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[bookmark: _Toc106094190]Abstract
Labor availability is the key factor for the sustainable operations of the private industry. After Brexit, the United Kingdom is facing labor shortage issues in private industry. The country is specifically facing a shortage of drivers for supply chain and private ride-hailing services. the present study is aimed to address the management of labor shortage within the UK private industry since the United Kingdom left the European Union. The study considers the case of Uber Inc. that is a well-known private ride-hailing service provider in the UK. The study is based on both qualitative and quantitative research methodology including a collection of both secondary and primary data. The present study is based on a questionnaire survey that includes a response from drivers and labour working within the UK. The interviews of HR managers are also conducted and data is recorded. The results of the study are discussed to support the hypothesis. The findings indicate the need of developing employee-oriented recruitment channels to attract a more diverse workforce. The private ride-hailing industry is facing a shortage of drivers and it is observed that the employee policies of Uber Inc. are not very supportive of the employees. recommendations are also presented for future studies.   
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[bookmark: _Toc106094191]Chapter 1: Introduction
[bookmark: _Toc106094192]1.1 Background of Study
	The EU referendum voting took place in 2016 that parted the United Kingdom from the rest of Europe. Since then, economic and social studies were conducted, and several aspects of Brexit were concluded. The labour demand and supply along with the growing aspects of the economy are the major factors that are studied, and different estimates were also drawn (Ridgway, 2019). The Brexit Brexit has changed the economic and social system across the globe, as most developed sectors of the economy were hit hard by the Brexit restrictions. The supply chain crisis developed by Brexit was enormous and industries were forced to shut down because of the poor supply chain across the globe (Brunello & Wruuck, 2019). The economy of the UK is dependent on technology exports, retail business, and research. Despite the Brexit, the labour market was ever high in the UK and most of the sectors grow exponentially, but the employment growth rate declined in 2019. The labour market of the UK is still tight and most economic sectors are facing a shortage of labour. 
	The number of European people in the UK seeking a job is not growing during the past five years, and at the same time, the demand for skilled labour is ever high. The UK’s market is open to everyone, and most employers are interested in the person that is best suited to their job description. The UK’s organizations including the services industry are mostly dependent on European skilled labour (Ridgway, 2019). Brexit has a combined impact on the UK’s market and most companies are offering higher wages and incentives to attract potential employees for their organizations. The workforce scarcity is on the rise in 2021-22, as most economic sectors are struggling to gain their potential. The organizations that are seeking newly hired employees are investing hugely in the training and development of employees compared to those who have a diverse workforce. The business sectors are struggling to manage their growth potential with the limited staff available. The banks, retailers, restaurants, and transport sectors are highly suffering from the lack of employees. Banks and financial sectors are the latest indicators of the alarming labour shortage that the country is facing (Hughes et al., 2021). The British companies are facing a hard time employing the labour after the Brexit, as the imposed immigration laws are hard to meet and most the European people are not willing to join these conditions (Brunello & Wruuck, 2019). The UK’s managing director for Manpower recruiting agency argued that the organizations are paying higher wages, developing training programs, and lowering the requirement for a specific job to maintain the staff to do the job. 
	The Brexit disturbed the global supply chain sector which further add to the industrial crisis in the UK. Along with the industrial sector, the transport sector is the most impacted one. The transport companies are closely linked with the supply chain of material, delivering products to the doorstep, and providing basic driveaway facilities to the public. Uber is the leading transport company that faced a huge driver shortage in recent months. Uber increased 10% rates in the UK to attract drivers with extra advantages, but the sector is still facing a huge gap in the supply and demand of drivers (Feldmann & Morgan, 2021). Uber noticed that the registered drivers are still at par with the needs, but the drivers opted for different other ride-hailing services that are focused on product delivery. The development of online stores and supply chain requirements of those industries have a huge impact on Uber services which are higher in rates and cancellations. Uber’s management was seemed to be not ready for the change that Brexit caused, as the fares and commission of the Company is not well proportionate, and in most cases, the drivers were earning less than minimum wages forced them to join a different organisation that can offer and pays better (Aslam & Woodcock, 2020).  
[bookmark: _Toc106094193]1.2 Problem Statement
	The UK’s labour market is suffering from an acute shortage of labour for different sectors that impact the overall economics of the country. The laws of immigration and employment for the European nationals also played part in the worsening labour shortage in the UK. The rate of European people working in the UK was not grown after the Brexit, it developed a gap in the labour market (Bickerton, 2019). The Brexit Brexit and global supply chain crisis further worsen the situation in the region and most of the economic sectors of the UK are struggling to find the employees for their organizations (Feldmann & Morgan, 2021). The transport industry is the backbone of economic development, as most supply chain deliveries are made by them. The ride-hailing transport sector is highly damaged, as people are facing cancellation of rides, late responses, and skyrocketed fares (Aslam & Woodcock, 2020). Throughout the last year, it is evident that European labour is not available for the UK’s business sector developed a gap. The European countries are also facing a huge setback, as the labour supply and demand were shaken in recent years.     
[bookmark: _Toc106094194]1.3 Research Justification
	Doing this research work will lead me to the expertise in the field of business research and provide critical insight into the overall labour shortages and possible ways for resolution. However, the present research is a complex task, but the topic selection hints at my interest in the studies of crisis and possible ways for resolution. It is estimated that the dissertation will provide a significant contribution to the labour crisis and provide the basis for further policy-level decisions. The topic provides me an opportunity to test my multidisciplinary skills and amplitude of applying them. The labour shortage is the current issue faced by the UK’s market and it has a vast impact on the economic prosperity of the society and the country. The outstanding nature of the topic and its implications are the major reasons that forced me to choose this topic and to develop my skills in this core field.    
[bookmark: _Toc106094195]1.4 Research Objectives
It is evident from the literature studies being done in the next chapter, that the labour shortage and the Brexit deal have a critical association, as most of the European labour during the last two years is not coming for the job hunting in the United Kingdom. The literature suggests that Brexit impacted the overall traveling of Europeans to the United Kingdom. The European immigrants need work permits to join the UK’s market, which changed the labour market. The research study is seemed to examine the labour requirements and demand in the UK’s market and how this market demand can be met. 
Tornroos and Halinen (2005) explained that the research objectives are the guidelines that help decide the research methodology. Research objectives provide techniques to overcome complexities and to set a reasonable comparison. The following are the brief objectives of the present research that can guide the research methodology and help develop the results.   
1. The study is aimed to analyse the current labour shortage in the UK since Brexit, and to evaluate its implications on labour demand, recruitment requirements, and processes for the services industry. 
2. The study is aimed to estimate the impact of Brexit and labour shortage on private ride-hailing services like Uber and how they are coping with the ever-changing business conditions.
3. The study is aimed to investigate the current labour crisis and develop future recommendations to manage such issues.    
[bookmark: _Toc106094196]1.5 Research Questions
Research questions are the major research elements that a researcher tries to find out by doing this research. Foss and Waters (2007) explained that the research questions guide the process of research, what to look at and what to ignore. The title of the research study is the major research question, and it further raises questions related to the individual domain. The present research is aimed to answer the following question:
“Managing labour shortages within the UK private industry since the United Kingdom left the European Union: Case study of Uber”
The following are the sub-questions originated from the primary research question. 
1. What are the recruitment processes, requirements, and demands of the services sector in the UK?
2. What is the impact of Brexit on the hiring of European labours in the United Kingdom, and the overall labour shortage? 
3. What are the key economic players that are most impacted by the shortage of labor during the last year period?
4. How are the private ride-hailing services impacted by the labour shortage and what are their processes and procedures for driver’s registration, hiring, and retention.
[bookmark: _Toc106094197]1.6 Significance of Research
	The research significance points out the informed actions, provides literature basis and develops some knowledge in the field of research. The present research is based on the current issue of labour shortage in the UK, and it provides critical insight into the crisis and its reasons. The study is a significant contribution to the field of labour market management and its importance in the development of the country. The sustainability of the economic market of the UK is based on the labour availability that is skilled and ready to meet the organizational demands. The study provides critical suggestions for the new business environment that emerged after the Brexit and Brexit altered the market dynamics and developed a crisis in the supply chain. The study is significant, as it provides critical insight into the transport sector that is badly impacted by the lack of drivers these days.    
[bookmark: _Toc106094198]1.7 Limitations of Research
	The study is limited to the UK’s market, and it provides insight into the services industry of the country. The focus of the study is based on the impact of Brexit and labour demand in the country which further limits the scope of the present study for the UK-only businesses. The study has a strong affiliation with the transport sector that is used to exemplify the overall labour shortage in the services sector. Although, the production industry faces huge setbacks because of the limited supply chain and labour the study is not focused on it and it solely aimed to analyse the services sector.    
[bookmark: _Toc106094199]1.8 Research Layout 
The research is developed into five distinctive chapters that are consecutively laid out in order. These sections are explained below. 
1. Chapter1: Introduction 
It is the first chapter of the dissertation that provides a brief overview of the background, and the aim of the present research. The chapter is further divided into seven parts: research background, research justification, research objectives, research questions, the significance of research, limitations, and research layout.   
2. Chapter 2: Literature Review
Section two is the literature survey that presents secondary data on the topic and provides critical insight into the previous research being done by the researchers. The literature review chapter is aimed to provide a foundation for the research and to develop a core idea of what has been known and what to find out. The secondary data provides theories, opinions, and findings of the researchers. The chapter is further divided into the following four segments: The current UK labour market, Labour shortage in the services sector, the Impact of Brexit on Labour availability in the UK, and Uber's Shortage of drivers.  
3. Chapter 3: Methodology 
The research methodology is a chapter that presents the research design and activities undertaken in the present research. The purpose of this chapter is to mention the entire process and procedures of doping research and the method employed. The methodology chapter provides clarity to the research designed and it will help deduct primary and secondary data. This section provides a rationale for every move being made in the research and gives direction to the parameters. The chapter includes the following sub-sections: research approaches, research philosophy, research strategy, data collection procedures and instruments, data analytical process, research ethics, and limitation of methodology.      
4. Chapter 4: Results, findings, and discussion
It is the critical part of research that is aimed to analyse the data collected along with the secondary results being developed by the literature. The Chapter will present formulated results based on primary and secondary data and their discussion for results evaluation. The findings are devised by comprehensive interpretation of data, and quantitative parameters to get a better understanding of the data collected.  
5. Chapter 5: Conclusions and Recommendations 
It is the concluding part of the dissertation that is aimed to evaluate the research findings and to conclude the final verdict that is brief and result-oriented. The section also provides recommendations that are aimed to be developed in the light of results and findings. 
6. Chapter 6: References
7. Chapter 7: Appendices 
[bookmark: _Toc106094200]
Chapter 02: Literature Review
[bookmark: _Toc106094201]2.1. Literature Introduction 
	This chapter presents a literature review that considers the studies conducted over the past few years. The first part of the literature review highlights the labor market conditions of the UK during the past few decades. The second part is based on Brexit and the labor shortage within UK markets. The next portion is based on analyzing the impact of labor shortage on the transport industry and driver jobs. In the end, this chapter highlights recruitment strategies of private companies including literature based on Uber Inc.  
[bookmark: _Toc106094202]2.2. Background of the UK labor market 
	Between the mid-1990s and until the 2008 crisis, the unemployment rate of the UK, according to official statistics, ranged from 3 to 5% (virtually considered full employment), which is below the European average and is explained by the flexibility of the British labor market. By August 2009 - the very height of the crisis - the unemployment rate reached 7.9%, or 2.47 million people, i.e., almost to the level of 1993 (Holland et al., 2009). It should be noted that in the UK during periods of recession, the number of unemployed always starts to approach 3 million (Policy, 2021).
Unemployment is unevenly distributed among different groups of the UK population. Age, qualifications, gender, ethnicity, and place of residence affect not only the employment of the population but also the period of being unemployed. One of the most characteristic features of the British labor market is that here, even during periods of the highest unemployment rate, men are more likely to lose their jobs than women. Thus, employment among men decreased from 94% in 1959 to 79% in 2000, while among women during the period from 1969 to 1999, on the contrary, it increased from 47 to 69% (Herz and van Rens, 2018).
However, the most alarming trend over the past 20 years has been the rise in youth unemployment. The situation has only slightly improved since 2013 (Herz and van Rens, 2018). People between the ages of 15 and 24 were 11.5%. The highest unemployment rate for this age group was found in Italy (32.9%) and the lowest in Austria (5.9%) (Horrigan, Heggeness, Bahn and Strain, 2022). In the programs of the Labor government, which has been in power for many years in the country, the issues of ensuring full employment have always been central. 
Labor market experts identify five main groups in the structure of the UK labor force. The first group includes a stable minority of the most qualified specialists, who occupy fairly strong positions in the labor market. The second group is made up of persons of an average professional level, more or less protected by trade unions and collective agreements (Schoon, 2020). The third group consists of highly skilled manual workers in rare professions, which, however, are gradually being squeezed out of the market. The fourth group includes an excess number of unskilled workers. It is they who, as a rule, periodically turn out to be unemployed and pass into the care of wage councils, i.e. receive unemployment benefits. The fifth group is made up of disabled people, chronically and long-term ill people, alcoholics, drug addicts, and people with a criminal past (Policy, 2021).
	The position of migrants in the UK labor market is worse than the general population: the employment rate among them is lower, and unemployment is higher. But at the same time, it should be noted that the position of migrants from "white" ethnic groups in terms of employment and wages is almost no different, and in some cases even better than that of native Britons. Employment among representatives of ethnic minorities, as well as immigrants from Pakistan and Bangladesh (less often from India), is 54-57% of the employment of "white" migrants, and the level of wages within these groups varies greatly depending on education and professional qualifications (Herz and van Rens, 2018). 
	Immigration is not a new phenomenon for the countries of Western Europe. Great Britain, strived to preserve its historical ties with its former colonies and to strengthen their economic and political influence there. The UK has always hosted many people from the Commonwealth countries. However, in recent decades, globalization has led to a particularly significant increase in migration flows, and, according to 2002 data, the share of immigrants in the country was approximately 8% of the total population (about 4.8 million people) (Holland et al., 2009). From 1996 to 2007, the annual influx of migrants into the country increased from 44,000 to 237,000 people a year. It should also be noted that over the same period, the outflow of the population from the country also increased, but to a lesser extent. The national composition of migrants is diverse: 23% of them are from EU countries that do not pass immigration control, 20 - are from India, Pakistan, and other countries of Southeast Asia, 19 - are from Africa, and 11% - are from America, including Canada and the USA. Some migrants have been living in the UK for a long time and 47% of them have British citizenship. Almost a third of the migrants currently living in the country arrived in the country over the past 15 years, with a particularly large influx in the 1990s from Eastern European countries (Holland et al., 2009). According to the Ministry of the Interior, during the last 10 years, the annual influx of migrants into the country increased from 329,000 to 557,000 (Holland et al., 2009).
[bookmark: _Toc106094203]2.3. Brexit and Labor shortage in the UK market 
In the United Kingdom, many foreign workers left after Brexit, affecting sectors such as restaurants, logistics, agriculture, and tourism while new immigration rules imposed after leaving the European Union (EU) make the replacement of those who left is complex (Angioloni, Berrittella, Wu and Aguiar, 2022). On December 31, 2020, free movement between the UK and the EU ended, and on January 1, 2021, the British government of Boris Johnson implemented a points-based migration system that prioritizes skills and talent, instead of the place of origin of a person. The British government's plan is for the country's businessmen and employers to "stop depending" on cheap labor from Europe and invest in training their staff (Angioloni et al., 2022).
According to a study conducted by Seppäläinen, 2021, Britain is facing a labour shortage. The shortage of staff, which began in agriculture due to the exit of the country from the European Union (EU) and the Brexit, has spread to almost the entire sector of medium-sized businesses (Seppäläinen, 2021). A survey by consulting firm CGA and Fourth showed that the transport and hospitality sector has suffered from a shortage of workers, with one in six positions currently vacant. The shortage of truck drivers has already led to fuel shortages across the country and hit the meat processing industry (Seppäläinen, 2021). It is studied that the shortage of drivers in the transport industry is seriously affecting the agriculture and food industry. Major companies in the country, such as Tesco, have warned that the problem could lead to empty supermarket shelves if the government does not relax immigration rules. According to official figures, about 1.5 million employees are unable to return to the UK after Brexit (Tiwasing, 2021). 
A "perfect storm" caused by new post-Brexit immigration rules is creating a deep labor shortage in the UK affecting businesses, mainly in the food sector, officials warned this week. of the industry and is becoming apparent in supermarket aisles and among restaurant suppliers. This year, McDonald's ran out of fruit smoothies, the fast-food chain Nando's closed some of its restaurants for lack of chicken, beer is scarce in iconic English pubs, and chefs are the most sought after in the gastronomic sector. The crisis due to the lack of workers hit the supply chains of supermarkets, bars, and restaurants with very hard due to the lack of workers and transporters. And the food sector estimates that in the coming months the shortage will worsen (Horrigan, Heggeness, Bahn and Strain, 2022).
According to Tony Danker, CEO of the Confederation of British Industry (CBI), a trade union representing 190,000 UK companies, while companies knew that the free movement of labor between the UK and the EU would end After Brexit, the need to deal with the Brexit dominated their ability to prepare for change (Kenny, 2022). the study found that just two months before the new immigration rules were published in October, only 8% of companies said they understood and were prepared for the new immigration system. In this sense, the companies told the CBI that the Brexit disrupted their ability to adapt to the new immigration rules and sent EU workers to their countries of origin to be closer to their families (Portes, 2022). 
