SUZANA MANKENDA
N:1707269
DIGITAL SKILLS AND RESEARCH METHOD
50% MODULE
[bookmark: _GoBack]LECTURER: RENUGA JAYAKUMAR
30-04-2018
ASSESSMENT COMPONENT 2 – 50% of MODULE MARKS
WRITTEN REPORT – 2000 WORDS







INTRODUCTION 

The workplace topic I have selected for this Report is Brexit. On the 23rd of June 2016, a referendum was held and the majority of the British population voted to leave the European Union. This has affected Britain in a number of ways; socially, economically and politically.

For the purpose of this report, we will discuss the impact of Brexit on the workplace. Firstly I will critically discuss how Brexit has affected the workplace and also discuss future projection. I will outline my methodology and provide an interpretation of data; while also emphasising the importance of ethical and effective data collection. 

 
THE IMPACT OF BREXIT ON THE ECONOMY AND BUSINESSES:

Article 50 of the Lisbon Treaty was actioned on the 29 March 2016, this decision left UK workers and employers in considerable uncertainty. Over the last 2 years, many trends have been observed in regards to what impact this has had on the workforce. The UK is currently in the transition period. This “It refers to a period of time after 29 March 2019, to 31 December 2020, to get everything in place and allow businesses and others to prepare for the moment when the new post-Brexit rules between the UK and the EU begin” (Alex Hunt and Brian Wheeler. 2018) 

Currently, much of the UK's employment law is heavily influenced by EU Law and policy. Britain is a multicultural nation and many businesses employ staff from European countries. There is no denying that there will be a considerable impact on the workforce when the UK officially leaves the EU in 2019. So as businesses prepare for the changes to come, let us discuss some of the factors that employers and managers must consider. 

 Many businesses claim that leaving the EU would give the UK a chance and begin new business partnerships and trade agreements in more progressive markets. Countries such as China and India are experiencing continuous economic growth. John Ross senior fellow at the  Chongyang Institute argues “Rapidly rising state investment is associated with high economic growth (China and India); over-reliance on private investment is associated with low growth (U.S., EU and Japan).”(John Ross. 2017) Brexit provides the opportunity for the UK to break out of current trends and boost the UK economy. A stronger economy in the long term means more jobs, opportunities, development and better pay for UK workers. 

It is a commonly held view that EU regulations limit businesses in the UK and place the UK in a disadvantageous position. “What really bothers us is the crassness of some of the regulations and the fact that while they’re implemented very thoroughly in the UK, elsewhere implementation is a lot laxer, so we lose competitive advantage,”(Jo Thornley. 2018).  So arguably if Britain were to leave the EU they would gain a competitive advantage and businesses may perform better.

Another benefit of leaving the EU would be the widening our pool in terms of talented employees. At present, the majority of the workforce is made up of UK and EU nationals. While it could be argued that the freedom-of-movement act provides greater choice for employers and businesses when hiring staff. It could also be argued that this act in facts limits the UK. Leaving the UK would mean that Britain would no longer be obligated by the freedom-of-movement policy and could rather attract Talent from Non- EU countries.

 I Interact with various educated and talented individuals who have told me that they would no longer/are sceptical about living and working in the UK as a result of Brexit. In addition to this non-EU nationals feel that they are not welcomed in the UK. As a result, Britain is losing out on the skills and expertise of non-EU nationals “A Brexit could also be beneficial in terms of accessing a wider staff pool,” says Neil Harris of EA Technology. “For example, it would be easier to recruit high calibre engineers from non-EU countries.” (Jo Thornley. 2018)

PRACTICAL IMPACTS IN THE WORKPLACE

As mentioned previously, there is considerable uncertainty in the workplace. As a result of this employers are having to consider a range of factors with regards to taking responsibility in managing the impact of Brexit, auditing staff and assessing EU workers immigration status, considering staffing gaps and steps to prevent discrimination and bullying in the workplace. We will now discuss these factors in further detail.

One question that arises amidst all of this is who should take responsibility for Brexit management in the workplace. HR teams within various organisations have the task of managing this sensitive issue. Businesses have been advised to identify how many EU members of staff they have work within their organisation. International organisations should also determine how many UK nationals they have working in the EU. These audits are necessary.

The Data collected in these audits are necessary to ensure the future of many businesses and will “help plan for potential labour shortages and staff mobility restrictions that could be a consequence of Brexit.” (Jo Thornley. 2018).  While this may sound like a reasonably simple task, it is, in fact, an extremely sensitive matter. This process has increased some employees feeling of discrimination and bullying.

Following Brexit there is a chance that in some cases EU workers may lose their intrinsic right to work and travel in the UK without applying for the necessary visa. “ Your workforce audit should include checking the immigration status of all members of staff, the length of their service in the UK or abroad and for EU nationals, the date on which they can apply for documents to certify their permanent residence in the UK” (Jo Thornley. 2018). If this data is not obtained organisations and it is found that employees are working in the company without legal immigration status there would be severe consequences “there is a risk of large civil penalties of up to £20,000 per illegal worker for getting it wrong, in addition to  imprisonment for employers” (Jo Thornley. 2018). Ignorance is simply not an option, worse case scenario failure to audit staff sufficiently would lead to financial loss and loss of staff.

