategic aim of the company. However, the role of the organisation has been completely changed in terms of resourcing labour (Krueger, 2017). In the past years, the organisations were used to following a procedure of recruitment and firing of labours and no other factors are affected. Moreover, organisations have to adopt various policies for the safety of employees, along with planning and procedures for the workforce area.In order to achieve organisational goals, they are more indented to fulfill the needs of the labourers along with providing training sessions to them. 
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Figure 1: United Kingdom (UK): Employment from 2013 to 2023
Source: (O’Neil, 2022)
In the UK, the number of employed workers was forecast to increase constantly between 2022 and 23 among 0.03 million people. Therefore, the number is predicted to increase to 32.75 million people in 2023 (O’Neil, 2022). As per the latest information from August-October 2022, there were 1.25 million unemployed people in the UK. This has been attained with the levels rising from the preceding quarter although it has been decreasing over the year. The unemployment rate from August to October was around 3.7%. 
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[bookmark: _Toc123123824][bookmark: _Toc123065364]3.1 Responsibilities of HR Management 
The pandemic period affects the working style of employers as well as employees which leads to uncertainty in the work area (Paauwe and Boon, 2018). Therefore, the HR department operated in the crisis form in 2020 and the first half of 2021 in order to figure out the way employees can work flexibly. The HR managers were working more than ever on C-level planning to fulfil the aim of the organisation in the pandemic era. Moreover, after the COVID period, the companies try to manage their work in a normal way (Ayedee, et al., 2021). The responsibilities of the HR department were increased after the pandemic as per the demands of employment practices. Thus, HR management is still answerable for the activities related to the productivity and effectiveness of the workforce in the employees. After the pandemic era, the HR managers have to make sure of the continuity of the business aspects along with forming a bridge between employers and employees.
As per recent research, the departure from the EU creates major problems for HR management and it has been highly anticipated for years (Johnstone and Dobbins, 2021). Consequently, the UK has officially left the European Union (EU) on the 31st of January 2020, and this brings a loss of responsibilities for the HR department along with it. On the behalf of the business, it is the prime responsibility of the HR management to balance the practical aspect along with the professional outlook of the company. They are more focused towards supporting and looking after their employees in order to create a positive outlook for the company in the niche market. Similarly, they are fascinated towards bringing new talent into the company so that they can improve their company’s retention rate (Ayedee, et al., 2021). Since the working styles and regulations were changing constantly, human resource managers have been struggling in adopting these rules in the business criteria. 
[bookmark: _Toc123123825]3.2 Development of New Skills
After the COVID era, the HR department plays one of the most significant roles in managing the challenges and opportunities that come across in a corporation (Collings, et al., 2021). They are optimum towards defining and developing skilful practices in order to accomplish the goal of the organisation. The HR managers have tended to observe the behavioural changes in the employees after the pandemic and develop new skills to overcome the issues. In order to obtain effective performance after COVID, human resource management requires to renewed attention of experienced workers. They also need to automate the changes that have arrived after the crises (Boon, et al., 2018). On the other hand, there are many professional elements that the HR manager has to manage as per the necessities of the new trade agreement after the separation from the EU (Sindakis and Aggarwal, 2022). The organisation needs to examine the changes that have come across after departure from European Union. After the separation fromthe EU, HR professionals play a vital part in supporting incoming talent along with providing them security. 
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Figure 2: The Impact of Pandemic on Human Resource Practices
Source: (Paauwe and Boon, 2018)
In order to accomplish the needs of the business, the HR industry has to more focus towards adopting a working model that is helpful in maximising productivity and flexibility (Hassan, 2016). Therefore, the HR department is struggling with changing its structure almost daily as per the changes in technologies in the organisation. Thus, this practice majorly creates a positive impact on the daily approaches and the overall performance of the workers. Additionally, the organisations focus on adopting various HRM strategies that include changing the daily routines of employees from shifting towards the workplace area. The organisation supports the employees towards working in the office and continuing to react to the working culture. While after the exit of the EU from UK businesses the HR departments are attentive towards the recruitment process that requires lots of planning and procedures (Collings, et al., 2021). One of the major principles that need to be followed by the HR department is the correct documentation when managing the existing EU nationals in the UK workplace area or vice versa. On behalf of the organisational department, the HR experts need to be more focused towards adopting a transparency policy to manage relations with the employees. Communication is an integral part of the particular business strategy that helps in improving misunderstandings that have been created especially after Brexit (Boon, et al., 2018).  
[bookmark: _Toc123123826]3.3 Adoption of Innovative Reporting Structures
The organisations demand acceptance of new skills from the HRM department as they deal with the strategies such as training and development programs for the workers in the workplace area (Caligiuri, et al., 2020).The HR Managers would also have to plan innovative reporting structures as remote work forces need supple methodologies that can happen only with flexible and even organisational structures. After the pandemic era, the trend in the HRM department has been changed by providing assistance to the employees to manage their performances. They also need to manage the process of selection by hiring quality candidates for reliable positions in the company. Similarly, the HR manager can also provide solutions to issues that include language processing because the employees are suddenly switching from work from home to the office (Liang, et al., 2022). Therefore, the new approaches in the HR management of UK businesses precisely transformed the traditional methods along with the high quality of employee experiences. 
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Figure 3: Predicted Change to Company’s UK Production and/or HR post-Brexit
Source: (Statista Research Department, 2016)
This graph shows the forecast of 404 executives of UK-based companies and 378 executives of companies. This is overall prediction of the changes that come across within the three years of post-Brexit (Statista Research Department, 2016).
The organisations also face issues in acknowledging the salary differences after the pandemic period (Butterick and Charlwood, 2021). The HR managers need to make sure that all the norms are being followed in the organisation, as if the worker states that they are working in the UK, but they are also working from other countries. This needs to be examined by the managers and determine the whole process of firing that worker. All these issues basically occurred after Brexit and the organisational department of UK businesses must ensure to develop a clear understanding of the impact of Brexit. On the contrary, after the COVID, HR experts are more accomplished to learn new skills (Oseghale, et al., 2022). The HRM strategies have been changed completely from hiring to providing personnel training to the employees for the skilful development in the organisation. The HR leaders are taking on more responsibilities about ones which outshine their past duties in the organisation. The HR leader navigates the biggest challenge in their professional outcomes faced in history and changes to the future opportunities to outshine the overall performances. 
[bookmark: _Toc123123827]3.4 Analysis of External Environment
Further, with the help of PESTLE analysis the risks and productivity level in UK businesses after the pandemic and Brexit has been analysed. Since, pestle analysis is useful in providing contextual information about the organisational direction and its market position along with the growth rates (Shtal, et al., 2018). In order to elaborate on the external factors that in turn serves to influence the procedures and planning accepted by the firm. 
	Factors
	Description