The authorities have proposed to companies that they hire British workers instead, but the companies believe it will take more than two years to train all the new workers they need. According to Mantouvalou, 2021, labor supply problems could last up to two years and will not be resolved by the Government's Job Retention Plan. In addition, he considered that the shortage is already affecting business operations and will hurt the economic recovery of the United Kingdom (Mantouvalou, 2021). Likewise, for the owner of the industrial center, the labor crisis goes beyond the lack of truck drivers that generates shortages in supermarkets and restaurants. Ellison, Blomqvist and Fleckenstein, 2022, highlights:
"The Government's ambition for the UK economy to become more skilled and productive is correct. But to imply that this can be achieved overnight is simply wrong. And the refusal to implement temporary and targeted interventions to allowing economic recovery is counterproductive," (Ellison, Blomqvist, and Fleckenstein, 2022).
The British economy faced serious problems due to a shortage of labor. They started with agriculture and hospitality after the country left the European Union. Now the shortage of staff has spread to the entire sector of medium-sized businesses, according to Tiwasing, 2021, 
“More than a third of British companies were left without a workforce. Brexit, visa difficulties for foreign workers, and restrictions related to the Brexit have created ideal conditions for a crisis in British businesses,” (Tiwasing, 2021). 
The British economy has serious problems, as its engine has always been medium-sized businesses. Now British entrepreneurs are in a difficult position. It is known that more than 25% of the 500 British companies surveyed reported a decrease in production capacity due to a lack of staff (Gutierrez-Huerter O, Gold, and Trautrims, 2021). Many of them are considering options to reduce production and increase prices. In turn, about 20% of firms said they raised salaries and introduced additional benefits just to attract new employees. About 50% of companies are going to raise wages. Given that production capacity will be reduced, consumers will feel the consequences in a few months in the form of a significant increase in the prices of several goods (Gutierrez-Huerter O, Gold and Trautrims, 2021).
The British do not want to work instead foreigners were forced to leave the UK after Brexit. This led to a crisis in many sectors of the country's economy. A new report by the largest consulting company Grant Thornton says that a million jobs have appeared in Britain at once. Moreover, half of them are in the food sector, that is, in the area in which, in the last 20-30 years, immigrants from the EU countries have mainly worked, which irritated the indigenous population so much. Chronic labor shortages have led to a crisis in supply chains (Mantouvalou, 2021). 
To fill vacant positions, many companies in different sectors are opting for short-term solutions such as asking agencies for staff, not knowing if they will find permanent workers in recent months has seen how the number of Europeans working full time given way. Companies are dealing with English workers, without a fixed contract, working fewer days but better paid, due to increased demand. In turn, there is a growing push and pull between companies to get the workforce (Sumption, 2022). Companies are raising the wages of their workers as a retention measure and in the hope of attracting the people they need. This is generating a growing wave of casualties in companies since workers choose who pays them more(Marshall, Jack and Jones). The European profile that has traditionally occupied the positions where the English did not want to work is disappearing, replaced by British people with little or no experience, who are not willing to work under the same conditions, or at the same pace, or with the time flexibility that these sectors require. On the contrary, part of the Europeans who previously held these positions found jobs in other sectors with better conditions (Marshall, Jack and Jones).
The government claims that this is the impact of the Brexit, but business blames Brexit and the reluctance of the British to take on the work that migrants from Eastern Europe used to do (Portes, 2022). Significant gaps were formed in the transport sector, in the field of storage of goods, hotel services, and the meat processing industry. The study cites data that since the beginning of the Brexit, 1.3 million foreign workers have left the UK and still have not returned (Ellison, Blomqvist and Fleckenstein, 2022). The consequences of this could be seen over the weekend when queues for gasoline lined up in front of gas stations across the country. The media reported that the reason was the shortage of about 100,000 truck drivers, including fuel trucks. Indeed, after Brexit, entry into the country is open only to highly skilled workers, the rest of the positions, as expected, will be hired by residents. However, in October the authorities agreed to issue visas for three months to 5,000 drivers from abroad.
[bookmark: _Toc106094204]2.4. Brexit: Implications for British contracts
	Brexit changes the commercial nature of the contracts. For example, there is a risk that key suppliers or customers will not fulfill their obligations, will try to renegotiate the terms of the contract, or will look for options to exit it. the price of the contract may change because due to the introduction of tariffs, the adoption of new customs agreements, as well as due to a change in the taxation regime, companies will face an immediate increase in their costs under the contract (Kovač and Albrecht, 2022). Exchange rates can also fluctuate suddenly, and wages rise as a result of the struggle to attract or retain human resources in the business. By the way, according to some forecasts, this problem will be especially acute in the technology sector. Particular care should be taken to consider whether there are any price adjustment mechanisms in existing contracts that can be used in the event of a change in cost requirements (Kovač and Albrecht, 2022).
In connection with the possible introduction of customs checks, the risk of delaying goods at the border with the EU increases. Companies need to consider not only the contractual implications of such delays, but also consider the possibility of increasing stocks of goods, re-routing goods, or choosing alternative suppliers in the UK. If a delay at the border with an EU member state results in late delivery of goods or performance of services (Twigg-Flesner, 2022). It may be necessary to revise some of the terms of the contract. If the changes affect the execution of the entire contract and it is no longer possible to renegotiate its terms, then the consequences can be even more detrimental. It is necessary to understand how the loss of freedom of movement of goods within the EU can affect the performance of the contract or its profitability (Twigg-Flesner, 2022).
	The potential new immigration status of EU workers affects their legal status in the enterprise. Moreover, if restricting the freedom of movement for workers from the EU causes a labour shortage in the business, this exempts from the performance of the contract and how this affects the medium and long-term goals of the company (Portes, 2022). The professional qualifications of workers recognized before Brexit will not be affected, but there will also be no mutual recognition system for new applicants, their recognition will depend on the internal policy of the host state (Portes, 2022). The commercial contract contains clauses about the settlement of disputes under this contract and the place where these disputes will be resolved.
	On December 28, 2018, the UK joined the Hague Convention on Choice of Court Agreements 2005. This law provides rules for jurisdiction and enforcement of judgments in cases where there is a clause in the contract on exclusive jurisdiction (exclusive jurisdiction clause) about a contracting state in which the contract was concluded after the entry into force of this law in the contracting state (Kenny, 2022). This law came into force throughout the EU on October 1, 2015. The accession of the UK as a separate state is nothing more than an attempt to ensure the application of this law in the event of a No Deal Brexit. It is then quite possible that the choice of jurisdiction by the parties will be upheld by the court.
Despite the uncertainties in the application of the exclusive jurisdiction clause, it would be prudent to include an exclusive jurisdiction clause in the contract. And also coordinate the addresses for filing potential claims and claims in the same jurisdiction so that in the future there will be no difficulties and delays in obtaining them (Jallow, Fanani and Hamidah, 2021). The parties need to be aware that if they do not have an exclusive jurisdiction clause in their contracts, then in addition to the proceedings in England, this may lead to the transfer of participation in a potential dispute to the jurisdiction of another EU member state. And this can also complicate the enforcement of an English court decision in an EU member state (Jallow, Fanani and Hamidah, 2021).
Most commercial contracts have a force majeure clause (or Material Adverse Change - MAC). No Deal Brexit can be an Event of Default, MAC, or Force Majeure depending on the wording of existing contract provisions (Coles, 2021). Future contracts should include the possible risks posed by Brexit. It should be clarified whether Brexit will affect the ability of the parties to perform the contract and whether this will entail the right to indemnification under the contract (Coles, 2021).
[bookmark: _Toc106094205]2.5. Impact of labor shortage on the transport industry
The UK has announced its intention to issue temporary visas to truckers to alleviate the crisis due to supply disruptions. However, drivers from Eastern Europe refused to help the United Kingdom in the fight against fuel and food shortages. This was stated by labor migrants interviewed by Bloomberg. Residents of Poland and Hungary said they were not going to return to the UK. Drivers are tired of rule changes after Brexit. The UK government has promised to issue temporary visas for the 12 weeks leading up to Christmas to ensure consumers get essential supplies ahead of the holidays (Sumption, 2022). However, this measure did not satisfy truckers. The representative of the Hungarian Road Transport Association, Tivadar Arvay, said that work in the United Kingdom is not credible, as the country only cares about its problems. According to him, drivers will again face difficulties after the expiration of the temporary visa (Keček, Brlek and Buntak, 2021). Jan Buczek, head of the Polish Association of International Road Carriers, is also skeptical of the proposals of the British government (Keček, Brlek and Buntak, 2021).
However, truckers may change their minds if they are offered a long-term plan to work in the country and higher pay. “Polish truck drivers and logistics companies want to do business, but they need stable rules for more than three months,” (Woodside, Vinodrai and Moos, 2021). The owner of the Polish logistics company TF Krzeminscy, Lukasz Krzeminski, also believes that the UK has a chance to return drivers if the government allocates additional funds for this. Eastern European citizens began working in the UK after the country joined the European Union (EU) in 2004. Brexiteers believed that leaving the EU would allow the UK to regain control of its borders. As a result, many migrant truckers have had difficulty obtaining visas and have not returned to the kingdom since the Brexit, causing a shortage of drivers and supply disruptions in the country (Kenny, 2022).
The UK government has taken a package of measures to address the country's labor shortage, including the issuance of 5,000 short-stay visas for drivers and 5,500 visas for poultry workers, according to a statement from the country's transport ministry. Britain has been facing disruptions in the transport industry over the past few months due to a shortage of drivers as well as other transport staff. This has resulted in oil companies being forced to close some petrol stations due to limited supplies. At the end of July, the Road Carriers Association warned that the country was short of 100,000 drivers. This comes as many of them left the United Kingdom after Brexit and thousands of new drivers are waiting for their license tests, which has been complicated by the lockdown amid the coronavirus Brexit (Hesketh, Summers and Kleinman, 2021).
The lack of labor in the transport sector has caused a wage increase to attract collectors and has prevented small companies from being able to afford to hire the few workers available. According to the National Statistics Organization (ONS), workers are needed to fill more than a million vacancies in the United Kingdom. Organizations and businessmen have been warning, about the possible impact of Brexit and the Brexit on the workforce. But it has been the recent fuel shortage due to the lack of 100,000 truck drivers that have uncovered the human resources crisis that the United Kingdom is suffering. Employers from different sectors ask the British Government to extend the list of scarce professionals to include the most understaffed trades including truck and taxi drivers (Sumption, 2022). 
The Ministry of Transport intends to train up to 4,000 drivers shortly. The Ministry of Education, in turn, will allocate 10 million pounds for the creation of refresher courses for the training of drivers. The Department of Defense is deploying its testers to enable a significant increase in the number of driving tests administered in the country over the next 12 weeks. In addition, the authorities intend to send 1 million letters to drivers thanking them for their vital role in supporting the country's economy, as well as calling for those who left them to return to work (Woodside, Vinodrai and Moos, 2021).
[bookmark: _Toc106094206]2.6. Recruitment strategies and private recruiting firms in the UK
One of the important factors that contributed to the change in the configuration of the British labor market and its closer integration into the global labor market was the rapid development of the recruiting services sector in the country, which makes it possible to optimize the pairing of employers' demand for qualified specialists in a particular profession and the supply of such specialists on the market (for a specific order). Today, the country is experiencing an acute need for qualified personnel who are ready to work both in the domestic, European, and international markets. While not actively supporting the European Union as a political entity, the UK has been successfully cooperating with Europe in the field of recruiting for a long time. 
In the UK, consulting and recruiting companies have been successfully operating for a long time. The first agents-consultants appeared in the country two centuries ago, before the technical revolution. And at the beginning of the twentieth century. Great Britain, along with the USA, became the birthplace of consulting in its current form. The most developed and demanded area of consulting in Western Europe today is recruiting. However, in Britain, recruiting has its characteristics. It is necessary to consider recruiting in the UK, having understood the value system of British entrepreneurs and the national characteristics of the business. As a colonial power, Britain for a long time kept economically on the use of the natural resources of its colonies, while in the country itself, as a rule, production technologies, management technologies, and management technologies developed. It is no coincidence that today many multinational companies with branches and factories on all continents are managed from offices in London, Liverpool, and Glasgow. In this regard, the demand for unskilled labor is decreasing in the British labor market and the demand for managerial and engineering personnel is increasing (Gutierrez-Huerter O, Gold and Trautrims, 2021).
The use of a huge array of information collected from various sources allows recruitment agencies to quickly navigate the market changes in the labor market. Many recruiting agencies are shifting their focus from general recruiting to targeted recruiting, choosing a major direction from a wide range of possible sectors of the labor market (Ji-Hyland and Allen, 2022). Involving educational institutions in the recruiting process makes it possible to analyze the supply market of a particular specialty and purposefully engage in the employment of young professionals. Recruiting in the direction of providing work abroad has become new for the UK market. Integration into the European information space allows you to connect the reserves of neighboring countries to solve problems with the employment of specialists in certain narrow areas (Ji-Hyland and Allen, 2022).
If earlier British parent companies with subsidiaries in Asia, Africa, and Europe did not interfere in the personnel policy of subsidiaries, today the development of communications, the need to unify technologies and save on costs throughout the production chain place increased demands on specialists with special training, which are not always found outside of Britain. The British recruiting market today resembles a real living organism, in which “synthesis” and “splitting” take place simultaneously, i.e., on the one hand, there is a merger of state employment agencies, recruiting agencies, educational institutions, information support services; on the other hand, there is an increasingly clear division and distribution of functions between the subjects of the labor market.
Recruitment agencies are no longer providing a complete recruitment cycle but are increasingly concentrating on the professional performance of specific specialized operations. Some agencies, for example, have focused their activities on searching for candidates on the Internet. Large consulting services have relied on the selection of personnel for concerns and TNCs, using the already established network of their personnel centers abroad.
[bookmark: _Toc106094207]2.7. Uber Inc. Facing Labor Shortage Crisis
	The industry is already facing reduced supply from drivers and rising fuel prices that are hurting their bottom line as companies spend more on driver incentives. Shares of Uber (UBER) fell 1.8% to $34.06 on March 25. Its shares have lost 22.5% since the beginning of the year (Rolf, O'Reilly and Meryon, 2022).
According to Transport London (TfL) “Uber has received a London private car hire license for two and a half years,”. The victory came after years of fighting the city's traffic regulator over security issues. Uber has become more suitable for the UK market and has improved its operations in London. London remains one of the most important markets for Uber in the UK and one of the five most important markets in the world (Racabi, 2021). Uber began operating in London in 2012 and has around 50,000 drivers based in the city. Last year, Uber even won over Britain's GMB union by offering driver benefits, holiday pay and minimum wage (Racabi, 2021). Moreover, by 2025 the company has promised to become fully electrified in the UK. In 2017, TfL accused Uber of covering up crimes, and in 2019, TfL revoked Uber's license for failing to report drivers who used the app under false names. In both cases, Uber and regulators fought in court, and Uber's safety protocols were amended to keep the company operating in the city. However, this time Uber renewed the license without encountering any legal hurdles (Wells, Attoh and Cullen, 2021).
	Uber has been actively fighting for years to classify drivers as employees of the company, entitled to higher pay and benefits, rather than self-employed freelancers with lower costs. Now it looks like the company has softened its stance after a legal defeat in a British court. The world's largest taxi company, Uber, has announced it will grant its drivers in the UK worker status, which will include incentives such as a minimum wage, in a first-ever precedent for the hauling giant (Wiener, Cram and Benlian, 2021). Uber said its drivers would receive holiday pay and a pension, a decision coming weeks after a high court ruling that could shake up the UK's "work economy". “Over 70,000 drivers in the UK will be considered workers, earning at least the country’s living wage while using Uber,” the taxi app says. “That’s the floor, not the ceiling, as drivers will be able to earn more." (Wells, Attoh and Cullen, 2021).
 To the report, a taxi driver does not have the same level of protection as a full-time "employee" who provides benefits such as parental leave and maternity leave, as well as severance pay in the event of dismissal. Britain's labor laws, which provide a middle ground between freelancers and full-time workers that other countries don't have, have made the transition smoother. Uber states its action for UK drivers "means drivers will earn with more safety by helping them plan for their future while maintaining the flexibility that is integral to the private hire industry." “Over the past few months, Uber has consulted with thousands of drivers who said they would like these added benefits, but without losing flexibility,” (Coyle, Adams-Prassl and Adams-Prassl, 2021). The unsustainable business models of Uber and other companies in the "gig economy" rely on an extensive network of employees assigned as independent contractors to lower labor costs. Even though the services have changed the way people commute and order takeout, and despite being valued by investors in the billions of dollars, some of them have reportedly failed to turn a profit. Uber itself posted a net loss of $6.8 billion in 2020 (Coyle, Adams-Prassl and Adams-Prassl, 2021).
Uber said drivers will be paid the country's minimum wage from the time a ride request is accepted until the passenger drops off at their destination, but not while waiting for a ride request. The minimum wage in the United Kingdom for citizens over 25 will rise slightly to £8.91 (about $12.40) (Wells, Attoh and Cullen, 2021). Drivers will receive 12% of their holiday earnings, paid every two weeks (Borowiak, 2021). government formula. Uber has successfully fought previous labor laws, arguing that it is simply a technological network that connects drivers and commuters (Borowiak, 2021). However, the Supreme Court of the United Kingdom unanimously ruled that Uber is acting more like an employer, setting prices, scheduling trips, and forcing drivers to obey certain traffic routes. Uber hasn't said how much the reclassification of UK drivers will increase its costs, but it hasn't changed its profitability target this year, according to the report. London is reported to be one of Uber's five most important markets, accounting for approximately 6.4% of total gross bookings (Borowiak, 2021).
[bookmark: _Toc106094208]2.8. Literature Conclusion 
	Previous studies mentioned above identified the influence of Brexit on the UK labor market and highlight the present shortage of labor in the market. it is established that the UK is facing a labor shortage and supply chain businesses are highly affected due to this shortage. It is concluded from the literature review that Brexit causes a serious labor shortage for the enterprises operating in the UK. the transport industry is highly influenced by the current labor shortage, and it is studied that demand for drivers significantly increased during the past 2 years. Uber Inc. is providing taxi services in the UK and the company is facing issues in recruiting drivers and other staff. The labor shortage results in increased wages and low profitability for the organizations. 


