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[bookmark: _bookmark1][bookmark: _Toc110701984]Executive Summary


Labor market of UK mainly comprises of the labor force population, candidate population, candidate pool, and the candidates selected for a particular job vacancy. The revenue of this extensive labor market in the UK was anticipated to increase compound over the previous five years, but sadly the current worldwide pandemic and dynamic changes in the inflation rate made the difficult import competitions of most industries, including footwear, limited and unclear. This was one of the primary factors that led major UK market participants to adopt plans for extending their innovative production methods to other countries.
The author of this study elaborates on the current situation of the labor market in the UK as a comprehensive economy of labor. The author also thoroughly analyzes and compares the labor markets of the UK and China, one of the few nations involved in manufacturing. Additionally, it describes the PESTLE and SWOT analyses' potential outcomes. This research serves as a reminder to every company that in order to succeed, staff morale must be raised.
1.0 [bookmark: _bookmark2][bookmark: _Toc110701985]Overview of UK Labor Market: critical comparison  

Over February 2022, the UK labor market maintained its prior year's trends of declining unemployment and increasing job openings. However, it was noted that many employees' actual incomes and wages continue to decline in the job market (IGD, 2022). The pool of job seekers to fill these openings will need to come from people classified as economically inactive given the rising unemployment rate at low levels (Nickell and Quintini, 2002). Additionally, it was noted that during the month of June 2022, the UK's employment rate on the labor market grew by 0.2% points on the quarter to 75.6%, but it is still below levels seen before the COVID-19 global pandemic (Office for National Statistics, 2022). In contrast, China has recently attracted significant global brands in a variety of industries, including well-known names like Swatch, H&M, and Zara. It becomes important that Chinese customers' tastes and preferences differ from British consumers from the perspective of the Chinese labor market. Knight and Yueh also came to the conclusion that large multinational brands carefully developed a number of market segmentation strategies before entering the China's market in order to ensure that their products meet the tastes of potential new clients (2008, p.05). If the UK needs to extend its operations more productively, the author advises that partial shifts, such as outsourcing in terms of near shore, onshore, and offshore, should be done. Wei (2009) discovered, in contrast, that the labor intensive system in the UK was the main driver of growth in manufacturing organizations' yearly sales because of the free entry and leave idea highlighted in the current business market.
Geert Hofstede discovered four major cultural dimensions and defined culture as the collectiveness of an individual's beliefs as opposed to a group of people who are from different subsets of people in Fang (2003). Furthermore, Orr and Hauser (2008) noted that Hofstede's research focused mostly on the family, which is the smallest social unit, emphasizing the significance of comprehending many cultural facets. They added that Hofstede was able to pinpoint the Collectivism and Individualism, Masculine and Feminine, Power Distance, Long-Term vs. Short-Term Inductions, Uncertain Avoidance Dimensions and Indulgence vs. Restraint that served 23 different countries as the foundation of his survey. Shi and Wang (2011) discovered that these measurements are distinct from one another even when compared, making it clear that every nation in the globe competes on these fronts.
[bookmark: _bookmark3][bookmark: _Toc110701986]2.0 Nature of HR practices in UK Labor Market

1. Geocentric Approach
2. Polycentric Approach
3. International Recruitment
4.Ethnocentric Approach

Figure 2.0.1 – HR approaches in UK 
Source:	Author’s work


According to Karoui and Khemakhem (2019), ethnocentric customers are increasingly more likely to choose local brands over global ones when making purchases. As evidence, going further, Wang and Chen (2004) also discovered that this type of consumer, particularly in the UK economy, purchases domestic goods more frequently because they believe these goods are the best and most worthwhile to utilize because they are produced in their host country. According to Haque et al. (2011), ethnocentric consumers in the UK are more likely to purchase knockoff goods made in other nations because they are unable to distinguish between local products, which lowers the value of imported goods. This is one of the key causes of UK labor failures. Theofania and Balabanis (2015) claim that ethnocentric UK customers believe domestic goods are valued with prestige while goods from other markets are despised, which is supported by the recent increase in sales. The UK's Bata Corporation is a prime illustration of the aforementioned assertion.
Firms use a geocentric approach to jointly target several market groups in order to gain a competitive edge, according to Pop et al. (2011). Li (2011) discovered that the Ying Yang balance theory, which describes the balance of vision and action of an organization, this theory suggestions for expatriate management failures. The author concurs that the geocentric approach is the best approach because Pilz (2016) also claims that offshore German firms with offices in the UK are encouraged to participate in vocational training, with footwear manufacturing playing a significant role in the management of expatriate employees. It is therefore clear that the the best method is geocentric approach. He also discovered in his study that graduates from all over the world are highly valued and given access to individualized voluntary training programs in addition to on-the-job training. According to Warner (2008), HR techniques in the UK were apparently merged with the transition economy in the past, and are now being used in a command economy before being applied to a socially economic corporate environment.
3.0 [bookmark: _bookmark4][bookmark: _Toc110701987]Strengths and Weaknesses of the current UK culture

[bookmark: _bookmark5][bookmark: _Toc110701988]3.0.1 Strengths:

1. The major strength in the UK labor market is the expertise of the HR professionals. According to Wu, et al. (2014) as well, if a nation grants access to on-the-job training HR practices, employee feedbacks, performance reviews. They are likely to produce more employment prospects and market share growth, which is a significant advantage for the UK labor market.

