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Introduction
This report will be discussing the effects of the current labour market on the recruitment of competent employees and resourcing activities within a high-tech firm. The focus will be on the labour market in the context of the UK. From the perspective of the HR manager, the analysis of labour market issues and contemporary resourcing practices within the technology industry will be critically addressed in order to find a solution to stay ahead of the game within an increasingly competitive business environment.

The Labour Market
[bookmark: _GoBack]The labour market is a type of market where labour resources are sold in exchange for work. Unlike other markets, the consumers are doing the supplying, not the firms. Businesses are demanding resources that will enable them to produce their services and goods. This is what is known as a derived demand, which means that a firm is employing labour resources because of the demand for its goods and services. A good example of this is the smartphone market. In today’s age, the demand for smartphones are at an all-time high, with many companies such as Apple and Samsung providing the latest phones on the market with cutting edge technology. Longley (2019) states that the high demand for these handheld gadgets have brought about a huge derived demand for other essential components such as lithium-ion batteries, touch-sensitive glass screens, circuit boards and microchips. Raw materials such as gold and copper are also needed to manufacture the circuit boards and microchips, which further enhances the derived demand.
Another factor affecting the UK labour market is that information and communication technologies are making it increasingly easy for employers to engage in complex supply chains that cross national boundaries. We see firms seeking out the expertise they need and procuring products and services from other countries. This is evidenced by the success of the Chinese company Alibaba, whose business is connecting Chinese manufacturers with foreign firms. An effective economy with high employment needs a flexible and responsive skills development mechanism intended to meet current and upcoming economic requirements. People will need to participate much more in seeking out and understanding labour market information so that they can make knowledgeable decisions about their education and employment.
The labour resources that a firm command is not a standard product. One size does not fit all. A firm will necessitate specific skills to produce its services and goods. Skills are a crucial driver of labour efficiency and have a strong connection with national economic performance. For a progressive economy like the UK, the accessibility of relevant skills allows industry to progress in line with its planned direction. Throughout the recession, it has been noted that those with higher skills and qualifications are more likely to remain employed and have substantially higher earning prospects. Banks and Coutu (2008) believe that by proving your value to your company via the relevant skills you possess, you are less likely to lose your job in a recession because of your essential contribution to the position. They also state that wearing multiple hats at your job will increase your value at your company and a good way to display your capabilities with your role is to be ambidextrous and flexible. This reinforces the critical role that skills play in an individual’s probability of employment. It’s been reported that that highly qualified people have supplanted candidates in lower skilled occupations in order to secure a place on the employment ladder. Increasing skill levels by providing more investment in education and training can improve a country’s economic potential. Not only is this beneficial to the individual, but significant benefits accrue for the wider economy through increased productivity. Nevertheless, the skills accessible in the labour market have to be the right ones. If the supplier’s skills are not well matched to employer needs, there will be in inefficiencies and lost opportunities for growth. According to a press release provided by the Office for National Statistics (2019), there were an estimated 827,000 skills shortage vacancies the UK labour market from April to June 2019, out of a workforce of roughly 32.72 million people in employment. This was 9,000 fewer than 2018 and 19,000 fewer from the January to March quarter in 2019. 
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Even though this figure may be comparably small, productivity can still mire due to employers facing higher wage costs and managing a subpar workforce. Skills also need to be used efficiently in the workplace in order to turn potential into concrete performance and enable firms to pursue higher value-added activities that will ultimately contribute to improved economic performance. 

Brexit
The EU referendum in 2016, which saw more than 30 million British citizens vote to decide whether to leave or remain in the EU, impacted the economy of the UK in a drastic way as 51.9% of the voters to leave the EU compared to 48.1% who chose to remain. This uncertainty caused many businesses to fear for the future and lose confidence in the economy. Many foreign workers in the UK felt that they would not be favoured working in a country that chose to separate from the EU and have chosen to return to their home countries to work under a safer economy. This could cause a problem because for some jobs, adequate skill supply is currently reliant on migration. Misra (2007) states that the demand for cheap labour is a vital factor for labour migration and these workers are filling low-paying roles most people don’t want to partake in. The BBC (2019) have reported that employers are foreshadowing huge labour shortages after Brexit due to new rules the Government plans to impose upon lower-skilled migrant workers where they will be allowed to stay and work in the UK for only a maximum of one year, capping their salary at £30,000. This has led to many skilled Polish and Romanian workers to return home. Which specifies another form of labour market mismatch. Migrants inhabit both high skilled and low skilled jobs in the UK and tend to be more qualified than the population of the UK. Surprisingly, new reports suggest that despite the labour issue employers are recruiting more staff rather than investing in machinery and technology because it’s cheaper to lay off an employee. Partington (2019) states that companies do not want to risk investing in costly machinery at the wrong time and would rather hire more workers to keep up with meeting the demands during this period of uncertainty under Brexit. This is because in the likelihood of a business going under, it would be less costly to fire people should things head downwards. According to Farrell (2019), 60% of UK firms tried to recruit new employees in the second quarter of this year, compared to the first quarter with 53%, as found by the British Chambers of Commerce.

