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1.0 Introduction
Human resource management is the strategic approach of practising the appropriate method of recruiting, hiring, selecting the right candidate, sustaining them, deploying effective HR policies and managing the overall task of managing the people within the organisation. In the current report how HR policies get updated within an organisation based on the current internal and external forces of the labour market is going to be discussed.  
1.1 Aim/ Objectives
The main aim of this report is to understand how human resource management and HR policies are being affected by internal and external factors in the labour market. For this purpose, the primary objectives are to analyse the current state of the labour market of the UK and how post-Brexit and Post-Covid incidents influence changes in the HRM practice in the UK. 
1.2 Choose the Organisation
Sainsbury's has been chosen to understand how the company is complying with the Stanadrad HR policies of the UK corporation sector in general. As mentioned by Lai et al. (2017)  configurational approach of HRM concludes both the “best practice and contingent approach” and suggested that within the HR system, both the “ both horizontal and vertical fit” need to be balanced to achieve a synergistic output. Horizontal fit is the internal consistency that prevails within the organisation’s HR practices and the vertical fit is the harmony between the HR system and the current organisational context. Under the Employment Rights Act 1996, all UK organisations that have more than five employees should have basic HR policies, including a “Disciplinary and Dismissal Policy. Grievance Policy. Health and Safety Policy”.
1.3 Policies and Procedure 
In order to abide by this legal requirement, Sainsbury's has introduced HR policies based on human rights. Having followed the “International Bill of Human Rights, UN Guiding Principles on Business and Human Rights and the International labour organisation's Declaration on Fundamental Principles and Rights at Work”, the company has pledged to Equality Policy where each employee will be treated fairly and in an equal manner. To control Human rights abuse, the company has its own Zero Tolerance Policy to reduce adverse impacts on the human rights of the employees (Sainsburys, 2020).  
2.0 Labour Market
2.1 The current state of the labour market in the UK, the Developed Country 
The CIPD report 20222 revealed that the difference between employers expecting to scale up the staff levels and those expecting to reduce staff levels in the upcoming three months, known as the net employment balance, remained positive at +28, indicating that employers plan to increase staff numbers in the three months leading up to March 2023. The current scenario of the UK labour market is thus, that 57% of employers find it difficult to fill the vacancies and 29% of them anticipate that they have to face certain challenges in filling the vacancies in the coming six months of 2023. Primary and utilities (82%), healthcare (78%) and education (77%) are the industries with the most open hard-to-fill positions (CIPD, 2022). Employers who are stating the issue of finding it hard to fill the vacancies informed that 40% of the vaccines are there because of lacking skilled labour. Either the applicant does not understand the required skills and job role or lacks the technical skills that are in demand (CIPD, 2022). Therefore, it can be said that the current labour market in the UK is tight due to “strikes, high rates of inflation and rising interest rates”. This recruitment struggle is likely to sustain for the next few years and to address this issue, employers have decided to increase 5% in the “expected pay awards” despite the higher inflation rate to motivate employees. 
According to the annual report published by ONS in 2022, it was declared officially the UK labour market remained to be tight, ever in history, especially since 2012 and the indication is towards the poor economic condition. It has been identified that in November 2022, the Unemployment rate remained to be the lowest at 3.7%. However, this percentage was 0.2% up in comparison to the previous three-four months. Though the unemployment rate is decreasing, the average weekly working hours are decreasing and the probable reason is poor economic output. As employers are paying more attention to supporting employees during challenging economic environments and uncertainties, and hence, the redundancy rate has increased to 3.4 per 1,000 employees in November 2022 since the 2008 recession (IGD, 2023). However, in the overall scenario, job vacancies are higher and in comparison, to that, the redundancy rate is very low and this is the reason that companies are paying attention to attracting labour instead of cutting off excess labour. 	  
Refugees and the UK Labour Market is also interesting area of concern. In 2017, it was marked that around 374,000 foreign-born individuals migrated to the UK and the startling fact is that the asylum migrants do not share equal rights in the UK labour market (Kone et al. 2017). They earn less and also work fewer hours. Therefore, in the field of HR policy debate, this integration of refugees into the labour market is a serious issue that needs to be addressed.  		
2.1.1 The emerging changes in Human Resourcing Strategies in the post-Covid, and Post-Brexit external environment 
The main effect of Brexit is the challenge to resources across national boundaries. The greatest adverse impact of Brexit on HR resourcing is getting hands on the “right talent and labour supply”. Europe’s high contingency was due to Brexit and the compilation was intensified further because of price increases and increasing fluctuations in the labour market. In order to resolve this issue, the UK government issues certain guidance for employers to update the HR policy so that in the initial stage, employees who are permanent residents of “The EU, EEA or Swiss citizens” get a chance to continue to work (Pay Data, 2022). Reformation of immigration policy is required to shape the labour market post-Brexit situation (Wadsworth, 2018). The new HR policy demanded all the employees show their ‘permanent residence documents’ living in the UK for the last five years. If required the employees apply for the  EU Settlement Scheme or  British citizenship. Thus, the UK government has taken some serious measures to protect the workforce and the talents from the impact of Brexit.  
