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P for Political – the first of the six elements used in a framework for analysing organisations external environment in which an organisation operates. According to Kew & Stredwick (2016) “the environment is anything outside the organisation which may affect the future or present activities”.
In 2016 Britain voted to leave the European Union. The UK is in a climate of political turmoil which will lead to significant changes for the future of businesses and potential changes in HR Law. According to Pawlas 2016 “The situation in the UK and in the EU after Brexit is quite dynamic. It is hard to anticipate all the effects and implications of Brexit.” Gerwyn Davies advisor to the CIPD states that with the Brexit uncertainty “hardly any” employers are preparing for post Brexit. The Office for National Statistics (ONS) reported that the rate of growth had slowed to 59,000 in the 12 months ending March 2019, compared to 75,000 in the 12 months ending December 2018. (People Management 2019).
Morgan Marine Ltd are a family owned SME based in South Wales and have begun preparing to leave the EU, stock piling overseas goods to ensure no delays in manufacturing.  For HR the concern will be the recruitment of labour.  The current labour market is tighter than spring 2019 according to the CIPD’s labour market outlook, fewer applicants for low skilled roles. EU workers are employed by MML on a fulltime permanent basis. There are potential restrictions to end free movement for European citizens on October 31st. Employment of EU Nationals had increased, as the UK has an attractive employment growth of 42%. According to the CIPD 2017, Facing the Future, it is stated that EU employed workers have a “willingness to do unattractive unskilled work.”
The staff turnover for the lesser skilled roles has increased over the last 3 years. While manufacturing is in decline, a high percentage of the customers of MML are Utilities which are a growing market.  
The low skilled jobs are labour intensive with unfavourable working conditions.   The nature of the work meant many of the millennials have left to work in local retail developments, for better work conditions, higher pay rates, working less hours for a work life balance. Perhaps the solution will be to engage a recruitment agency for the EU workers. However, workers will be below the suggested £30,000 salary threshold for workers to be sponsored by an employer to work in the UK.  The CIPD suggest that there should be trusted sponsors in the UK which could be facilitated by law firms or trade employer bodies rather than small firms having to take on sponsor role themselves.
To retain the shop floor staff there needs to be more flexibility. The company needs to focus on is ensuring they retain current staff with job share and part time working opportunities and adapt the skills set. Recruiting the ageing workforce to support these roles. Centre for Social Justice reports a decrease in mortality rates in the last 50 years and a reduction in birth rates. It is likely that this will continue along with the projected state pension age reaching to 68 years in 2046.
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