




HUMAN RESOURCE MANAGEMENT


Executive summary
This report shed light on the current status of the UK labour market. In this reaction, the current employment rate, status of unemployment, economically active and inactivity rate of population in the UK have been determined by using relevant sources. Furthermore, this study highlights emerging HRM strategies post Brexit period as the UK has faced severe impact during Brexit. On the other hand different HRM practices post-covid has been also evaluated in this study. In this context, different HRM models are used for supporting the relevance of current HRM practices in this country. 
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Human resourcing is important for developing a good corporate culture and innovation in the world (Leonida et al., 2022). In this context, the global labour market reflects the core human resources that are important for organisation development and innovation. Based on this perception, this study highlights the current labour market status of the UK. Furthermore, emerging HRM approaches after Brexit and post covid conditions have been also evaluated in this study. 
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Labour market of the world 
The overall economy of the world depends on the employment status of people as their productivity helps the country to access a good GDP. As per the analysis of ILO (2022), it is identified that labour market growth has fluctuated after the covid outbreak. Some countries have faced major labour shortages due to a lack of mobility during this period. In turn, there is a choice to increase up to 400 million job opportunities in the global labour market. However, ILO has also reported that conflicts between Ukraine and Russia can be the cause of 4.8 million job losses around the world (ILO, 2022). 
In this context, it is evaluated that the current employment status of the world is 61%, which can vary between developed and developing countries (ILO, 2022). For evidence, the Netherlands, Ireland and Japan have 80.1%, 79.6% and 77.75% of employment respectively [Refer to appendix]. The main reason for the increasing employment rate in developed countries is higher career opportunities, a good wage system and high living standards, which works as a push factor for global employees to work in developed countries. For the same reason, developing countries have faced major labour shortages in their production and manufacturing units. 
On the other hand, developing countries such as India and Bangladesh have a 5.98% and 5.31% unemployment rate compared to developed countries (ILO, 2022). Based on this perception, it can be said that the reason behind the higher unemployment rate in developing countries is the lack of job opportunities, the slow growth of the industrial revolution and the lack of technical knowledge. 
Current labour market of the UK 
The UK is one of the most developed countries in the world, which has focused on the strategic management of HRM approaches so that good industrial growth can be evaluated. In such a condition, it is seen that there are different industries and job opportunities for people, which varies the employment rate in this country. In 2022, the total number of employees in this country was 32.77 million (House of Commons Library, 2022). Considering the age groups from 16 years to 65 years, the employment rate was 75.6%. Because of the covid pandemic, the employment rate has increased. However, 211000 people are still unemployed from the covid condition. In such a condition, it can be said that covid condition creates major changes in the employment scenario and labour market of this country. 
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Figure 1: Outlook for the UK labour market
(Source: House of Commons Library, 2022)
From the above figure, it is estimated that the unemployment rate has decreased over the years due to the higher number of job opportunities in this country. In the words of Martinescu et al. (2022), good job opportunities and strategic HRM policies help to manage the unemployment rate. Based on this perception, it is seen that only 1.25 million people in this country are unemployed for the age group of 16 years to 64 years. In such conditions, this figure highlights that the current unemployment rate of the UK is 3.7%, which is quite before pre-pandemic conditions (House of Commons Library, 2022).
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Figure 2: Labour force participation rate
(Source: Trading Economics, 2022)
Based on the above figure, it is seen that the labour force rate of the UK was 78.5% in 2022. As argued by Azizi et al. (2021), the labour force participation rate is highly economically active people in a particular segment, which are the core measure for the economic growth of a country. In the case of the UK, it is evaluated that there are a higher number of economically active people, which reflects its growing economic condition in the current competitive world. Based on the current labour participation rate, it can be said that the working-age population is quite high in the UK, which helps this country to maintain its strategic industrial and economic growth in the world (Trading Economics, 2022). 
According to Wright et al. (2020), economically, inactivity creates major barriers to the economic growth of a country. Based on this perception, it is seen that the current economic inactivity rate of the UK was 21.5%, which means 8.94 million appeals are economically inactive. In this context, it can be said that 8.94 million people have a low contribution to the economic progress of this country (Trading Economics, 2022). However, it is seen that the rate of inactive people has increased after the covid pandemic as a large portion of the population has lost their jobs. In such a condition, there are an increasing number of economically inactive people in post-pandemic conditions. 