This leads us on to the problem of staffing gaps. Brexit may impact upon consumer demands for particular products or services. It may also affect organisations ability to provide specific services depending on the nature of the organisation and staff; for example, businesses that rely upon seasonal workers, such as farmers in the UK and Scotland. Statistics have already shown a decline in the number of EU migrant workers “agencies were unable to fully meet farmers' needs, with a 10%-15% shortfall in workers. The report found Brexit was affecting decisions made by migrant staff.” (BBC News. 2018). These trends can also be seen in areas of business such as hospitality and tourism. Businesses need to think about how they will fill these staffing gaps to ensure that their businesses do not close down as a result of Brexit.



DATA INTERPRETATION

The CIPD conducted a recent data analysis in 2017 analysing data regarding the impact of Brexit on the workforce. These findings have been used as the basis for the above discussion, in addition to some BBC surveys. Let us begin by highlighting some of the main findings from the CIPD surveys and data.

Firstly there is the issue of relocation, as result of Britain's decision to leave the EU many businesses are considering leaving the UK and relocating their headquarters to another country. According to their findings, as much as 12% of private firms are considering relocating; which is over one in ten. If these private companies do leave the EU it will affect our economy massively and could lead to the loss of thousands of jobs. But where are these businesses considering relocating to? 

“ Popular relocation destinations among those firms that report they are considering moving their operations overseas include the Republic of Ireland (18%), Germany (15%) and France (13%). Almost a quarter (24%) say they will move or are considering moving operations to a country outside of the European Union”(Chartered Institute of Personnel and Development. 2018)

We can see from these statistics that a total of 24% of these private firms want to relocate their businesses outside of the Eurozone. However, a total of 46% of private firms are considering moving to other Eurozone countries which suggests that the majority of countries feel more secure establishing their businesses in countries that are governed and protected by EU law.

Figure 3 in the CIPD report (please see Appendix A) also provides some interesting insights into the impact of Brexit on the workforce. These findings show that there has been a 26% increase in organisations emphasis on developing existing staff and it is predicted that this will increase by 68% over the next three years. Investing in current employees appears to be companies main strategy for tackling the negative implications of Brexit. By up-skilling workers 'hard-to-fill' positions within the workplace can be filled.
RESEARCH METHODOLOGIES

There are two main fields of methodologies; quantitative and qualitative research. Quantitative research emphasises more on 'cold facts' and statistical data. Often using pre-existing data to conduct a numerical analysis. On the other hand, quantitative data uses more descriptive techniques such interviews and open-ended questions are used. 

A quantitative approach was more suited to my report. I used pre-existing surveys and statistics to inform my analysis and make connections between the impact of Brexit and the workforce “we can use statistics to summarise our data, describing patterns, relationships, and connections.” (Saul McLeod. 2008). I also able to claim a higher level of objectivity from my analysis as the methodology I have used is deemed as scientifically object and rational (Carr, 1994; Denscombe, 2010). 


While quantitative research methods are highly informative, there are also some limitations. Quantitative experiments do not take place in natural settings. In addition, they do not allow participants to explain their choices or the meaning of the questions may have for those participants (Carr, 1994). We have all had the experience of completing some form of survey or customer feedback form and often encounter questions that are not so clear. Or sometimes none of the options in the pool of answers reflects our view/opinion and thus we are forced to give an inaccurate answer. So even though quantitative methods claim a higher level of objectivity, there is still a high chance that some of the data is inaccurate.
EFFECTIVE AND ETHICAL DATA COLLECTION

In terms of data collection, the statistical data I have analysed and based my discussion on was collected through surveys and questionnaires. This is an effective way to collect data from a large number of people/businesses and can be analysed more easily. Other forms of data collection include interviews and focus groups. While such methods of data collection may provide rich informative data it is not suited to my research topic.

There are many ethical considerations which must be observed when collecting and using data. Firstly there is the issue of informed consent. It is imperative that all participants are well informed on what the data they will be sharing will be used for. Informed consent can only be given if participants are adequately informed “In consenting to participate in research, the process must be voluntary, and based on provision of sufficient information and adequate understanding of the purpose, aims and risks of the research, as well as what is required from participants” (Clark, K. et al 2015). Unfortunately, I have analysed secondary data, and therefore I was not apart of the research process and gaining consent from participants. However, the Chartered Institute of Personnel and Development is a reputable organisation who conduct ethical research.

Protection of privacy is also. The data I have used does not pertain to any particular individuals but rather on organisations and businesses. The names of these organisations have been kept anonymous and thus there are no ethical infringements.
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