	Political Factors
	· The HR managers are more fascinated towards hiring new talent in order to enhance overall performance after the pandemic (He and Harris, 2020). 
· Therefore, the HR management is more focused towards implementing talent or performance-based management to maintain high-performance rates.

	Economic Factors
	· Labour cost is an important economic factor in the retail industry that affects the cost of supply chain management during a pandemic in UK organisations (Liang, et al., 2022). 
· In addition to this, a decrease in consumption and laying off employees are significant factors that had been affected the industry.

	Social Factors
	· The social factors of the retail industry of the UK involve the understanding of a variety of demographics in one workplace area. 
· Accordingly, the rights of the people must be ensured by the HR department (Caligiuri, et al., 2020). 

	Technological Factors
	· Technological factors that affect human resource strategies after the pandemic or Brexit involve fast technological usage by sending quick messages (Oseghale, et al., 2022).
· Companies set up advancements in technologies to increase customer experience as well as sales the company, especially after the crises.

	Environmental Factors
	· The improved risk of pre-existing circumstances associated with disease cruelty affects the safety of the brand as well as the supply chain of the company in UK businesses (Butterick and Charlwood, 2021).
· Moreover, the more remote work states less driving of pollution. 

	Legal Factors
	· The HR managers must maintain confidentiality and take the responsibility of upholding the data of employees (Butterick and Charlwood, 2021). 
· Therefore, proper verification is needed about the background of the employees to face legal consequences. 



With the help of PESTLE analysis, it has been examined that the hiring of new talent and implementing the performance based management are the political factors that majorly affect the overall performance of the businesses. Therefore, the economic and social factors such as labour cost and demographics in the workplace area increase the responsibilities of the HR department. Advancements in technologies are one of the major technological factors that affect the human resource strategies. 
[bookmark: _Toc123123828]3.5 Analysis of Internal Factors
Furthermore, in respect to VRIO analysis this particular report examines the internal competitive advantages of its chief resources by using four main lenses for the analysis (Chatzoglou, et al., 2018). Therefore, the VRIO analysis is an efficient tool to assess the internal environment of the industry or an organisation. 
	Core Competencies
	Valuable
	Rare
	Inimitable
	Organised
	Advantage

	Sales Management
	Yes
	No
	Yes
	Yes
	Sustainable Competitive advantage

	Customer Relationship Management
	Yes
	No
	No
	Yes
	Sustainable Competitive advantage

	Online Marketing
	Yes
	No
	Yes
	Yes
	Sustainable Competitive advantage

	Data Analysis
	Yes
	Yes
	No
	No
	Temporary competitive advantage

	Logistics
	Yes
	Yes
	Yes
	Yes
	Sustainable competitive advantage



From the above analysis, it has been identified that customer relations as well as logistics are the rare feature of the business that offers a competitive boundary to the industry. Therefore, online marketing is an important feature that is useful in increasing the brand value. It can be useful in examining the market position of the particular organisation in order to experience competitive advantages. 
[bookmark: _Toc123123829]
4. Conclusion
From the above report, it has been concluded that labour markets play a vital role in the social and economic progress related to employment in a particular organisation. Many firms demand labour and individuals as they are an important part of the production process. Furthermore, the responsibility of HRM department has increased after the pandemic or departure of UK’s businesses from EU. Thus, the HR departments are attentive towards the recruitment process that requires lots of planning and procedures. With respect to the PESTLE analysis, it has been evaluated that environmental or legal factors such as pandemic crisis and maintaining the confidentiality of the personal information of employees impact the practices of HRM. Further, the VRIO framework has offered a basis to begin out the mapping along with understanding the resources. This has led to a great success and helps in experiencing competitive advantages in the niche market.   
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