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[bookmark: _Toc123564635]Introduction
Each organisation has to consider their human resources as its most crucial asset as human capital is responsible for performing the entire business practices. This implies that organisations have a major dependency on human resources specialists. The HR professionals are responsible for attracting, retaining and engaging employees with technological development and emerging markets. This report revolves around the role of HR professionals within the organisation and how different business factors influence the efforts of HR professionals. In the first part of this report, the importance of both internal and external factors are determined that are effective for the UK’s HR professionals. It also determines the implementation of these factors on the international level. Another section of the paper determines the reason behind the skill shortage faced by the public sector in the UK. The long-term labour market developments are determined to resolve the issues related to skill shortages. 
[bookmark: _Toc123564636]Part 1
[bookmark: _Toc123564637]Explain how important these behaviours are for effective HR professionals working in the UK.
An effective human resource strategy is interrelated to the mission and goals of an organisation. This implies that the effective strategy of a large organisation does not necessarily have a great impact on small-scale organisations. Factors affecting the HR practices are not constant which makes the organisation continuously monitor both internal and external factors and adjust their HR strategy accordingly. This leads to increasing recruitment and retention of talented employees (Vrontis et al., 2022). 
In the UK, the combination of BREXIT and the pandemic had imposed a great challenge for recruitment recently. Furthermore, it has war in Europe and a huge rise in the cost of living due to the recession period.  This impacts the ability of an organisation to recruit eligible candidates (Vrontis et al., 2022). Leading industries doesn’t require spending on advertisement activities as they find that the candidates themselves seek them out. Implementing HR technology is considered to be the major factor that helps HR professionals to improve their performance. This is possible with effective HR software platforms as these are made to automate the different types of HR practices. It helps in boosting the productivity (Stone et al., 2020), and efficiency of the HR along with effective management of the employees. Before COVID, the conventional workplace environment is the only access but after COVID, this environment is transformed and given rise to working from home. This brought great challenges in the performance of employees and Human Resource professionals. “In a 2019 study, 22% of full-time remote employees said they were happier in their jobs than workers who were never remote. Remote work perks like increased autonomy and scheduling flexibility yield higher job satisfaction for remote workers.” This implies that HR professionals gain satisfied workers and reduces absenteeism (Stone et al., 2020). 
Home working can also be taken as an incentive to come and work which helps in attracting new talents. This will offer a great advantage over the competitors which ultimately helps the organisation to reach its goals. Effective training and development programs, the employees are considered to be the most effective way for improving employee engagement. This also offers great resources to the organisation along with the required skills and can prove to be a win-win situation for both HR professionals and their subordinates. Digital HRM is considered to be a new-age HR software platform which enables the HR department to prepare training sessions for encouraging employee participation (Kalogiannidis, 2021). 
[bookmark: _Toc123564638]Explain to what extent this map could be applied to HR professionals working on a global scale regardless of sectors and sizes of organisations. 
HR professionals faced difficulty in resolving global issues and these problems increased when the organisation had operated previously in a domestic environment. Challenges like international competition for products and services, international talent management, privacy and risk, international assignments management and understanding global diversity are included in international business (Kalogiannidis, 2021). 
The major issues include performing with the increasingly mobile workforce in the restrictions related to trade and visas as it makes it easy for the workforce to travel from one nation to another nation (Hamouche, 2021). HR professionals require an understanding of the different methods of visas and the responsibility of an employer to encourage and manage the talent of diverse employees. It also includes the issues faced by the employees related to taxation policies. With improved technology, remote access has improved along with employee management on 24*7 bases and transfer of the project to move the operations from one region to another. Different generations are available in the workplace and they are combined with different nations and cultures which impacts talent management. This includes the process of recruitment, selection, coaching, performance management, retirement issues, onboarding and compensation (Hamouche, 2021). The size fits all is not considered an effective approach to maintaining the balance between localisation and globalisation. International technology, regulations related to privacy matters and data collection are required to follow in international business. Determining theft, breach of data and privacy notice must be considered to prevent any kind of data loss. HRMS tools are organized to become a suitable design to design accounting with the motive of tracking personal data, language, and pay rates and combining the frequency methods of data encryption (Collings et al., 2021). 
New competitors, changes in the labour markets, availability of the labour forces, factors related to the currency and inflation, customs and tariffs and corporate social responsibility must be considered while operating in the international markets (Collings et al., 2021). A major trait in the effective management of human resources is required to understand and resolve cultural differences to harmonise team relationships. Unique norms based on cultures, gestures, distance and power relationships, efforts in the recruitment process and managing performance must be understood on the basis of different nations (Collings et al., 2021). 
[bookmark: _Toc123564639]Part 2
[bookmark: _Toc123564640]Explain why do public sector in the UK is facing skills shortages despite the high unemployment rate.
More job vacancies than the unemployed population are reported in the UK for the first time and this was figured out in the latest market figures for labour. This happened due to a near-fourfold surge in job vacancies to around 1.3 million from the initial phase of summer 2020 (Chams and García-Blandón, 2019). This was the time when the economic practices were enabled to resume after the first COVID lockdown. Record vacancies are observed as an effective method of maintaining minimum unemployment. But employers of different economic sectors faced various challenges in filling the vacant job posts. This was considered to be a major limitation in the recovery of the economy. The extravagant increase in the vacant posts goes beyond the pre-pandemic bound back. The biggest shortage was observed in the hospitality sector while there was a substantial increase in most other sectors (Chams and García-Blandón, 2019). [image: Chart, line chart