[bookmark: _Toc106094209]Chapter 3: Research Methodology
[bookmark: _Toc106094210]3.1 Introduction
The present chapter is aimed to devise a research design that can answer the research questions. The methodology chapter outlines the sampling technique, and data analytics tools that are employed. The socioeconomic and demographic details of the respondents are evaluated along with the research questions developed to cover the entire scope of the study. The study is based on both qualitative and quantitative data collection approaches that are used to complement the results. Brannick and Roche (1996) detailed that research methodology is a point of decision, as it is a decision-making process that impacts the results and findings of the study. A research method is a systematic approach that is planned to conduct a research project. While developing a research methodology, it is important to make all aspects of the research should remain relevant.  
[bookmark: _Toc106094211]3.2 Research Design
[bookmark: _Toc106094212]3.2.1 Philosophy of Research
	The research methodology means collecting data and processing it in a presentable manner. Each research methodology is based on assumptions, as it is a process through which a researcher looks at the world (Saunders et al., 2009). The assumption made to create a methodology for specific research is called research philosophy. These research assumptions further impact the strategy and procedures to collect data. The research philosophy is based on the researcher, the process, and the knowledge it developed. The present dissertation is based on two philosophies interpretivism and Positivism positivism philosophy; the study includes qualitative and quantitative research approaches. 
Quantitative research explains that knowledge is not subjective, and it should be systematic, numerical, and testable (Scheurich, 2014). The philosophy also undertakes that the researchers should not have any knowledge of the results and if they have, it should not impact the results (Schweber, 2015). The results and conclusions are based on observations, and in such conditions, the researchers should remain passive. The results can only determine the acceptance and rejection of the research hypothesis. The interpretivism philosophy is based on qualitative research that is devised to collect data from different things that can be interrogatable (Haddadi et al., 2017). According to interpretivism philosophy, knowledge is subjective to different sources and knowledge basis. The qualitative research design can make the results biased, but it can provide the foundation for the positivism approach to prevail. The methodology of the research however can be acceptable by comparing the methodology with the other researchers and their outcomes. The frequency of research along with the similarities in the results can provide unbiased acceptability of the qualitative technique. In the interpretivism approach, the knowledge is subjective, and it is difficult to replicate the results for greater accuracy as we do in the quantitative approach (Chowdhury, 2014). The interpretivism philosophy is always criticized by the researchers who believe in the positivism approach, because of the poor validity of results, but it also witnessed that in some cases the quantitative approach cannot generate knowledge and researchers must use a qualitative approach to find solutions. Based on the positivism and interpretivism philosophies the research hypothesis is either accepted or denied. The following are the research hypothesis. 
1. Hypothesis 1 (H1): European origin people are the key players in the skilled labour sector of the United Kingdom. 
2. Hypothesis 2 (H2): Strict jobs and visa conditions deteriorated the labour market in the private sector of the UK. 
3. Hypothesis 3 (H3): Strict and lengthy recruitment and selection process in the services sector of the United Kingdom is the reason for the labour shortage in the country.
4. Hypothesis 4 (H4): Shrinking immigrant labour in the United Kingdom is the key factor impacting labour availability if the country. 
5. Hypothesis 5 (H5): Uber is the most impacted ride-hailing service by the labour shortage, as it directly impacts the tourism sector of the country. 
6. Hypothesis 6 (H6): The policies of Uber are not driver’s friendly that impact job retention.
[bookmark: _Toc106094213]3.2.2 Research Approach and Strategy
The research approach is the way to analyse a specific problem and develop comparable variables, and results can be deduced. The research approach links the theory and research that can help estimate the results. According to the Robson (2002), there are five stages of the research approach that are: 
· Deduct a hypothesis from the literature and theory. 
· Development of hypothesis in a way that can create a relationship between two variables. 
· Testing the hypothesis
· Analysing the outcomes 
· Amendments in the theory in the light of findings. 
The research strategy is the plan to conduct the research and how to answer the questions. The design of this strategy is coherent with the research design. The present research is based on qualitative research to provide critical insight into the problem and devised solutions. The research also includes quantitative research that is based on a survey questionnaire and interviews. Surveys are easy to conduct online, and they can fruit results and conclusions. The sampling of the overall population can help us predict the overall behaviour of labour market of the UK, especially in the services sector.   
[bookmark: _Toc106094214]3.2.3 Sampling Technique
The sampling of the population is done through online shortlisting of the skilled labour, and service industry representatives willing to answer the survey questionnaire. The participants are shortlisted based on their association with the private services industry of the UK and their role in specific in transport industry. An online survey has been conducted, as it is convenient for the researcher to manage. The ensure the representation of all gender basis, the respondents from male and female categories are all included, along with the diversity and nature of the job. 
[bookmark: _Toc106094215]3.2.4 Research Ethics
· The research has no interest in personal income and wages of the skilled labour working in the services sector. 
· The skilled labour is resilient to answer the research question and they are open to leaving any question unanswered. 
· The personal data regarding the job type is not mandatory, and if shared by the respondents, the data will not be shared with a third party. 
[bookmark: _Toc106094216]3.3 Data Collection
Primary data are collected through a questionnaire published in (Facebook Group - Uber Drivers), and quantitative data are collected. The questionnaire was developed based on the research questions and can be seen in Chapter 7: Appendix. The respondents are screened online, and requests were made to respond to the questionnaire. A random sampling technique is used, and different professionals were engaged in the research survey. Out of 40 respondents, 25 filled the survey questionnaire. The data from these survey questionnaires are collected and further analysed for the deduction of results. The interview of HR professionals is also conducted and two HR managers were interviewed. Whereas the secondary data is collected from research being conducted by different research institutes. The secondary data is presented in parallel with the primary data that further help deduce results. A pilot test is also conducted to check the questionnaire survey and how it works. The pilot test guides the researchers to all meanings of their designed questionnaire (Saunders and Lewis, 2012). The pilot tests were conducted in a group of friends and the results of each question were analysed before sharing it with the potential respondents. 
[bookmark: _Toc106094217]3.4 Data Analysis
The questionnaire structure and its formatting divide the overall research into two parts. In the first part, the useful information on labour condition of the market, and its impacts are discussed. The second part includes interviews of two HR managers. The primary data were collected and analysed with IBM’s statistical analysis software: SPSS. 
[bookmark: _Toc106094218]3.5 Limitation of Methodology
The present study is based on the UK’s market; specifically, the impact of Brexit on Labour market of private services industries. The labour shortage in the UK is the most recent issue being faced by the country, so the secondary data is not strong enough to complement all aspects covered in the primary research. The issue is resolved through deep primary data collection from general labour and employers. The online reports, official repositories, and conference papers are analysed, and the information is collected. To avoid the issue of limited responses from the respondents, the researcher distributed the survey questionnaire to the general laborers working in multiple fields. The issue of short time is overcome by managing respondents on and offline for maximum labour and employers’ opinion on the matter.   
[bookmark: _Toc106094219]3.6 Chapter 3: Conclusion
The research methodology adopts a mixed means to collect data; the study is based on the philosophy of interpretivism and positivism. The research is aimed to analyse the UK’s labour shortage in the services sector including Uber. The research is based on qualitative data being collected from multiple sources that can provide critical insight into the issue. The primary data is collected through a questionnaire survey that is developed to answer the research questions. The data collected from primary research is further subjected to statistical analysis through software. The reason to configure such a methodology is to cover all aspects of the labour crisis in the UK’s market and to estimate possible solutions. The questionnaire survey is filled by 25 respondents including on and offline responses. Two HR managers are interviewed and the data is collected. In conclusion, the present research employs a mixed methodology approach to gather critical data that further guide the results, recommendations, and conclusion.    