2. According to Jahan (2014), HRIS systems are required in corporate sectors that are experiencing substantial growth. Both business and HR professionals have noticed this. Therefore, in order to monitor their employees, UK firms use an HRIS system that serves as a benchmark for best HR practices in the corporate world.

3.0.2 [bookmark: _bookmark6][bookmark: _Toc110701989]Weaknesses:

1. Since autocratic leadership is employed in UK business operations, there will be a temporary fall in organizational performance and the production process as well as a rise in morale, inventiveness, and the fear of culture shock to their immediate reporting managers.

2. Employees that experience cultural shock concerns will pay less attention to the organization's clients. This is primarily caused by high level managers' failure to support and communicate with employees who are experiencing culture shock and expat concerns. According to Singh (2006), customer happiness and organizational profitability have a positive link, and if either is impacted, the entire firm would fail.


3.1 [bookmark: _bookmark7][bookmark: _Toc110701990]PEST analysis

According to Yuksel (2012), if a company performs a PESTEL study, they will be able to determine the market environment as well as the specifics required to foresee the future challenges, which will help with planning to tackle these challenges. Thus, only the PEST elements affecting the UK labor market are discussed below;

3.1.1 [bookmark: _bookmark8][bookmark: _Toc110701991]Political:

Because of the UK's traditional preference for men, there is little government action in terms of compensation and salary. Therefore, if there are problems with wage increases and bonuses, the foreign workers will become unmotivated, which will lead to a rise in labor turnover. Similarly, the UK economy, which is sometimes referred to as a "people driven economy," places less emphasis on human needs and wants as a result of the democratic form of leadership.

3.1.2 [bookmark: _bookmark9][bookmark: _Toc110701992]Economic:

According to Pan, et al. (2019), a lack of human resources clearly has an impact on both the economic growth and the profitability of organizations in the UK. Because Chia, et al. (2014) also claimed that job prospects can be enhanced when boom reduces the marginal productivity of human labor, there is a potential that can be generated during a crisis like this for recruitment to take place within the nation.

3.1.3 [bookmark: _bookmark10][bookmark: _Toc110701993]Social:

There is a significant impact on corporate operations due to growth of unions in UK. UK has more trade unions than China, therefore organizational and strategic change must be flexible to effectively and efficiently address the economic, political, and social difficulties, Zhu (2018). There is a small window of opportunity for UK HR managers to recognize the need of effective HR planning and management in order to foster a productive and healthy workplace.

3.1.4 [bookmark: _bookmark11][bookmark: _Toc110701994]Technological:

E-recruiting is the most well-known and commonly used HR recruiting technology, according to Furtmiller et al. (2010), who claim that this is true for many firms throughout the world. As it is a practical way for offshore recruiters and candidates, this is a significant chance for any UK firm to inspire their staff to fill the openings.


[bookmark: _Toc110701995]	4.0 Impact of Ovid 19 global pandemic and Post Brexit in the UK Labor market


In compared to its foreign competitors, the UK labor market has been particularly heavily hit by the economic effects of the Covid-19 global pandemic. According to an economic survey the OECD conducted on the UK labor market, a comprehensive free trade agreement would result in a 6.1% decline in exports and a 7.8% decline in imports compared to the relationship between the UK labor market and the EU, which would result in a 3.5% output loss in the medium year of 2020. (Organisation for Economic Co-operation and Development, 2020). Additionally, IFS made the assumption that the cost of the Brexit-related disruption would be front-loaded in 2021, for instance due to one-time administrative costs that the UK labor market organizations would have to cover, such as the need to reapply for licenses of export and inconveniences and postponements at the border while the system is being developed. In addition, the author noted that most studies of the UK labor market conducted in relation to COVID-19 and post-Brexit found that it is likely that the regions and sectors are most affected by COVID-19 pandemic economic crisis are not the same as the regions and sectors most likely to be exposed to Brexit (Powell, et al., 2022), but that the combined effects of the two crises will have a wider impact on the UK than either crisis alone would have (Ridgway, 2019).
[bookmark: _bookmark12][bookmark: _Toc110701996]5.0 Emerging changes in Human Resourcing Strategies in the UK Labor Market

