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[bookmark: _Toc134228436]1.INTRODUCTION

This report will analyze the current market situation in the world, the emerging changes in HR strategies especially post COVID and post BREXIT and also analyze the current situation of the labour market in the UK with the help of some analysis to analyze the external environment of a company such as SWOT, PESTEL and five forces analysis, the report tries to show in a clear way the advantages, disadvantages and future changes that the human resources area will suffer in the United Kingdom.

[bookmark: _Toc134228437]2. STATE OF MARKET 

At present there are still many difficulties and impediments for countries that are still developing to be able to trade and export to each other with the most developed countries in the world in order to benefit and expand, achieving growth. Price volatility due to the difficulty in obtaining primary products has created stagnation in demand, affecting the most important sectors for competitive advantage, such as agriculture and labor-intensive manufactures (Lankes, 2002).

[bookmark: _Toc134228438]3.UK LABOUR MARKET STATISTICS

Employment in the UK has increased in the year 2023 compared to previous years but has not yet managed to be at the same level as it was before the COVID-19 pandemic, currently the employment rate between 16 and 64 years is 75.8% (Powell and Francis-Devine, 2023).
Employment levels fell following the UK-wide coronavirus lockdown in March and continued like this throughout 2020 dropping down to 32.13 million at the end of 2020 and only managed to recover slightly during the first half of 2021 but did not rise again until the first half of the year 2022 (Powell and Francis- Devine, 2023). 
In the year 2023, the percentage of women who are not working is considerably higher than that of men who are economically inactive, with 24.9% of women looking for work compared to 17.4% of men (Powell and Francis- Devine, 2023).
[bookmark: _Toc134228439]4.CHANGES POST COVID AND BREXIT 

Some changes in the labour market were already going to happen immediately even before the arrival of COVID in the United Kingdom or even BREXIT, but what has happened especially after COVID has been the acceleration of the arrival of globalization and digitization along with technological development.

[bookmark: _Toc134228440]4.1 GLOBALIZACION

Globalization is a process through which markets and companies from different parts of the world can surpass nations creating a global dimension increasing the exchange of services and goods between countries, technological advances have helped the possibility of globalization today. 
An effect of globalization is immediate because it increases profits affecting capital in a positive way, especially for countries with stronger economies this can be a competitive advantage but there are still some countries that resist globalization such as China or Russia page 14 and where globalization affects developing countries with different intensity between them where for example the economy in Asia has made great progress rapidly, but in others such as Africa the per capita incomes have declined page 8 (Czenter, 2002). Globalization has led to a transformation in the labour market, creating new ways of hiring staff and new jobs that did not exist before, the digital transformation of companies and new technologies have made it possible to work in a different way and the skills that companies require of their employees are different. Currently, having skills such as empathy or having innovation is of great value for companies to create new ideas that help in the new digital age.

[bookmark: _Toc134228441]4.2DIGITALIZACION

The COVID-19 pandemic has caused great changes in the UK labour market due to the automation, digitization and robotization of many jobs, with the digital skills of employees being the most valued in the current state of the labour market due to the continuity of future technological trends, achieving a more competent labour market if employees have strong digital skills to be able to adapt easily  (Piroșcă, serban- Oprescu, Badea, Stanef- Puica and Valdebenito, 2021).
Digitization has meant that many jobs are at high risk of disappearing. Initially, digitization was going to help certain sectors so that their employees had to work fewer hours, but the reality is that currently jobs such as drivers, journalists, financial traders, warehouse clerks may disappear permanently. Even so, digitization is something that companies can use to reduce costs, optimizing tasks in a more effective way, having greater flexibility at work and, above all, greater time management when consulting data or using documents, because company information will be more protected and quickly accessible compared to paper documents.
Human resources contribute directly to GDP when there is sufficient demand for these human resources resulting in goods and services. It is possible to measure how much demand for labour exists by knowing how many vacancies exist and how many hours and people are working, it will be possible to know the salary of a job according to the demand that has a particular job offer, the salary being higher if the demand is high in relation to the supply and the cost of hiring personnel increases, causing the demand for human resources to fall. Unemployment is low when there is high demand with many unfilled jobs (CIPD, 2022).