[bookmark: _Toc106094220]Chapter 04: Data Analysis and Research Findings
[bookmark: _Toc106094221]4.1 Introduction 
The present chapter is aimed to access, analyze, and expose the research findings along with the results of quantitative data. The study uses quantitative and qualitative data to conclude the findings. The qualitative questionnaire survey and interviews are used to collect primary data and the data is further analyzed and compared with the qualitative data to access the findings. The research is divided into two sections addressing the two different themes of the study. The quantitative data collection is divided into two sections the first section targets the workforce and labor, and the second section focuses on the HR representatives of different private services industries. Each of these sections includes data collection from their respective audience. The findings from the questionnaire data and interviews are further explained in this chapter. 
[bookmark: _Toc106094222]4.2 Qualitative Data Analysis 
	The results of the questionnaire are discussed in this section and compared for the evaluation of the findings. Out of different sectors of the economy, the services sector is evaluated, and both employees and the HR managers are the participants in the quantitative data research. The research is aimed to evaluate 50 participants, but only 27 answered the questionnaire, among those only 25 participants are workers and the 2 are managers. The responses are enough to evaluate the results, and the following is the research question about the present survey research. The probability sampling technique is used to collect the overall results of the research. The participants were shortlisted and selected randomly, and the sample size varies on the bases of the willingness and availability of the individual participant. The professionals are screened and selected from Google search and requested to fill the survey for this research. The participants are also selected on personal contacts, and requests are made. The analysis is made, and individual research questions are used to further categorize the research. The labor force and the HR managers are separated, and survey questionnaire and interview are developed. The following is the analysis of a survey and interview of labor force and the HR managers working in the services sector of the United Kingdom. 
[bookmark: _Toc106094223]4.2.1. Demographic Characters
The respondents of the survey are of different age groups and backgrounds. Most of the respondents are non-native in the case of the workforce, whereas the management is dominated by the native professionals. It is observed that 36% of the native workforce is specialized and related to a specific skill set. About 64% of respondents from the workforce are non-natives that are working on an hourly basis or contracts. It is also observed that in the case of HR professionals 50% are native and the rest are non-native. The following is the table and the figure demonstrating the percentage of native and non-native people working in the services sector of the country. 
Table 4.1. Native and non-native workforce
	Demographics of participants 