In a polycentric environment in the UK labor market, new training programs, high performance activities, personnel development sessions, and proactive profession planning HR practices will be able to be identified and arise, according to (Zhu, et al., 2011). Additionally, training programs for learning and development will help staff reach long-term company goals. Another HR effect that might be started is succession planning, which would allow these firms to prepare in advance in the event that a worker departs the company due to cultural shock. Additionally, HR reporting techniques that take into account employee needs, wants, and turnover intents can be used to record HR KPIs.
HR approaches and manufacturing firms have major influence on UK economy on their capabilities, skills, knowledge and talents in a polycentric environment. However, Ngo et al. (2008) argued that stat owned enterprises adoption level of HR practices has a lower impact. This has happen due to factors like scope, ownership of the company, profit margin  and size of the company to the polycentric employees.
According to Liang et al. (2012), employees' job security and the pay management systems used in the UK's manufacturing sector in a polycentric setting also have an impact. Wang et al. (2017) made the case that the primary causes of cross-cultural training failures in manufacturing enterprises in developed nations like Australia and the UK are employees' incapacity to comprehend the legal expectations, goals, country requirement and culture of the host country. According to Andreeva et al. (2014), UK host country companies have allowed overseas subsidiaries to set up new hybrids of both local and global practices of HR, but the likelihood of accomplishment is quite low. The author suggests that the UK labor market concentrate on bonuses, salary increases, effective training programs like, job induction programs for new recruits, cultural awareness programs and entrepreneurial programs to elaborate the weaknesses and strength in employees. The author also recommends that a solid performance management system be built based on monthly performance reviews and customer feedback But most critically, the author advises that an open door policy be implemented for the workers.
Sims and Schraeder (2004) defined culture shock as a combination of conflicting feelings a person experiences while living abroad for a specific amount of timeAccording to Edwards and According to Edwards (2011), manufacturing companies in the UK should put more effort into teamwork, effective communication, and group decision-making. They should also invest in training programs that will improve good employee relations and boost organizational performance as a whole. This will lessen the likelihood that management of foreign-born employees would fail due to culture shock. Vasikali, et al. (2016) have demonstrated, in agreement with Edwards and Edwards' assertion, that culture shock can be avoided by having a solid foundational relationship with the other nation. According to Guest and Conway (2002), by creating staff group, the gap of communication would be minimized and concerns with culture shock will be avoided. As a result of these cultural shock difficulties, which have so far aided the UK labor market, Piccolo and Colquitt (2006) discovered that the manufacturing industry  leadership style enterprises in the UK is primarily transformative. Stevens, et al. (2006) said that, in contrast, HR strategies including vocational training, job induction and support with language obstacles will help to identify challenges of employees in UK expatriate, to reflect their weaknesses and threats, and converting  threats and weaknesses into strengths and opportunities. Additionally, Shortland (2018) advises that firms regulate their expat management failures and prevent cultural challenges by encouraging mutual affection between all three managerial levels, project supervision and rewards of finance. The author concurs that when putting these researchers' recommended HR procedures into practice, proactive analysis of any potential flaws is necessary.

According to Gannon and Paraskevas (2019), the lack of personal support from the top management causes MNC expatriate staff to lack the expertise necessary to adapt to the local culture. According to an experiment by Bonache et al. (2001), orientation sessions for expat employees and their families that explain the organization's vision and objective are appropriate measures to take in order to lessen these problems. Fitzgerald and Howe-Walsh (2008) identified the need for assimilating into the foreign culture and propose that finance auditing, cultural training and training on product, marketing and sales programs, and HR training on induction and recruitment will lessen the threats associated with expatriates as well as raise the manufacturing professionalism of firms. In addition to stating that the programs of cultural awareness such as training on languages, and training programs on cross-cultural will cause to reduce the cultural shock, Lee (2005) noted that manufacturing companies in the UK labor market had to endure a significant financial burden when educating expat staff.
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Figure 4.0.1 – Ying Yang Balance 
Source:	Author’s work

[bookmark: _bookmark13][bookmark: _Toc110701997]6.0 Conclusion and future implications
All civilizations in the nation use oral and written communication, but different cultures have differing views on these two forms of exchange. Therefore, the UK labor market needs to do a market study in terms of potential concerns with expatriates, issues with cultural shock, and failures that could occur from a lack of care after the change, which arises from inefficient HR initiatives. Since UK firms believe that effective communication creates a bond between the two organizations, because the countries are situated on different regions. The author suggests that conducting a training program virtually or physically will support to reduce the cultural gaps. This cause to enhance performance and decision making process further. In order to increase the multiculturalism power and remove barriers to compete in the UK international labor market, the author also advises that these organizations recognize the need for multiculturalism and put into practice effective strategies like intelligence awareness programs, cross-cultural training programs, communication programs on cross-culture, on-the job training programs are conducted. For instance, because to the Covid 19 global epidemic, Indian personnel who are currently working at the UK's Heathrow airport. During that pandemic season as per request received from Indian persons they were sent to their residence country to India. Therefore, by conducting travel opportunities for organizations and for expatriate employees and their families during the seasons of festival celebrations and due to personal issues. Both countries will benefit from increased performance, effectiveness in the organization through management of expatriates and cultural stock.
In this paper, it is demonstrably shown that good contacts with the foreign country and good communication  are crucial when a company decides to relocate some of its production overseas in order to avoid cultural shock and expat problems, particularly in the manufacturing sector. This report covers HR strategies, effective communication, cultural issues and provide a background for expatriate management. The author concludes by urging future researchers to concentrate on psychological factors, human needs and wants, manage labor turnover, in order to increase the production
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