Labour Market Issues Within the UK IT & Technology Industry
The IT & Technology industry is one of the fastest growing sectors within the UK economy today and has become the central rising force that is driving the economy forward into the future. Due to the power of the tech market and the high demands for new tech, more and more tech start-ups are starting to appear and take their place as a dominating force under the influence of giants such as Google, Facebook, Twitter, and Instagram. Albeit a good thing for economic growth, the tech industry is operating in a tight labour market due to heavy competition between different firms who are desperately seeking highly qualified employees. In order to keep up with economic pressures, tech firms only source the best candidates who will bring a lot to the table with their skills and expertise. The most desired tech skills employers are looking for include user interface design, user experience design, data and security. It has been reported that there will be an annual deficit of 20,000 engineering graduates, and by 2024 roughly 265,000 skilled engineers per year will be needed to meet employer demand, according to Smith (2017). As a result of this demand, former Prime Minister Theresa May announced the initiative to invest roughly £81 million in the tech sector and double the number of highly skilled working visas to 2,000. What can be done to overcome the issues within the competitive tech market and how can they be addressed? 

Generation Y and Recruitment Procedure
Millennials, or Generation Y, make up the core workforce of todays tech industry. As children born from the baby boomer generation between the 80s and mid-90s, millennials have different attitudes and values in the workplace and are perceived as more tech-savvy and digitally aware compared to the previous generation. A typical millennial worker will be very entrepreneurial, a great multi-tasker, confident, and intelligent. In order to attract good candidates to your position first, a good job analysis is needed. The best recruitment procedure to target tech graduates is to advertise jobs on websites such as LinkedIn, Reed, Indeed and Monster, where many jobseekers have an online presence. A job analysis includes the job description and person specification, a fundamental information-gathering process put together by the HR specialist and line manager for the purpose of outlining what has to be done on the job and who does it. “The job analysis process generates information which is converted into the tangible outputs of a job description and a person specification and it is important to distinguish between these two outputs.” (Pilbeam and Corbridge, 2010, p.160).

Work-Life Balance & Attractive Recruitment
In today’s working world, employees will demand more benefits in order to remain happy in their organisation. Gone are the days of high salaries being the only benefit that would keep an employee in their position. Millennials crave for flexibility in the workplace, which is why offering a work-life balance among many other benefits, is a clever way to attract the best tech talent. It is valued higher than any financial reward. Nowadays, tech workers will assess the culture of a company to see if theirs align together. Therefore, companies need to understand what the UK tech talent value the most. The amount of tech workers that have considered going freelance is roughly 61%, while 67% would like the option of working remotely, according to Smith (2017). As working habits evolve, companies and recruiters will have to adapt to the rising tide of part-time and remote workforces. If not, they will struggle in the competitive tech market.
Graduates fresh out of university are looking for stable employment where their values are addressed. Most tech firms are aware of this and are willing to offer high salaries along with great benefits to capitalise and secure the best talent for their companies. Monetary incentives such as a high salary along with performance bonuses allows workers to feel that their contribution to the organisation is being appreciated. 