	
	Response (%)
	Response count 

	Response from workforce 

	Native 
	36%
	9

	Non-native 
	64%
	16

	Total 
	100%
	25

	Response from HR professionals

	Native 
	50%
	1

	Non-native 
	50%
	1

	Total 
	100%
	2


(Source: Compiled by Author)








Figure 5.1. Native and Non-Native Workers

(Source: Compiled by Author based on Survey Response)

[bookmark: _Toc106094224]4.2.2 Survey Questionnaire 1: Worker’s Response
Research Question 1: What are the recruitment processes, requirements, and demands of the services sector in the UK?
4.2.2.1.  Ease of doing Job & Length of Recruiting Process 
From table 4.2 and figure 5.2, it is established most employees are happy with their job posts as they have free ease to do the job. out of 25, 13 participants agreed that the job is easy to do, and they do not face any difficulty while doing their job tasks. It is also observed that 48% of participants found it difficult to manage their job tasks. As the margin between the two variables is close, it can understand that people find their job easy to do with some sort of difficulties as well. 
From table 4.3, and figure 5.3, it is established that most employees are not satisfied with the recruitment time taken by the organization. About, 12% of employees strongly agreed that the recruitment process is lengthy, and 24% agreed with the statement. Along with the disagreed participants, 28% remained neutral on the subject. It is also established from the data that 36% of participants are of the view that the recruitment process is not lengthy at all. It is established from the results that most jobs are easy to do, but the recruitment process may be lengthy for the labour. 
Table: 4.2 Ease of Doing Job
	Ease to Workers

	Variable
	% Response
	Frequency

	Yes
	52%
	13

	No
	48%
	12


(Source: Compiled by Author)
Figure: 5.2 Ease of Doing Job

(Source: Compiled by Author)
Table: 4.3 Length of Recruiting Process
	Lengthy Recruiting Process

	Variables 
	Response %
	Value

	Strongly Agree 
	12%
	3

	Agree 
	24%
	6

	Neutral 
	28%
	7

	Disagree 
	24%
	6

	Strongly Disagree
	12%
	3


(Source: Compiled by Author)



Figure: 5.3 Lengthy Recruiting Process

(Source: Compiled by Author)
4.2.2.2. Job Hunting and Selection Process
From table 4.4 and figure 5.4, it is established that hunting for a job in the United Kingdom is an easy task for a job-seeking person. Out of 25, 4 participants agreed that job seeking is very easy in the UK, 15 termed it an easy job, and 5 participants are satisfied with the job availability in the market. Only, 1 participants out of 25 feel difficult to find a job in the country. It is established that job hunting in the United Kingdom is an easy task, and people can have multiple options to avail. 
From table 4.5 and figure 5.5, it can estimate that the job selection process is smart and convenient for the labor. Out of 25 participants, 19 feel satisfied with the hiring procedures of companies. Out of 25 participants, 6 voted for the poor job selection process employed by the organizations. It is estimated that overall, hiring procedures of the services industry is acceptable and encouraging for the employees and skilled labour. 
Table: 4.4 Finding and job in the United Kingdom
	Finding a job in the UK

	Variables 
	Response %
	Value

	Very Easy
	16%
	4

	Easy
	60%
	15

	Satisfied 
	20%
	5

	Difficult  
	4%
	1

	Very Difficult 
	0%
	0


(Source: Compiled by Author)
Figure: 5.4 Finding a Job in the United Kingdom

(Source: Compiled by Author)

Table: 4.5 Selection Process
	Selection Process

	Variables 
	Response %
	Value

	Very Good
	4%
	1

	Good
	16%
	4

	Satisfied 
	56%
	14

	Poor 
	20%
	5

	Very Poor
	4%
	1


(Source: Compiled by Author)
Figure: 5.5 Selection Process

(Source: Compiled by Author) 
Research Question 2: What is the impact of Brexit on the hiring of European labours in the United Kingdom, and the overall labour shortage?
4.2.2.3.  Labour Shortage and Job Retention
The below mentioned table 4.6 and figure 5.6 show that the major reason for labour shortage in the country is Brexit, and out of 25 respondents, 11 voiced this reason. The changes in the employment contracts are the major reason for the labour shortage in the market. As the businesses keep on changing and the labor demand also changes with the time; it is evident that only 3 participants account for 11% of the total participants are of the view that their organizations have an unfavorable environment, and they are poorly paid for their jobs. Out of 25, 10 voted for contractual changes a reason of labour shortage. 
Job retention is an important parameter that can guide organizational sustainability and market stability. Figure 5.7 and Table 4.7 show that most employees are happy with the job positions, and they want to continue serving their respective organizations for years. Out of 25 participants, 4 people want to continue their jobs for the next year, 7 people want to pursue their jobs for the next two years, 12 want to retain their jobs for the next 5 years, and 2 want to do their jobs till there retirement. From the data mentioned below in table 4.7, it can argue that most employees are happy with the job positions, and they want to pursue their jobs for a longer period. 
Table: 4.6 Reasons for Labour Shortage in the United Kingdom
	A most important reason for the labour shortage in the UK

	Variables 
	Response %
	Value

	Brexit
	45%
	11

	Unfavorable working environment 
	11%
	3

	Low wages 
	3%
	1

	Changed employment contract 
	41%
	10


(Source: Compiled by Author)
Figure: 5.6 Reasons for Labour Shortage in the United Kingdom

(Source: Compiled by Author)
Table: 4.7 Job Retention
	Job Retention

	Variable 
	Response %
	Value 

	One year
	16%
	4

	Two years
	28%
	7

	From two to five years
	48%
	12

	Until I retire 
	8%
	2


(Source: Compiled by Author)
Figure: 5.7 Job Retention

(Source: Compiled by Author)
4.2.2.4 European Workers in the United Kingdom
The study shows that there is a profound impact of Brexit on the European workers working in the United Kingdom. The below mentioned table 4.8 and figure 5.8 suggest that there is a difference in the European labour working in the United Kingdom before and after the Brexit. In some organizations, where there is already cultural diversity exists, the European employees count remained same before and after the Brexit. Out of 25 participants, 22 argued that their organizations have 20%-60% European employees and their count remained the same before and after the Brexit. It is also observed that the organizations that have more than 60% employees from Europe have a sharp decline in the percentage after Brexit.    
Table 4.9 and figure 5.9 show that the European employees correlate Brexit with the negative sentiment, as most of them feel it discouraging. It is a common perception among the employees that European people can never hold the same position in the United Kingdom, as they hold in the past. Out of 25 respondents, only 6 termed Brexit a positive change, and the rest 19 are of the view that Brexit negatively influences the interest of European labor in UK markets. It can be argued that Brexit has changed the UK’s labour market for the European people, and they can no longer be waived for visa requirements. 
Table: 4.8 European Labour Working in the United Kingdom
	European Labour Working in the UK

	Percentage 
	Before Brexit
	After Brexit 

	Below 20%
	2
	4

	20%-40%
	6
	8

	40%-60%
	14
	12

	60%-80%
	2
	1

	Above 80%
	1
	0


(Source: Compiled by Author)
Figure: 5.8 European Labour Working in the United Kingdom

(Source: Compiled by Author)
Table: 4.9 Brexit influences the interest of European labour in UK markets
	Brexit influence the interest of European labour in UK markets

	Variables 
	Response %
	Value

	Positive
	24%
	6

	Negative 
	76%
	19


(Source: Compiled by Author)
Figure: 5.9 Brexit influences the interest of European labour in UK markets 

(Source: Compiled by Author) 

4.2.2.4.  Gaps in UK’s Labour Market 
The UK’s market is always in the need of labour that is skilled and that can fulfill the requirement of the industry. Brexit is helpful for the local people to gain skills and to fill the gap created by the European skilled labour in the UK’s market. From the below-mentioned table below 4.10 and the figure 5.10, most workers think that Brexit is not helpful for the development of local labor. As the native people of the United Kingdom are well off and they are posted to higher job posts in most cases. Out of 25 respondents, 15 responded that Brexit is not helpful for the local people to do labour jobs in the country. Whereas 10 participants think that the local labour market also developed after the Brexit deal. 
The Brexit deal also leave a gap in the UK’s labour market, as many of the European people left the country after the Brexit. The following table 4.11 and the figure 5.11 show that 64% of participants agreed that the UK’s labour market has a gap after Brexit, and 20% denied this. The UK’s market is one of the most diverse markets for labour in the European continent. Figure 5.11 shows that most participants say that labour market is under pressure, as the gap between supply and demand widened after Brexit.  


Table: 4.10 Brexit helpful to develop local labour in the UK
	Brexit is helpful to develop local labour in the UK

	Variables 
	Response %
	Value

	Yes 
	40%
	10

	No
	60%
	15


(Source: Compiled by Author)
Figure: 5.10 Brexit helpful to develop local labour in the UK

(Source: Compiled by Author)
Table: 4.11 Gaps in Labour Market of the UK
	The gap in labour market in the UK

	Variables 
	Response %
	Value

	Strongly Agree 
	28%
	7

	Agree 
	36%
	9

	Neutral 
	16%
	4

	Disagree 
	12%
	3

	Strongly Disagree
	8%
	2


(Source: Compiled by Author)
Figure: 5.11 Gaps in UK Labour Market

(Source: Compiled by Author)


Research Question 3: What are the key economic players that are most impacted by the shortage of labor during the last year period?
4.2.2.5.  Economic Conditions and Labour Availability
The economic development of the United Kingdom is associated with the labour market, as the tourism and hospitality industries are the most impact ones. The below-mentioned table 4.12 and the figure 5.12 show that out of 25 respondents, 19 believe that economic conditions are linked with the labour market of the country. Out of 25 participants, 5 argued that the economic condition of the country is not associated with labour availability. The labour availability and its supply are the core indicator of the growth, and it can be seen in the data provided below. 
While discussing the labour shortage as the current major issue faced by the services industry of the United Kingdom; table 4.13 and figure 4.13 show that 88% of respondents argue that currently, the labour shortage is the major issue faced by the industry. Only, 12% believe that the labour shortage is not an issue for the services industry. The data shows the strong association of labour with the economy and its impact on the development of the services industry. The transport and tourism industries are the most impacted sectors of the economy, and it can also be seen by analyzing the data presented below.  
Table: 4.12 Economic Condition and Labour Market
	Economic Condition and Labour Market