After Brexit, Covid-19 hit the UK economy in 2020. As mentioned by Oseghale et al. 2022. Due to the WHO guideline, immediately the organisations need to shift remote working. Thus, during and post-covid state, traditional Human Resource Management (HRM) practices need to integrate reconfiguration to keep pace with the “new normal”. The hybrid work policy should be introduced. Importance is given to deploying “agile human resource management practices” within the HR system and changes will be done in “hiring, employment relations, performance review, technology training and mental health and well-being” (Oseghale et al. 2022). Special attention will be given to “compensation, a different place to work, working conditions, employee relations, performance management, training, plan for employee assistance, and layoffs during a crisis”. 	
2.2 The current state of the labour market in India, the Developing country 
In 2016, India’s economic growth was around 8.0%. However, since 2017, a sharp decline in GDP was noticed. In fact, the Central Statistical Office (CSO) declared that GDP has dropped by 7.1%. The total workforce in India reached 1.1 million in 2011-12. In urban areas, the increased private sector resulted in a 57.2% growth in employment. In the Indian labour market, the contribution of the women workforce is very less. The agricultural sector contributed 48.9% of employment and the services sector marked 53.7% of employment in 2016-17 (ILO, 2017).  However, one of the biggest problems of the Indian labour market is informal employment in the unorganised sector and the percentage of this type of employment is 82.2% in  2011-12. Child labour is the second biggest issue in 2011-12, with 10.1 million children ging between 5-14 YO engaged in child labour (ILO, 2017). However, in recent times, the covid-crisis has badly impacted the Indian labour market. Due to the unreasonable cut-off of employment, people are now becoming pessimist about their current job/ employment conditions (Deloitte, 2022). Youth unemployment is a serious concern for India.  Therefore, the Indian government should look into this matter to generate a strong workforce for the future and economic development.   
3.0 Evaluate managerial and business environments
3.1 Analyse how resourcing in an organisation is affected and informed by internal factors that in turn serve to influence the policies, procedures and processes adopted by the organisation- use SWOT 
Following is the SWOT Analysis for Sainsbury’s UK to understand how the company has been working on its human resource management so that employees remain satisfied.  
Strength: Globalisation has led to an enhanced workforce practice within the organisation through effective diversity. It has deployed the Employment Equity Program, where candidates of any gender get the equal opportunity (Tamzid and Parves, 2017). Sainsbury's also has HR diversity activities that aim to support disabled and women employees through various work facilities. The materiality assessment in 2019 this company showed that has successfully practised a sustainability strategy within the system and the company abides by the investors in people (IIP) standards when it comes to proving training to the employees. The benefit of having a diverse workforce is that employees learn to respect each other's differences and work together as a team. This increases both employee and organisational productivity by driving a greater collection of concepts and knowledge from different employees and resolving an issue successfully. 
Weaknesses: As the company is famous for its equal treatment in the HR policy, the company tried to apply the early conciliation (EC) certificate in terms of claiming equality in wages among the employees working in the warehouse and floor workers. The claim was that the wage rates of floor workers, who are mostly female workers and the wages of warehouses, where, mostly male workers work should be equal (Personnel Today, 2023). However, the court rejected this appeal for equal pay because they found it unreasonable. However, the company should monitor that such an unreasonable act does not occur because it will hamper the brand's reputation. 
Opportunities: Sainsbury's has a great scope for agility in human resource management and improving HR policies.  As a result, during Covid-crisis, the HR department emphasises employees’ mental well-being and provided “mental health and well-being support” by establishing Wellbeing Steering Committee. The company also collaborated with Clo Moriarty, the company’s official Operating Board sponsor for Wellbeing to monitor employee well-being (Sainsburys, 2023). Thus, the company showed a great opportunity to practice a holistic approach to well-being, where all three aspects -Mental, Physical and Financial well-being were taken into consideration.  
Threats: The biggest threat during the pandemic was job cut-offs. Employee layoffs were real and the company decided to cut down “hundreds of management roles” to cope with financial loss due to Lockdown. The leadership teams were reduced by 20%, which the company said was unfortunate but the only way left for them (Reuters, 2020). This proves that the company’s HR policy was not easy for any sudden risks or uncertainties because of which the workforce has to suffer. Hence, this needs to be improved so that the maximum impact on HRM can be controlled.	
3.2 Analyse how resourcing in an organisation is affected and informed by external factors that in turn serve to influence the policies, procedures and processes - use PESTLE