[bookmark: _Toc134228442] 5.IMPACT COVID 19 LABOUR MARKET 

In March 2020, with the start of the COVID-19 pandemic, it had a direct impact on the labour market, increasing unemployment in the UK by 400,000 people without work, reaching record levels of layoffs that had never been seen since 1994. Inactivity The economy continued to increase until December 2021-February 2022, although unemployment levels had improved and in 2022 unemployment levels were even lower than before the pandemic with many job vacancies (UK Parliament , 2022).
Unemployment rates especially affected some specific groups, such as the youngest and the oldest, even making people close to retirement age obtain early retirement (opted to retire early.), also people with disabilities were negatively affected by increasing the employment gap between people with and without disabilities during the pandemic (UK Parliament , 2022).
 Due to the COVID 19 pandemic, it has been necessary to make changes in the workplace and restructure the way of working using more advanced technology than before and to ensure that employees are motivated and feel part of the team to guarantee their mental health by making managers have new skills for employee training and recruitment (Przytuła, Strzelec and Krysinska-Koscianska, 2020). 
Due to COVID-19, companies had to make changes in the way they work and give priority to teleworking, accelerating the use of different types of technology at work that many companies had never used until now, such as the use of some platforms of communication such as Zoom, Microsoft teams thus achieving effective communication between the different departments of the companies even if they are not physically together but still able to collaborate and achieve the same objectives without negatively affecting communication.
 
[bookmark: _Toc134228443]6.EMERGING CHANGES HUMAN RESOURCES STRATEGIES POST BREXIT 

· [bookmark: _Toc134228444]6.1 BREXIT ISSUES 

Businesses will have to adapt to a new situation after BREXIT and many new regulations will be costly for businesses.
The financial sector will be negatively impacted by BREXIT
Change in migration policies
The European Union accounts for 45% of UK exports (Gosling, 2016).


· [bookmark: _Toc134228445]6.2 COMMUNICATION

Communication must be used in companies to connect employees so that they feel understood, especially those who feel affected by Brexit because it directly affects them having relatives in Europe who are going to lose the possibility of working and living together in uk.

· [bookmark: _Toc134228446]6.3 DIVERSITY

An environment of diversity must be created in companies so that all the different political ideas are integrated among colleagues without affecting their labor relations and that it does not interfere with the work.

· [bookmark: _Toc134228447]6.4 DATA AND TECHNOLOGY

Companies in the United Kingdom have updated their labour policies due to BREXIT, a new data protection will also be necessary to implement by BREXIT and establish a regime for data transfers in the United Kingdom that will have to be legitimized on another basis (Gosling, 2016).

[bookmark: _Toc134228448]7.  SWOT ANALISYS 

It is a tool that is used by companies to identify and analyze strengths, weaknesses, threats and opportunities taking into consideration external factors and internal factors that may affect the viability of the business project or its objectives (Sarsby, 2016). This type of analysis can help to better understand different areas and be able to create a strategy that helps to achieve the proposed objectives, maximizing the opportunities and strengths that the companies find and minimizing the weaknesses and threats that are identified and may jeopardize the success of the strategies that companies want to implement to achieve success in obtaining the objectives set.

	ADVANTAGES	

	Provides a clear vision of where a company stands


	Better prioritization of some areas that need to be improved


	Any company of any size can benefit from this tool

	Helps in identifying strengths and weaknesses


	Encourages critical thinking




(CIPD, 2021).

	DISADVANTAGES

	It does not have detailed structures for its realization

	Multiple SWOT analyzes need to be performed over time to be effective


	Companies  have to take into consideraation a lot of internal company data that takes a long time to get


	The data used may not be objective


	Difficulty anticipating what possible changes to make




(CIPD, 2021).

[bookmark: _Toc134228449]7.1 SWOT ANALISYS HUMAN RESOURCES


	STRENGTHS

	WEAKNESSES

	
Improvement of the internal communication of a company.
Generates better complicity and better connections between colleagues.
Increases employee efficiency.
Recruitment and selection of personnel.
Use of technology and digital media.

	
Indeterminate employee roles.
Lack of budget for employee skills development.
Little integration of staff into specific programs.
Difficulty in talent management


	OPPORTUNITIES

	THREATS


	
New forms of interaction and skills due to COVID 19 increasing teleworking.
The development of employee talent will be key to the new digital era.
Improvement of the business culture to guarantee good relations between employees, especially those who work remotely.
Greater resilience

	
Increase in layoffs due to the country's economic recession.
New global health crises.
Increase in depression and stress problems among employees.
Data privacy problems.
Labour shortage due to BREXIT.
Increased employee turnover.
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It is a tool that organizations and companies use to analyze external factors that can affect an organization or a company, analyzing and monitoring macro-environmental factors that cannot be easily controlled and are external (Perera, 2017). To guarantee that a company can prosper over time, it is essential to analyze and take into consideration the external factors that can affect the success of the business and be able to have the necessary capacity and the necessary time to be able to adapt to changes and know exactly what to do and what changes to make. 

	ADVANTAGES


	 
Opportunities and threats of the environment can be found.
It is useful for planning.
It can be done in a simple way.
Help in decision making and adaptation to change.
Helps in preventing future trends.




(CIPD, 2021).