	Variables 
	Response %
	Value

	Strongly Agree 
	40%
	10

	Agree 
	36%
	9

	Neutral 
	4%
	1

	Disagree 
	8%
	2

	Strongly Disagree
	12%
	3


(Source: Compiled by Author)
Figure: 5.12 Economic Condition and Labour Market
(Source: Compiled by Author)
Table: 4.13 Labour availability is a common problem for employers in the UK
	Labor availability is a common problem for employers in the UK

	Variables 
	Response %
	Value

	Yes 
	88%
	2

	No
	12%
	3


(Source: Compiled by Author)

Figure: 4.13 labour Availability is a common problem for employers in the UK

(Source: Compiled by Author)



4.2.2.6.  Driver’s Shortage in the United Kingdom
In recent years, the labour shortage in the transport sector is the major issue faced by the country and it impacts the overall economic activities of the country. The below mentioned table 4.14 and figure 5.14 shows that 72% of respondents argued that the driver’s shortage in the United Kingdom influence the economic growth of the country. It is observed that large supply chain organizations are struggling to gain momentum, along with the local cab systems are also facing a severe shortage of drivers. The below-mentioned data, strengthen the argument that driver shortage is the major issue faced by the industry. 
Table: 4.14 Driver shortage in the UK influence the economic conditions
	Driver shortage in the UK influences the economic conditions

	Variables 
	Response %
	Value

	Yes 
	72%
	18

	No
	28%
	7


(Source: Compiled by Author)
Figure: 5.14 Driver shortage in the UK influence the economic conditions

(Source: Compiled by Author)


Research Question 4: How are the private ride-hailing services impacted by the labour shortage and what are their processes and procedures for driver’s registration, hiring, and retention.
4.2.2.7.  Private Ride-Hailing Services
Private ride-hailing services are facing driver shortage in the United Kingdom, as the drivers are not available in most of the services domains. The below-mentioned table 4.15, and figure 5.15, show that 22 out of 25 respondents are of the view that currently, the UK’s ride-hailing market is facing a shortage of labour. The table and the figure also show that the registration and hiring procedure of the private ride-hailing services are supportive to immigrant drivers living in the country. It is established by the data that drive-hailing services are developing with time, by providing ease of registration, but the driver’s shortage is the critical issue faced by most of them.  
Table: 4.15 Private Ride-hailing Services
	Private Ride-Hailing Services

	
	Response (%)
	Response count 

	UK labour market is facing a shortage of drivers

	Yes 
	88%
	22

	No 
	12%
	3

	Total 
	100%
	25

	The procedure of driver’s registration and hiring is supportive for the immigrant drivers

	Yes
	56%
	14

	No 
	44%
	11

	Total 
	100%
	25


(Source: Compiled by Author)
Figure: 4.15 Private Ride-Hailing Services
(Source: Compiled by Author)
4.2.2.8.  Employee’s satisfaction and Retention Policies of Uber
Uber is the largest private ride-hailing service in the United Kingdom, it is estimated by analyzing the below table 4.16 and the figure 5.16 that 52% of drivers are not satisfied with the benefits provided by the Company. It is also observed that 48% of drivers are satisfied with the benefits offered by the Company, but most of them are not satisfied. By analyzing the below-mentioned table 4.17 and the figure 5.17, 64% of drivers termed the policies of Uber friendly and the rest 36% argued that the policies are unfriendly to them. It is observed that most of the drivers are satisfied with the procedures and working system of Uber, but the dissatisfaction of drivers is based on certain issues related to service charges and benefits. The employee retention and policies of Uber have been based on the maximization of their operations in different sectors of transport and the Company made format contracts with other services industries to make long partnerships. The shortage of drivers is a serious issue faced by Uber that limits the operations of the organization. 
Table: 4.16 Driver’s Satisfaction
	Driver’s satisfaction 

	Variables 
	Response %
	Value

	Yes 
	48%
	12

	No
	52%
	13


(Source: Compiled by Author)
Figure: 5.16 Driver’s Satisfaction
(Source: Complied by Author)
Table: 4.17 policies of Uber
	Company Policies  

	Variables 
	Response %
	Value

	Friendly  
	64%
	16

	Unfriendly 
	36%
	9


(Source: Compiled by Author)
Figure: 5.17 Policies of Uber

(Source: Compiled by Author)



[bookmark: _Toc106094225]4.2.3 Interview Results: HR Professionals
4.2.3.1. Education and Qualification
	It is observed in the mentioned table 4.18 and figures 5.18 that immigrant workers are less educated compared to human resource management personnel. Out of 25 participants, 22 are undergraduate, and most of them are limited to high schools and junior schools. Only 2 participants have graduation degrees, and most of such immigrants are working part-time. Compared to human resource professionals, the workers are less educated and more associated with the skill set for livelihood. In the case of HR professionals, both are university post-graduates. The education difference in both classes is significant.       
Table: 4.18 Level of Education
	Highest level of Education 

	Level of Qualification 
	Workers
	HR Professionals

	

	Post-graduate 
	1
	2

	Graduate
	2
	0

	Under-Graduate 
	8
	0

	High School 
	9
	0

	Junior High School
	5
	0

	Total 
	25
	2


(Source: Compiled by Author)
Figure: 5.18 Level of Education (Workers)
(Source: Compiled by Author)

Figure: 5.19 Level of Education (HR Representatives)
(Source: Compiled by Author)
4.2.3.2. Selection Techniques and Difficulty of Recruiting
	The recruitment of full-time and part-time employees for the services industry is not simple, as most immigrant workers are searching for a part-time job that can be managed with their educational commitments. The full-time positions for recruitment are filled with the highly skilled workers, as shown in the table 4.19 and figure both HR professionals argued that it is difficult to recruit full-time employees for a permanent position in the organization, as most such organizations are seeking employee that can give full time and effort to its organization. In the below-mentioned table 4.20 and the figure 5.21, it is argued that the services industry is facing a severe shortage of labour and skilled workers. Both HR professionals agreed that their sector of services is facing a labour shortage. The human resource management is facing pressure while hiring permanent employees, as the skilled employees are not available for most jobs in the sector. 
	The selection techniques vary from industry to industry and most of the services sector is engaged with their employee recruitment process through online applications and selection. Table 4.21 and figure 5.22 show that resume and application forms are frequently used by HR professionals, the method also helps them collect data. The aptitude and psychometric methods of screening are also used for sensitive jobs in the services sector, as the personal traits of the employees are important to be understood. The data shows that one-to-one interviews and panel interviews are old techniques that are not frequently used by the management, and it is replaced by skill tests. Medical screening and references are the most common new interventions in HR management, as it provides a strong base for employment.   
Table: 4.19 Difficulty recruiting full-time positions
	Respondents
	Response %

	1st Interview
	70%

	2nd interview 
	75%


(Source: Compiled by Author)
Figure:  5.20 Difficulty recruiting full-time positions

(Source: Compiled by Author)
Table: 4.20 Recent Labour Shortage
	Recent Labour Shortage

	Variables 
	Response %
	Value

	Yes 
	100%
	2

	No
	0%
	0


(Source: Compiled by Author)
Figure: 5.21 Recent labour Shortage
(Source: Compiled by Author)
Table: 4.21 Selection Techniques used to Fill the Vacancies
	Selection Techniques 
	Never
	Seldom
	Sometimes
	Frequently
	Always

	Application forms (e.g., resumes, biodata)
	0
	0
	3
	7
	5

	Aptitude tests
	2
	1
	5
	3
	4

	Psychometric tests
	1
	0
	4
	6
	4

	Skill or knowledge tests
	0
	0
	3
	4
	8

	One-to-one interview
	7
	2
	3
	2
	1

	Panel Interview 
	1
	0
	4
	3
	7

	Assessment Centres 
	3
	2
	4
	3
	3

	References 
	0
	0
	3
	2
	10

	Medical Examinations
	0
	0
	2
	7
	6


(Source: Compiled by Author)
Figure: 5.22 Selection Techniques used to Fill the Vacancies
(Source: Compiled by Author)
4.2.3.3. Impact on Human Resource Management Before and After Brexit
The below-mentioned table 4.22 and the figure 5.23 show that the condition of human resource availability before and after Brexit has many differences. It can be seen in table 4.22 that labour availability after Brexit remained at half and recruitment abroad also narrowed during the same period, as the visa requirement for European employees has changed the overall employment conditions. The HR professionals are least concerned with the age limits for specific jobs, as the interest of European labour in the UK’s market also narrowed to half level. The table shows that after Brexit European labour is least available to the services sector for employment, as most of them traveled back to their home countries; at the same time, the organizations retained their European employees at the maximum point. The organizations are struggling to retain their image and offer the same services after Brexit, by employing labour with relaxed educational background. The skills are getting more importance in the services sector and the HR is found of skilled labour these days.    
Table: 4.22 Human Resource Management Before and After Brexit
	Parameters
	Average rating Before Brexit
	Average rating After Brexit

	Labour availability  
	4
	2

	Recruiting abroad
	5
	3

	Relaxed age requirement 
	1
	3

	The interest of European labour to work in the UK
	5
	2

	Induction of skilled labour from EU countries
	5
	1

	Retaining existing European employees
	2
	4

	Increase pay
	2
	3

	Relaxed qualification requirements
	1
	3

	Retaining organizational image
	4
	4


(Source: Compiled by Author)
Figure: 5.23 Human Resource Management Before and After Brexit
(Source: Compiled by Author)
4.2.3.4. Private Ride-Hailing Service: Uber
Most of Uber’s operations are limited to riding-hailing services, as it is the core service that the organization is offering. The data show that HR professionals are of the view that Uber has well established HRM strategy to remain in the competition. The below mentioned table 4.24 and figure 5.25 show that Uber uses different HRM techniques to sustain their business in the ever-changing labour conditions of the country. It can be witnessed in table 4.24 that loyalty, technical skills, and leadership are the major parameters identified that impact the HR practices of Uber. The transfers and job rotations are applied where necessary, sociability and past performance are also important parameters that Company applies where necessary. Uber uses different HRM techniques highlighted by the HR professionals responding to the interview. The ride-hailing services cut their services to manage their core services applicable to all regions of the country. Home delivery through Uber is the most impacted in recent years and Uber and other ride-hailing services are limited to their online customers for rides across the country. 

Table: 4.23 Uber’s Method of HRM
	
	Never
	Seldom
	Sometimes
	Frequently
	Always

	Job rotation
	2
	1
	5
	3
	4

	Transfer
	6
	2
	2
	3
	2

	Executive search consultants
	2
	1
	5
	3
	4

	Past performance 
	4
	1
	2
	3
	5

	Loyalty 
	0
	0
	5
	4
	6

	Leadership
	1
	2
	3
	6
	3

	Technical competency 
	0
	0
	4
	4
	7

	Sociability 
	3
	1
	3
	4
	4


(Source: Compiled by Author)
Figure: 5.24 Uber’s Method of HRM
(Source: Compiled by Author)
[bookmark: _Toc106094226]4.3 Conclusion 
	The chapter presents the qualitative data analysis that is extracted by the engaging HR professionals and labor working across the United Kingdom. The chapter covers the overall results of individual answers made by each respondent to the questionnaire. The findings of the questionnaire are presented in a quantitative format that can guide the acceptance or rejection of the hypothesis made. The next chapter concludes with results based on these findings and will elaborate on the research questions. The recommendations are made through a critical analysis of the present research that is based on exemplary findings. 