Description automatically generated]
Labour demand recovered and achieved the pre-pandemic level. But the above data represents the increase in vacancies which was not due to the surge in labour demand. Due to a decrease in the labour force, it has decreased by 1.6% or 561000 in the first quarter (Butterick and Charlwood, 2021). This was greater than the rise in job vacancies of a similar time. The reason individuals for becoming inactive are changed in these years. After the first stage of the Covid lockdown, the labour supply faced a great decrease and this happened due to an increase in long-term sickness of individuals and their early retirement (Butterick and Charlwood, 2021). [image: Chart, line chart

Description automatically generated]
A decrease in the workforce determines the churn in it and this increase the difficulty of the employees to recruit the staff. In the first lockdown, the number of EU workers decreased and it gets recovered but still below as compared to the initial stages of the pandemic. This was balanced through long-term growth in the non-EU foreign-born workers in the UK. This was increased by 170000 workers since the initial stage of the pandemic. Brexit also increased the churn in the labour market (Armstrong and Brown, 2019). [image: Chart, line chart

Description automatically generated]
Until now, there is an increase in vacancies which puts a question on the government if they can resolve the geographical imbalance in the economy using the levelling up policy (Armstrong and Brown, 2019). 
[bookmark: _Toc123564641]Identify and discuss long-term labour market developments to address the skills shortages in healthcare sector professions in the UK.
There are various skill gaps observed in the UK faced by healthcare professionals. Strategies are used to improve the entire situation which includes the alteration in the visa restrictions for healthcare professionals. Leading industries doesn’t require spending on advertisement activities as they find that the candidates themselves seek them out. Implementing HR technology is considered to be the major factor that helps HR professionals to improve their performance (Ahammad et al., 2020). This is possible with effective HR software platforms as these are made to automate the different types of HR practices. A decrease in nursing graduates was observed by 4% where around 41000 of the nurse post were vacant. Similarly, the increasing issues in medicine, social care of individuals and medical health. The shortage comes due to Brexit which results in an increasing exodus of European Healthcare professionals (Armstrong and Brown, 2019). 
There is an increase in the desperate action for calls as it is predicted by the Health Foundation that the nurse shortage reach about 70000 in the recent five years. In general, the shortage of skills is considered to be the national trend in the UK. The employers state the domestic trend of the workers with the skills required for the two-third position. It is observed that there is a decrease in nursing graduates by 4% where the nurse vacancies are not filled (Ahammad et al., 2020). Similarly, the issues are increased in the field of medicine, mental health and social care of adults. This shortage was the result of Brexit and the mass exodus of European Healthcare professionals who keep the system. There are desperate action calls predicted by the Health Foundation which reach 70000 within some years. In general, the minimum skills had become a part of the UK's national trend. This includes employers who state that the workers are not found to be two-thirds of the positions. With the increasing demands, the ageing population following NHS services is observed to be widened in the upcoming years. This imposed a great threat to the NHS skills gap which leads to the significant long-term socio-economic issue (Ahammad et al., 2020). 
[bookmark: _Toc123564642]Conclusion
The report suggested the role of HR professionals in maintaining human resources. The HR professionals are responsible for attracting, retaining and engaging employees with technological development and emerging markets. This report revolves around the role of HR professionals within the organisation and how different business factors influence the efforts of HR professionals. It also determines the implementation of these factors on the international level. Another section of the paper determines the reason behind the skill shortage faced by the public sector in the UK. The external and internal factors have a major influence on the working of the HR professionals which improves the performance of an organisation.