	DISADVANTAGES


	It is possible to ignore relevant information and data for its realization, negatively affecting the final conclusions.
Today, updating it and performing new analyzes regularly, especially when analyzing external situations of rapidly developing societies.
Difficulty in obtaining relevant information and data for its implementation.


There are other simpler tools that achieve similar results.




(CIPD, 2021).

[bookmark: _Toc134228451]8.1 PESTEL ANALYSIS OF HUMAN RESOURCES

	ANALYSIS OF THE ECONOMIC ENVIRONMENT 

	Rising inflation in uk
Rising prices in general, but especially energy
Currency valuation
Interest rate
labour markets




	ANALYSIS OF THE POLITICAL ENVIRONMENT 

	Brexit
human rights
tax policies
Political instability




	ANALYSIS OF THE TECHNOLOGICAL ENVIRONMENT 

	Automation
digitization
technology development




	ANALYSIS OF THE SOCIAL ENVIRONMENT 

	Lifestyle
Immigration and emigration
Education of the population
Population is aware of the environment





	ANALYSIS OF THE ENVIRONMENTAL ENVIRONMENT 

	Climate
Time
uk pollution
multiculturalism




	ANALYSIS OF THE LEGAL ENVIRONMENT 

	Law of prevention of labour risks
labour regulation
New work policies
New labour regulations
labour regulation





[bookmark: _Toc134228452]9. PORTER’S FIVE FORCES MODEL

[bookmark: _Toc134228453]It is a tool that analyzes the competitiveness that exists in the market, being an analysis method to identify possible opportunities and threats, being able to recognize the competitive environment by identifying competitors and understanding how the industry and its structure change. This model is made up of 5 forces that are used for analysis and which are: threat of substitute products or services, Threat of new competitors, bargaining power of the supplier, customer bargaining power (Bruijl, 2018). Thanks to this model, we can know if the creation of a company or a service will be profitable or not depending on the market structure, and it can be used for any type of market to increase its profitability.
With the use of this model, each company will be able to measure its strengths against its competitors, being able to analyze and measure its resources.


9.1 PORTER’S FIVE FORCES OF HUMAN RESOURCES 

· Threat of substitute products or services:
Automation in the year 2030 will have made many jobs disappear such as taxi drivers, fast food cooks, travel agency workers and many others. The human resources area can also be affected by technology and digitization but not to the point of making human resources functions and jobs disappear because the human touch will always be necessary to achieve the development of the potential of employees in a company. company, but thanks to technology, time is saved to filter job applications or make payroll  (Tippins, 2022). A person will always be necessary and not only the use of technology for some human resources functions such as direct hiring of personnel or help in developing the skills of employees so that they are more competent, but it is possible that thanks Due to the implementation of technology and digitalization, a lot of time is saved when performing some functions such as making payroll, or filtering a large volume of job applications, giving human resources workers more time to develop new ideas or focus on working  in one part that is more important.
· Threat of new competitors:
Currently there are numerous digital human resources tools that can perform the same functions as a traditional human resources department, Namely is one of these digital tools that are capable of performing different human resources functions such as performance management or  the personalized onboarding process but all in one digital package and easy-to-use software (McCandless, 2022). These types of digital platforms are very expensive for companies and it is also necessary that all  employees of the company have digital skills for their correct use, something that is often not possible because many employees do not have those skills and also interpersonal communication skills may be lost.

· Bargaining power of the supplier:
Thanks to the workers of the human resources departments, it is possible to create more transparent policies, confidentiality and an interdependence strategy, the human resources team being important to optimize supply chains and create connections and trust with suppliers (Blogger, 2022). The human resources department can create connections between suppliers and employees of a company by hiring the right workers for the position, focusing on long-term partnerships and committing to the company to achieve common goals and avoid future problems such as possible interruptions in the supply chain or customers who are dissatisfied with the service due to product shortages.

· Customer bargaining power
Today's society is increasingly advanced compared to previous years, making the needs of employees not the same as years ago (Barenscheer, 2023). This is making employees more interested in developing their personal lives and passions than their obligations at work because they no longer feel the need to stay in the same job all their lives, making it easier than before to change easily at any time to another company and move to the competition without this being a major inconvenience in their lives, having a more independent than global vision in the workplace.
That is why the work of human resources here is important in order to motivate employees enough so that they want to work towards business goals with passion and motivation while being happy to be in the company (Barenscheer, 2023).

[bookmark: _Toc134228454]10.CONCLUSION

This report concludes that the correct use of different analyzes to identify and study the external factors that are affecting a particular area, are of great help to identify and anticipate possible changes and adaptations that may be necessary. In the report it can be seen how some things such as digitization and globalization are going to directly affect the human resources area and what to do to make the change as beneficial as possible for the workforce in the United Kingdom, it can also be verified What factors are going to more or less affect the area of human resources, assuming this is a threat or an opportunity.
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