Chapter 05: Conclusion, Discussion, and Recommendations
[bookmark: _Toc106094227]5.1 Conclusions 
The present study is based on analyzing the labor market of the United Kingdom. Recently the UK market is facing a labor shortage due to Brexit. The European labor is moving from the UK and leaving the vacancies behind. The present study provides a deep analysis of the UK labor market and focused on the specific case of Uber Inc. The purpose of the present study was to understand, examine and determine the UK labor market conditions, employee availability, and approaches adopted by HR professionals to encounter the labor shortage. The present study determines the gap between employees and employers and highlights the reasons behind the labor shortage. It is concluded that Brexit significantly impacts the labor market conditions of the UK. EU skilled labor was highly attracted by UK companies and EU individuals were free to move to the UK before Brexit. After Brexit, the EU skilled labor is restricted, and a new visa policy was imposed for the EU workers. 
The present analysis is aimed to certainly assess how labor conditions influence business operations and what strategies are adopted by HR professionals to tackle the labor shortage. The literature review indicates that the labor shortage within the UK got more intense after Brexit and currently the country is facing a driver shortage in the supply chain and tourism industry. The driver shortage influences all businesses as supply chain management is essential to carrying out business operations. the most influenced business due to labor shortage includes the tourism industry and private ride-hailing services like Uber. 
The present research addresses the research questions by highlighting the difficulty in the recruitment process, the impact of Brexit on labor availability and market conditions, the influence of labor conditions on economic growth, and the case of private ride-hailing services. It is concluded that the recruitment process in the UK is more supportive for the employers and workers mostly find it difficult to secure a permanent position within UK organization. However, the conditions changed after Brexit and the available labor pool shrunk. The results show that after Brexit the recruitment process is more oriented toward finding skilled labor and the UK companies are willing to hire more individuals as permanent employees. the findings highlight rising recruitment difficulties in all low-paying industries over the past year. Mainly the labor force in the UK is based on ex-pats and visa conditions play a significant role in shaping the labor market. The workforce is the driving engine of the economy. The present study advocates the importance of labor in the economic development of the country. it is concluded that the tourism industry and food industry are significantly influenced due to driver shortages and driver shortages economically influence the country. 
Uber Inc. is a private ride-hailing organization that is highly influenced due to labor shortages in the UK. The company is more focused on employee retention to counter the present labor conditions. The present study finds that the company policies are not very supportive for the employees and employees at Uber facing challenges in getting more rewards and benefits from the company. The HR professionals highlight the HR strategies applied by the organization and the effectiveness of employee recruitment and retention within the organization.  


5.2 [bookmark: _Toc106094228]Discussion
5.2.1 Research Objective 1: The study is aimed to analyse the current labour shortage in the UK since Brexit, and to evaluate its implications on labour demand, recruitment requirements, and processes for the services industry. 
Considering the literature review presented on the topic, and the primary data collected and analyzed in the research it is concluded that the services industry is facing a labour shortage after Brexit. As Brexit has a profound impact on labour supply and demand in the United Kingdom. The services industry sectors that have minimum wages are most impacted by the Brexit, as the labour is not available for less wages and changing working hours.   
The study of Davies (2021) presents recommendations to manage the services sector in changing labour demand and supply in the Country. As the literature on the specific topic is limited and the results are drawn from quantitative analysis, it is observed that recruitment processes and requirements are altered to meet the elevating demand in each sector. As mentioned by Davies (2021) that the transport sector has fewer wages than other services sectors that further impact the availability of drivers for ride-hailing services. the retail sector, social care, transport, hospitality, food sector, and construction groups are the least paid workers, and it is a major reason that labour is not available for these sectors in the first place. Brexit has a profound impact on labour availability in the United Kingdom, as most of the skilled labour in these services sectors is of European origin and with elevating demand in home countries, most labour gets back to their hometown where they can find better opportunities. According to the primary data analysis being done in the research, Brexit did not help to elevate the local labour available for the services sector. It can be concluded that hypothesis 1 is accepted that is:
“Hypothesis 1 (H1): European origin people are the key players in the skilled labour sector of the United Kingdom.”
The evidence from the primary data suggests that the recruitment procedures are not lengthy in most cases and the survey results show that the employees can find their jobs easily and they are satisfied with their positions. The report compiled by Davies (2021) also argued that employees have options to switch their jobs and the job environment in the United Kingdom is healthy and satisfying for the labour. Table 4.7 shows a higher rate of employee retention that highlights the elevated rate of employee satisfaction. So, from this evidence, hypotheses 2 and 3 are rejected, as there are no hard times for labour to hunt or retain a job that they can seek easily in such conditions. 
“Hypothesis 2 (H2): Strict jobs and visa conditions deteriorated the labour market in the private sector of the UK.”
“Hypothesis 3 (H3): Strict and lengthy recruitment and selection process in the services sector of the United Kingdom is the reason for the labour shortage in the country.”

5.2.2 Research Objective 2: The study is aimed to estimate the impact of Brexit and labour shortage on private ride-hailing services like Uber and how they are coping with the ever-changing business conditions.
In the second research objective the researcher intents to estimate the impact of Brexit on labour availability in the United Kingdom and the labour shortage faced by ride-hailing services like Uber. The in-depth analysis of the questionnaire results and interview data show that the major reason for employee shortage in the United Kingdom is the Brexit and non-availability of European labour in the services industry as shown in table 4.7. Davies (2021) concludes that Brexit has an adverse impact on labour availability in the UK’s market, as most of the employees are found of doing their jobs in their home countries. Table 4.8 compares the European labour working in the UK before and after the Brexit and it can be concluded that after Brexit the European labour lost interest in UK’s market as shown in the table 4.9. The present evidence from primary and secondary data concludes that hypothesis 4 is accepted: 
Hypothesis 4 (H4): Shrinking immigrant labour in the United Kingdom is the key factor impacting labour availability if the country.
Table 4.14 shows that the services industry especially the transport industry is facing a huge shortage of labour and skilled workers and the issues are also highlighted by Davies (2021) in his report that encompasses the labour shortage after the Brexit. It can also be seen in table 4.15 that Uber is facing a driver’s shortage and the issue also prevails in their services, as table 4.16 shows that 52% of drivers and workers are not satisfied with their jobs. In figure 5.21 the HR representative also endorsed that the services sector is facing a huge labour shortage, especially in low wage sectors like transport. Table 4.22 shows that the human resource management techniques are frequently applied to retain the employees and to guide them through different means. The evidence from primary and secondary data concludes that hypothesis 5 is accepted that is: 
“Hypothesis 5 (H5): Uber is the most impacted ride-hailing service by the labour shortage, as it directly impacts the tourism sector of the country.”
Table 4.23 shows that Uber has a well-established HRM strategy to gain the market share and the HR practices are also adopted to retain their workforce. The transport sector is limited to low-wage labour that is skilled and educated enough to cater to the lives of others. The policies of Uber are termed friendly by the respondents and their HRM efforts to sustain the labour shortage are also overwhelming. Thus, hypothesis 6 is rejected that is 
“Hypothesis 6 (H6): The policies of Uber are not driver’s friendly that impact job retention.”

5.2.3 Research Objective 3: The study is aimed to investigate the current labor crisis and develop future recommendations to manage such issues.    
The study encompasses the overall services sector of the United Kingdom which is the backbone of the national economy. The study found that the labour shortage is a critical issue faced by all types of organizations, but the transport sector is the most impacted one. The ride-hailing services that are available for supply chain management of the different organizations including food and tourism are the most impacted ones. The transport industry impacts all sectors of the economy which can further deteriorate the economic stability of the country. The current study along with primary and secondary research provides a benchmark for further investigation in the field. The concrete design and structure of the study evaluate all aspects of human resource management and labour perspectives that can guide the organizations to make policies in the light of recommendations made in the next chapter.   



5.3 [bookmark: _Toc106094229]Recommendations
Based on the results of the study, it was evident that several initiatives could be taken by organizations to handle the shortage of labor. The following recommendations are suggested based on the results of the present study.
· Future studies should be conducted to analyze the role of pay and financial well-being of employees because the low wage is identified as a reason for employees did not find jobs attractive. Besides wages, providing benefits to employees such as occupational sick pay and other benefits influence the job performance and availability of employees.  
· Future research should be carried out on the nature of determining the role of government policies and organizational structures in the recruitment of foreign labor. The foreign workforce of the UK is highly dependent upon the visa policies and grants awarded by the organizations. On the one hand, relaxation or appreciation through policies helps to attract individuals and skilled labor. on the other hand, strict policies play a negative role in labor availability.
· Recruitment is a key area where employers could improve practice and the results from the present study demonstrate a narrow range of approaches and recruitment channels. Recruitment strategies could be further researched and broadened by employers by focusing on necessary skills and potential to fulfill the job responsibilities. Ensuring job descriptions are demarcated into ‘must-have’ and ‘nice-to-have’ skills and experience can help prevent employers from losing out on people with valuable skills. The job advertisement is an effective way that should be further researched to attract a more diverse range of candidates. 
· Working conditions and environment significantly influence the labour availability and performance of the workforce. Studies should be conducted to seek improvement in people management practices that include diversity. Making changes to how the organizations reach and recruit individuals is an aspect of attracting a more diverse workforce. 
· Training managers and people management are also important factors that should be studied to address the labor shortage issues in the UK. organizations need to know their people, work in teams, and manage the workforce consistently and fairly. 
· Employee relations are also an important factor that needs further research to enable the organizations to equip people with the necessary skills and manage them. employers should be focused on directing employees for employee voice and people management capabilities. Effective employee voice contributes to building a trusting relationship between employer and employees. For employees, self-expression in a voice often results in feeling valued, increased job satisfaction, greater influence, and better development opportunities. 
· Finally, to attract more young talent, there is an increased need to conduct development programs in educational institutes. providing financial benefits to young individuals who recently completed their studies is more effective for the organization to develop a sustainable workforce.  
· 
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Questionnaire 01:
Workers working within UK market
· Are you native?
a) Yes		b) No
If No, Kindly mention your country of origin ___________
· In which industry you are working?
		_______________________
· What is the highest level of educational qualifications you have _______________?
Recruitment Processes
· Do you think the recruitment process in the UK provides an ease to workers?  
Yes 		No 
· The recruitment process in the UK is lengthy 
Strongly agree 	Agree 	Normal	disagree 	Strongly Disagree 
· How was your experience with the selection process?
Very Good	Good 		Satisfied	Poor 	Very Poor 
· Finding a job in the UK is 
Very Easy	Easy 		Satisfied	Difficult 	Very difficult 
· Which one do you think is the most important reason for the labour shortage in the UK
a) Lengthy Recruitment and tough selection process
b) Unfavorable working environment 
c) Low wages 
d) Changed employment contract 
· How Long do you expect to continue working for this company?
a) One year
b) Two years
c) From two to five years
d) Until I retire 
The impact of Brexit
· What is the percentage of European people working around you?
______________________
· How do you think Brexit influences the interest of European labour in UK markets?
	Positively 	Negatively 
· Is Brexit helpful to developing local labour in the UK? 
Yes 	No 
· Changing legal policies for Europeans creates a gap in labour market of the UK. 
Strongly agree 	Agree 	Normal	disagree 	Strongly Disagree
The key economic players 
· The economic condition of the country depends on labour market conditions.
Strongly agree 	Agree 	Normal	disagree 	Strongly Disagree
· Which industry is facing economic problems due to the recent labour shortage in the UK?
_______________________________________
· Labour availability is a common problem for employers in the UK?
Yes 	No
· How do you think the driver shortage in the UK influences the economic conditions of businesses?
Yes	No 
 