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Figure 3: Job Vacancies in the UK
(Source: Trading Economics, 2022)
It is also evaluated that job vacancies have increased after the covid pandemic condition, a long-term lockdown and global restrictions for transportation, there are only a few new job opportunities for people. In this context, it is seen that the current number of job vacancies in this country is 1.19 million, which can create good career opportunities for youth in this country (Trading Economics, 2022). As argued by Mendly-Zambo, Raphael and Taman (2021), job vacancies are important for stable employment growth in a particular country, which leads to higher productivity. Thus, the UK has good opportunities to create both economic and employment growth in the global market by creating good job vacancies for the youth generation in this country.  
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Figure 4: Weekly earnings growth
(Source: Trading Economics, 2022)
It is also evaluated from the above figure that weekly average income including the bonus of UK employees has been increased to 6.12% in 2022. However, it is evaluated that the actual earnings of employees have been described as 2.07% in the third quarter of 2022 (Trading Economics, 2022). From this perspective, it can be said that higher inflation in this country has effects on the overall earnings of people in this region. As mentioned by Martinescu et al. (2022), the earnings of employees contribute to their standard of living. Due to this reason, some of the employees in this country have faced some major complications with the right wage as per their capabilities. Similarly, there is a high impact on the current living standards of people. 
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Human Resourcing Strategies in post Brexit
Brexit creates an overall negative impact on both business and human resourcing in the UK. Before 2008, the maximum number of UK-based companies hired employees from EU countries. After leaving the EU, the UK has faced major complications to restrict EU employees due to Brexit issues. Trade restrictions and legal implications create uncertainty making EU employees in the EU. At this time, the UK government has faced several labour shortages, which affects its overall production level and GDP growth of this country. In such a condition, the unemployment rate of the UK climbed to 8% in 2010 and 8.5% in 2011 (Lexology, 2021). According to Ridgway (2019), the rising unemployment rate also created a higher financial crisis for the UK at this time. From the time 2008 to 2018 more than half a million jobs have been lost due to the critical impact of Brexit. In the manufacturing sector, 50,000 people have lost their jobs, which create uncertainty in the overall labour market of the UK (Lexology, 2021). As the UK has lost its EU labour market, there is a lack of access to a skilled workforce in this country. In such a condition, maximum companies look for cross-bored HRM practices to pull workforce from Asian and Middle East countries. 
For evidence, Unilever has strongly focused on the recruitment of Indian employees in its headquarters by providing good wages and rewards for employees. Based on this perception, Cumming, Wood and Zahra (2020) said that the HRM departments of different companies had set new employee retention policies to motivate them to work with them. Considering the 8-box model of HRM, it is evaluated that the external environment has a high impact on internal HRM practices. In the words of Shipton, Whysall and Abe (2021), external and internal sites determine the pull and push factors of employment. Based on this approach, it can be said that Brexit has a negative impact on employment, which has been solved by the internal capabilities of UK-based companies in the post-Brexit period. For managing labour issues, an agile staffing approach has been set up by different companies so that a diverse group of skilled workers can be hired for their core business functions. In this context, the 8-box model of HRM highlights that critical HR goals must be determined by analyzing the current employment market condition in the competitive segments. Based on this perspective, it can be stated that UK companies look for international recruitment strategies to pull more labour into their current business segments. 