[bookmark: _Toc123564643]References
Ahammad, M.F., Glaister, K.W. and Gomes, E., 2020. Strategic agility and human resource management. Human Resource Management Review, 30(1), p.100700. 
Armstrong, M. and Brown, D., 2019. Strategic Human Resource Management: back to the future. Institute for Employment Studies reports, pp.1-36.
Butterick, M. and Charlwood, A., 2021. HRM and the COVID‐19 pandemic: How can we stop making a bad situation worse?. Human Resource Management Journal, 31(4), pp.847-856.
Chams, N. and García-Blandón, J., 2019. On the importance of sustainable human resource management for the adoption of sustainable development goals. Resources, Conservation and Recycling, 141, pp.109-122.
Collings, D.G., McMackin, J., Nyberg, A.J. and Wright, P.M., 2021. Strategic human resource management and COVID‐19: Emerging challenges and research opportunities. Journal of Management Studies.
Collings, D.G., Nyberg, A.J., Wright, P.M. and McMackin, J., 2021. Leading through paradox in a COVID‐19 world: Human resources comes of age. Human Resource Management Journal, 31(4), pp.819-833.
Hamouche, S., 2021. Human resource management and the COVID-19 crisis: Implications, challenges, opportunities, and future organizational directions. Journal of Management & Organization, 1, pp.1-16.
Kalogiannidis, S., 2021. The Impact of COVID-19 on Human Resource Management Practices and Future Marketing. International Journal of Industrial Marketing, 6(1), pp.43-55.
Stone, R.J., Cox, A. and Gavin, M., 2020. Human resource management. John Wiley & Sons.
Vrontis, D., Christofi, M., Pereira, V., Tarba, S., Makrides, A. and Trichina, E., 2022. Artificial intelligence, robotics, advanced technologies and human resource management: a systematic review. The International Journal of Human Resource Management, 33(6), pp.1237-1266.










10

image3.png
Reasons for economic inactivity over time, 16-64 year olds

1150

1100

e All Inactive

105.0
= = = Student

1000
950 = = = Looking after
family/home
90.0
= = = Temporary sick
850
o === Long-term sick
. Retired
S
IS
FRC
w Y

Note: the chart shows quarterly rolling yesrs. Author calulations of ONS Annual Population Survey, accessed vis Nomis




image4.png
Change in non UK-born workforce 2019-21

120
115
110
105
100 —Non-EU
95 ——Total non-Uk

90 —_—FU27

85

Note: lthough liely o be indicative of rends, non-UK residents may be underestimted due to the Annual Population
‘SurveyiLabour Forze Survey shifting fom face-o-face to oniine data colection during the pandemic. Data s curently
Subject 0 review and may be revised. Authors'calculations of ONS (2022) Labour Force Survey




image1.png




image2.png
Job vacancies and unemployment (thousands)

2000

1800

1600

1400

1200

1000

——Vacancies

800

——Unemployed

600

400

200

€20z se-uer
220¢ ue-noN
1202 roN-das
207 das-inr
T20Z Inr-Aeny
120 Aep-reny
202 seyy-uer
1202 uer-non
020z non-das,
020z das-inr
020z Inr-Aen
0202 Aen-sen
0202 sen-uer
0207 uef-noN
6102 roN-das
610z das-Ing
6T0C Inf-Aeny
6107 Aep-reny
6102 sep-uer

Office for National Satisizs (2020), Vacancy Survey and Labour Force Survey