Private Ride-Hailing Services
· Does the UK labour market face a shortage of drivers?
 	Yes 	No
· The procedure of driver’s registration and hiring is supportive for the immigrant drivers working in the UK.
	Yes	No
· What do you think about the employee hiring and retention policies of Uber?
______________________________________
· Are you satisfied with the benefits provided by Uber to its drivers?
 	Yes 	No
· The company policies are __________ for drivers?
	Friendly 	Unfriendly 
· What do you think about employee retention and present labour conditions of the market?
__________________________________________________________________
__________________________________________________________________
Thanks for your participation


Interview Questions
For HR Professionals
· Are you native?
b) Yes		b) No
If No, Kindly mention your country of origin ___________ 
· What is the highest level of educational qualifications you have _______________?
· What is the percentage of difficulty recruiting for full-time regular positions during last year?
· Do you face labour shortage issues recently?
Yes 	No
· Can the companies downsize working staff to manage the present labour shortage?
_______________________________
· Please rate how frequently each of the following selection techniques is used for filling vacancies at entry-level (Kindly rate out of total 10)
	Selection Techniques 
	Never
	Seldom
	Sometimes
	Frequently
	Always

	Application forms (e.g., resumes, biodata)
	
	
	
	
	

	Aptitude tests
	
	
	
	
	

	Psychometric tests
	
	
	
	
	

	Skill or knowledge tests
	
	
	
	
	

	One-to-one interview
	
	
	
	
	

	Panel Interview 
	
	
	
	
	

	Assessment Centres 
	
	
	
	
	

	References 
	
	
	
	
	

	Medical Examinations
	
	
	
	
	



· Kindly rate the following out of total 5 for before and after Brexit implication.
Labour availability 
Recruiting abroad
Relaxed age requirement 
Interest of European labour to work in UK
Induction of skilled labour from EU countries
Retaining existing European employees
Increase pay
Relaxed qualification requirements
Retaining organizational image
Private Ride-Hailing Services
· Please rate how frequently private ride-hailing services like uber use following methods for Human Resource Management
On the scale: 0-10 
	Never
	Seldom
	Sometimes
	Frequently
	Always


 
1) Job rotation 
2) Transfer
3) Executive search consultants
4) Past performance 
5) Loyalty 
6) Leadership
7) Technical competency 
8) Sociability 
· What HRM techniques are used in private Ride-hailing services to tackle the driver shortage in UK market?
Interview Notes:
_____________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________




Figure: 5.25 Uber’s Drivers supporting the study
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Ease of doing job 

Ease in recruitment process 	
Yes	No	32	30	


Length of recruiting process 	
Strongly Agree	Agree	Neutral 	Disagree	Strongly Disagree	3	6	7	6	3	

Finding a job in UK

Finding a job in UK	
Very Easy	Easy	Satisfied 	Difficult  	Very Difficult 	4	15	5	1	0	

Selection Process

Selection Process 	
Very Good	Good	Satisfied	Poor	Very Poor	1	4	14	5	1	

Most important reason for the labour shortage in UK

Most important reason for the labour shortage in UK 	
Brexit	Unfavourable working environment 	Low wages 	Changed employment contract 	11	3	1	10	



Job Retention 

Job Retention 	
One year	Two Years	From two to five years	Until I retire 	4	7	12	2	

Percentage of European workers in UK

Before Brexit	Below 20%	20%-40%	40%-60%	60%-80%	Above 80%	2	6	14	2	1	After Brexit	Below 20%	20%-40%	40%-60%	60%-80%	Above 80%	4	8	12	1	0	



Brexit influence the interest of European labour in UK markets

Influence of Brexit	
Positive	Negative 	6	19	

Brexit helpful to develop local labour in UK

Brexit is helpful or not 	
Yes	No	10	15	


Gap in UK Labour Market	
Strongly Agree	Agree	Neutral 	Disagree	Strongly Disagree	7	9	4	3	2	


Economic Conditions	
Strongly Agree	Agree	Neutral 	Disagree	Strongly Disagree	10	9	1	2	3	

labour Availability is common problem of employers in UK

Labour availability is common problem of employers in UK	
Yes	No	22	3	

Driver shortage in UK influence the economic conditions

Driver shortage in UK influence the economic conditions	
Yes	No	18	7	

Private Ride-hailing Services

Yes	
UK labour market is facing shortage of drivers	Procedure of driver’s registration and hiring is supportive for the immigrant drivers	22	14	NO	
UK labour market is facing shortage of drivers	Procedure of driver’s registration and hiring is supportive for the immigrant drivers	3	11	


Driver's Satisfaction 

Driver satisfaction	
Yes	No	12	13	

Company Policies  

Company Policies 	
Yes	No	16	9	

Highest level of Education (Workers) 

Highest level of qualification (Workers)	
Post-graduate 	Graduate	Under-Graduate	High School	Junior High School	1	2	8	9	5	
Post-graduate 	Graduate	Under-Graduate	High School	Junior High School	

Highest level of Education (HR Professionals) 

Highest level of qualification (HR Professionals)	
Post-graduate 	Graduate	Under-Graduate	High School	Junior High School	2	0	0	0	0	
Post-graduate 	Graduate	Under-Graduate	High School	Junior High School	

Difficulty in Recruitment 

Difficulty in recruitment  	
1st Interview	2nd Interview 	0.7	0.75	



UK is facing labour shortage 

UK is facing labour shortage  	
Yes	No	2	0	

Never	Application forms (e.g., resumes, biodata)	Aptitude tests	Psychometric tests	Skill or knowledge tests	One-to-one interview	Panel Interview 	Assessment Centres 	References 	Medical Examinations	0	2	1	0	7	1	3	0	0	Seldom	Application forms (e.g., resumes, biodata)	Aptitude tests	Psychometric tests	Skill or knowledge tests	One-to-one interview	Panel Interview 	Assessment Centres 	References 	Medical Examinations	0	1	0	0	2	0	2	0	0	Sometimes	Application forms (e.g., resumes, biodata)	Aptitude tests	Psychometric tests	Skill or knowledge tests	One-to-one interview	Panel Interview 	Assessment Centres 	References 	Medical Examinations	3	5	4	3	3	4	4	3	2	Frequently	Application forms (e.g., resumes, biodata)	Aptitude tests	Psychometric tests	Skill or knowledge tests	One-to-one interview	Panel Interview 	Assessment Centres 	References 	Medical Examinations	7	3	6	4	2	3	3	2	7	Always	Application forms (e.g., resumes, biodata)	Aptitude tests	Psychometric tests	Skill or knowledge tests	One-to-one interview	Panel Interview 	Assessment Centres 	References 	Medical Examinations	5	4	4	8	1	7	3	10	6	




Average rating Before Brexit	Labour availability  	Recruiting abroad	Relaxed age requirement 	Interest of European labour to work in UK	Induction of skilled labour from EU countries	Retaining existing European employees	Increase pay	Relaxed qualification requirements	Retaining organizational image	4	5	1	5	5	2	2	1	4	Average rating After Brexit	Labour availability  	Recruiting abroad	Relaxed age requirement 	Interest of European labour to work in UK	Induction of skilled labour from EU countries	Retaining existing European employees	Increase pay	Relaxed qualification requirements	Retaining organizational image	2	3	3	2	1	4	3	3	4	



Never	Job rotation	Transfer	Executive search consultants	Past performance 	Loyalty 	Leadership	Technical competency 	Sociability 	2	6	2	4	0	1	0	3	Seldom	Job rotation	Transfer	Executive search consultants	Past performance 	Loyalty 	Leadership	Technical competency 	Sociability 	1	2	1	1	0	2	0	1	Sometimes	Job rotation	Transfer	Executive search consultants	Past performance 	Loyalty 	Leadership	Technical competency 	Sociability 	5	2	5	2	5	3	4	3	Frequently	Job rotation	Transfer	Executive search consultants	Past performance 	Loyalty 	Leadership	Technical competency 	Sociability 	3	3	3	3	4	6	4	4	Always	Job rotation	Transfer	Executive search consultants	Past performance 	Loyalty 	Leadership	Technical competency 	Sociability 	4	2	4	5	6	3	7	4	



Native and NoN-Native Workers 

Native 	
Labour Workforce 	HR professionals 	9	1	Non-native	
Labour Workforce 	HR professionals 	16	1	
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samzy Monday __ Male 3040 12Years _ Driver _High School London 11/06/2022 Bangladesh
Irman Cheema __ Male 3040 23vears  Driver  Graduate London 12/06/2022 Pakistan
‘Asad Ahmad Male 3040 4S5vears  Driver  High School London 10/06/2022 Algeria
Amar Naseem Male 3040 1-2Years Driver ‘Under-Graduate London 11/06/2022 Turkey
Hassan sandhu___ Male 2030 3avears  Driver Jumior HighSchool London 12/06/2022 Algeria
Fahad Butt Male 2030 23vears  Driver _High School London 13/06/2022 Egypt
Yulsmen Mehmed Male 4050 510Years  Driver  Under-Graduate __London 11/06/2022 Bulgaria
‘Qamar Butt Male 5060 S-6Years  Driver  High School London 13/06/2022 Iran
TanyaMarkovic Female 3040 12Years  Driver Post-graduate London 10/06/2022 Litva
Rajnish Kumar___ Male 4050 510Years  Driver  Under-Graduate __London 13/06/2022 India
aisar samal Male 3040 23Years  Driver  High School London 11/06/2022 Pakistan
Amin Hussain___ Male 4050 510Years  Driver _Jumior High School _London 11/06/2022 Bangladesh
Kerem Cam Male 3040 3avears  Drver  Under-Graduate _London 13/06/2022 Algeria
Kelly Grant Female 4050 510Years  Driver Graduate London 12/06/2022 United Kingdom
lonut Mihai Male 3040 4S5vears  Driver  High School London 12/06/2022 Romania
Florin Bara Male 3040 3avears  Drver  Under-Graduate London 13/06/2022 Romania
Mohamend shohid Male 4050 56Years  Driver _ High School London 11/06/2022 Bangladesh
Andy Winter ___ Male 4050 56Years  Driver Jumior High School London 13/06/2022 United Kingdom
GratzianoPelle  Male 30-40  3-4Years Driver  Under-Graduate London 11/06/2022 Italia
Mihran khan Male 5060 510Years  Driver _High School London 13/06/2022 India
Mohamed Bahri__ Male 4050 12Years  Driver Jumior HighSchool _London 13/06/2022 Morocco
‘samir Amini Male 3040 510Years  Driver  Under-Graduate __London 10/06/2022 Afghanistan
Nasir Mohamed _ Male 6070 10+Years  Driver _High School London 13/06/2022 Bangladesh
Nurein Mudhir __ Male 4050 510Years  Driver _Jumior High School _London 12/06/2022 Cyprus
'sajid Zaman Male 3040 S-6Years  Driver  Under-Graduate London 11/06/2022 Afghanistan
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