Selection Procedure and Retention Initiatives 
The right selection procedures are vital when choosing from group of potential recruits. “An interview is a social encounter between an applicant and a representative, or representatives, of an employer and personalises the recruitment and selection process.” (Pilbeam and Corbridge, 2010, p.195). Interviews are beneficial to see how a company is like and to meet the managers. Depending on the nature of the company, a face-to-face, panel, or group interview would be undertaken. In the context of an interview for a tech role, a group interview with teamwork activities would be ideal for the company to showcase its dynamic environment. As an employer, a great way to find out more about a potential candidate and gauge their mindset is through psychometric tests. They are designed to carefully measure a candidate’s aptness for a role based on their temperament and characteristics. Fillaudeau (2019) states that these tests are a vital step to filter out the best potential candidates for an organisation, arguing that the changing landscape of recruitment requires a different approach compared to standard interviews and CVs. When selecting a successful candidate, probation should be set at 3 months to give enough time for employers to assess the candidate’s skills. When recruiting new graduates, companies are hoping to receive a return on investment by sourcing candidates that will stay and offer their expertise in the role. If a graduate faces a long journey to and from work, benefits such as an interest-free season ticket loan or company car may alleviate any pressure that a candidate would go through regarding travel. Attracting graduates with a generous amount of annual leave, subsidised gym membership and discounts on tech (laptops, mobiles) would do well to keep tech workers retained. But according to research conducted by the Graduate Recruitment Bureau (2019), they suggest that while these work benefits may have early attraction, they will not ultimately affect employee retention in any way.

Ethical Practices
Realistically, work benefits are not enough to keep an employee in their job. Most UK tech workers are choosing to relocate to different places such as the US and Europe, especially considering Brexit. Smith (2017) has referred to this potential exodus of tech workers as ‘techxit’ where 30% of tech employees would rather work within a European network. At the end of the day, graduates in tech want their views to be respected and they desire to make in impact in society. They want their voices to be heard and their opinions to be shared and supported by their employer. This is what is referred to as intrinsic motivation. Armstrong (2016) defines this as a motivation that comes from an individual’s love for their work and what they can contribute to it, rather than receiving motivation from an external source such as money and other benefits. 

Development Activities
Development programs at work are needed to improve and expand the skillset of employees, therefore increasing their value to an organisation. Bogardus (2004) states that development programs are put in place as a measure for long-term solutions which are designed to meet the future needs of an organisation. For example, having job assignments in different organisational roles, senior mentoring, and paid training can help to broaden an employee’s knowledge in order to become an asset. It is imperative that companies invest in their staff. According to Crowley (2018), the UK’s skill policy must increase the quality of apprenticeships and further education and raise the demand for skills. By 2020, the largest share of job openings is projected to be in the high skilled and low skilled jobs, further contributing to the hollowing of the labour market. To help resolve this issue, employers and policy makers will need to devise ways to help aspiring workers to retrain so that they can jump the gaps across sectors and scale job ladders. The UK is currently experiencing declining employer investment in skills and falling performance relative to its international competitors. As this trend progresses, the UK will have a declining pool of high and intermediate level skilled resources and therefore, become less attractive to expanding businesses. Failure to address persistent pockets of skills shortages could hamper the UKs future economic competitiveness. 

Conclusion
What can HR do to overcome these competitive issues in the UK labour market? Rather than relying on overseas workers, employers should focus on nurturing and investing in homegrown UK talent to fill high skilled tech roles. Further and higher education institutions will need to adapt their curricula to meet the changing employer demands for skills. Representatives and education providers have a very important role to play in providing direction on the skills needed to meet the resource demands of business and articulating the rewards that can be expected from investing in further and higher education. The major unemployment group is the under 25s. To improve this group’s likelihood of employment, young people must have more exposure to the working world. In Austria, they start vocational training at the age of 14 and they have one of the lowest unemployment rates in Europe. Archan and Meyr (2006) state in their report that schools and colleges in the vocational education and training sector must be kept up to date with economic and social demands in order to tailor their course programmes to reflect what the working world requires. In 2005, the Ministry of Education launched a special project for the improvement of quality standards for central elements of general education and expert vocational training. This was to make it essential that a high standard of quality training was provided. It shows that involving students in work experience placements, part time jobs, and sandwich courses will provide entry level resources with the necessary previous employment experience that secures them full time employment. Individuals will also need to take more responsibility for investing in and developing their own skillsets. There is some untapped labour market potential that employers should consider, which are the unemployed prisoners with criminal records looking for work. According to Smith (2019), a survey conducted by the Department for Work and Pensions in 2016 stated regardless of the crime or sentence, half of employees would not consider hiring an ex-prisoner. The struggle faced by ex-prisoners to find employment upon release is staggering and these individuals should receive the support they need to integrate themselves into society again. A training initiative to equip ex-prisoners with highly sought-after skills within the technology industry could perhaps add more talent to companies, boost the UK economy and the labour market.
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Figure 1: The number of vacancies in the UK has been generally increasing
since 2012 although it has been falling since early 2019
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