	External factors 
	UK
	India

	Political 
	The HR policies mostly involved deploying governmental new regulations that a firm must follow, such as those relating to tax laws or employment laws. For example, the UK government set the highest rate income tax is 40%. However, in the updated policy, an additional income tax rate of 45% is set for earnings over £125,140 a year (BBC, 2023). Therefore, the HR department’s responsibility is to convey these terms and changes to the employees. 
	In India politics and HRM strategies are interlinked with each other. In order to support employment, the Indian government launched Aatmanirbhar Bharat Rojgar Yojana (ABRY) through an Employees’ Provident Fund Organisation (EPFO) so that the financial burden of the employers can be reduced to some extent (PIB Gov, 2020) 

	Economic 
	“Recessions, economic booms, and the general rate of inflation” are some of the economic factors that influence organisational to update their HR policies within the strategic management system. For example, during Brexit and Covid-crisis, UK’s labour market showed a labour shortage. Hence, the HR department of the organisation was focused on driving new strategies to attract the best talents.
	Indian organisations always keep an eye on the economic condition of the country, because based on it, employee wages and hiring new talents get increased (Sohani, 2015). 

	Social 
	Social factors like, “work ethic, attitude towards work, and employee motivation” certainly have a direct impact on HR policies. During the Lockdown, as the employees were suffering from mental health issues, most of the organisations updated their HR policy and emphasised employee well-being. 
	A similar approach is found in the Indian economy also. As India is a diverse cultural place, hence, the companies promote diverse work cultures through effective HR policies and deploying The Equal Remuneration Act, of 1976 to promote equality (India Briefing, 2019).   

	Technological 
	HR departments now use technology to communicate with employees, maintain personnel records, and evaluate employee performance. In order to equip employees with updated technical knowledge, HR strategies in the UK include on-job training to enhance their technical skills.  
	In India also, using advanced technology has made the work of HR practices easier and more efficient. The involvement of technology in the human resource
management (HRM) strategy makes employee-employer communication easier (OAJI, 2015). Also, collecting employee data to improve HR practice has largely been supported by technical intervention.  


	Legal 
	UK organisations follow certain basic HR policies to abide by the Employment Act 20165 which are - “Health & safety policy (if you have more than five employees). Disciplinary and dismissal policies. Grievance policy”. 
	In order to make the HR practice fair and transparent, Indian organisations abide by the following regulations- “The Companies Act, and the Contract Act, 1872, Minimum Wages Act, 1948, The Equal Remuneration Act, 1976, Bonded Labour System (Abolition) Act, 1976, The Maternity Benefits (Amendment) Act, 2017, Sexual Harassment of Women at Workplace (Prevention, Prohibition, and Redressal) Act, 2013, The Payment of Gratuity Act, 1972 and others” (India Briefing, 2019). 

	Environmental 
	UK organisations must follow the Environment Act 2021 and take the pledge for “net zero carbon emissions by 2050”. 
	Some laws which Indian organisation should follow are - “Water (Prevention And Control Of Pollution) Act, 1974. Water (Prevention And Control Of Pollution) Cess Act, 1974. Air (Prevention And Control Of Pollution) Act, 1977”


Table 1: PESTLE Analysis
(Source: Self-created)
3.2 Theory of Internal Labour Market 
Having followed the marginal productivity theory in labour market economics, the internal labour market makes sure that within an organisation, the administrative unit successfully allocates manpower and keep a balanced pricing strategy by deploying a set of governing rules (Joll et al. 2018). There are three factors that mostly control the flow of internal labour markets. These are “the hiring process, the promotion process and the pattern of wage setting”. Thus, this theory helps HR managers to successfully explain the expectation of wages within a designation based on their job role and responsibilities and skills. Thus, using this theory, HR managers can understand the strengths and weaknesses of the existing employees and update the HR policies accordingly to sustain them. 
4.0 Conclusion 
In light of the current discussion, it can be concluded that Human resource management is a tough task because keeping the employees satisfied is a  big deal along with abiding by the employment laws. Therefore, HR managers need to be aware of all the internal and external factors influencing HR policies and modify existing HR strategies frequently so that no illegal or gap issue occurs. As the main objective is to keep employees satisfied, hence, the organisation never gives a second thought to improving HR policies and strategies in a regular manner. 
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