On the opposite side, Spiliopoulos and Timmons (2022) argued that the post-Brexit period will become highly favourable for young British people as there are high levels of vacancies in different sectors. Due to this reason, the maximum number of young students got the opportunity to start their professional careers just after completing graduation. The UK government strongly looked for improvement in their economic crisis by encasing core productivity for different sectors. Thus, the maximum MNC emphasized skilled workforce development initiatives so that the shortage of labour and the economic crisis of this country can be sorted out. In this context, it is noticed that Unilever, Tesco and M&S are strictly locked in place for local hiring and diversity policies in their workplace so that such companies can work with diverse groups of employees from different countries and regions. As argued by Leonida et al. (2022), flexibility in the work process can motivate employees to enhance their productivity levels. The same initiatives have been adopted by different UK companies in the Post Brexit period. During this time, all UK companies focus on the working flexibility of employees so that they can continue their career options with the same companies. The main intention of HRM after Brexit is to enhance employee retention levels so that the overall productivity of each sector could be improved. In such a condition, 
Human Resourcing Strategies in post covid
Global pandemic conduction became the major catalyst for shaping a new HRM approach in the world. As mentioned by Gillen et al. (2022), post-covid conditions create a new window for major companies to shape their HRM strategy uniquely. In this context, the majority of companies in the UK have altered their HRM places based on the changing scenario of HRM practices. The new normal environment brings innovation and creativity to the traditional HRM approaches (Stuart et al., 2021). During the pandemic condition, maximum companies have to change their HRM approach towards the world from home so that their productivity level can be contacted. After the pandemic condition, maximum companies in the UK have faced labour shortages, which create major demand for labour. On the other hand, Spanaki, Papatheodorou and Pappas (2021) argued low wages and a lack of career opportunities create economically inactive employees. In this context, the UK has also faced the same issues as this country has low average wages for people, which cannot motivate employees to go for a long-term work process. Based on this concept, Caligiuri et al. (2020), different companies have taken different initiatives to manage their employee engagement initiatives. For avoidance, U-work is one of the major HRM approaches of Unilever, which has focused on the remote working approach for their diverse group of employees (Unilever, 2022). This kind of HRM initiative helps employees to become more loyal and productive with this organisation. 
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Figure 5: HRM transformation post pandemic
(Source: PwC, 2022)
On the other hand, Findlay, Lindsay and Roy (2021) argued that maximum organisation has adopted a human-centric organisational approach to motivate the global workforce towards a common organisational goal. PwC (2022) highlights that each organisation has adopted a remote working approach by collaborating with a diverse group of employees. For example, Nestle has developed a flexible working environment after the covid period so that each employee feels comfortable working with them (Nestle, 2020). As covid pandemic creates an adverse impact on the overall productivity of a business unit, maximum companies focus on strategic employee engagement initiatives by introducing innovative HRM transformation. At this point, each of the companies focuses on the personalized compensation and reward system that can motivate employees to maintain their career opportunities with them. This evidence shows that Amazon, Unilever, Zara and other MNCs provide health benefits and free health check-up opportunities for their employees.  
By applying the Ulrich model of HRM, it can be said that post-covid HRM practices focus on the strategic partnership with employees by emphasizing a data-driven decision-making approach. According To Azizi et al. (2021), the Ulrich HRM model highlights that an employee also works as a change agent to promote organisational culture. Based on this perception, it is evaluated that HR after the pandemic condition focuses on the transformation of their business process by enhancing the productivity level of their employees. In this context, HRM has focused on the tech-enabled recruiting and sourcing approach so that employers of different companies can get a highly tech-savvy workforce for them. On the other hand, it is reported that 59% of UAE and 62% of Middle (PwC, 2022) East companies look to automation in their HRM approaches so that the firm can create better productivity. In this context, VR, AI and other emerging technologies are used in the core HR domain so that exclusive HRM practices can be developed in the global workforce management in the post-pandemic period. For evidence, the HR department of Unilever has started to use AI technologies to maintain a good employee engagement initiative in the current workplace. Based on this approach, it can be said that post covid conditions become one of the major advantages for companies to adopt automation in their existing HRM practices. 
[bookmark: _Toc123581562]Conclusion
From the overall data, it can be said that the current labour market of this country is quite tight as there is a level of demand for skilled workforce in different industries. The employment rate is high while the actual earnings of people have decreased over the years. However, it can be said that the UK has a growing labour market, which creates a higher level of job vacancies and career opportunities for youth in this region. On the other hand, it is evaluated that HRM practices have changed after Brexit and Post covid conditions. After Brexit, the UK faced a severe labour shortage due to movement reduction among EU countries. Besides, the post-pandemic condition is the transformation phase of HRM practices as maximum companies have changed their HRM practices towards the digital world. 
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Figure 1: Employment rate in the world
(Source: Statista, 2022)
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