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1. Abstract.



Purpose of the report:
To identify the current British labour market and emerging changes in Human Resource Strategies in the post Covid and post Brexit external environment.


Design and Approach:
Based on a broad methodology, a study was conducted to highlight the strengths and weaknesses of the UK labour market.


Findings:
Despite the flexible labour market management strategies in the UK, the report's author indicates how much the United Kingdom relies on an external workforce rather than looking for solutions tailored to its current manpower.


Value of the report:
Labour market awareness.




2. Introduction.

The UK labour market has undergone transformational changes following the COVID pandemic and post-Brexit, resulting in dynamic changes in HR strategies. The convergence of these monumental events has encouraged organizations to adapt to a changing landscape marked by remote working, skills shortages and regulatory changes. This report presents how the UK deal with external factors by adapting its approach to human resources to optimize talent acquisition, development and workforce planning in the new era of work.


3. External Environment as Igniter of Emerging Changes. Challenges and Awareness.



3.1 Covid-19 and Brexit vs Employment Law – Rights and Relations.
In agreement with Daniels (2022), labour law aims to regulate interactions between employers and employees. This area of law in the UK is evolving rapidly and is influenced by various external elements, including the ruling political party, which influence its dynamics (Daniels, 2022).
In 2015, the Conservative Government replaced the Coalition Government (Daniels,2022). To better understand the necessary changes to employment law, the government commissioned Matthew Taylor review of modern labour practices (Daniels, 2022). The results of this review were published in the summer of 2017, prompting the government to create the Good Work Plan, which includes several changes to employment law, some implemented immediately, others in April 2020, as well as additional provisions in the Employment Act revealed during the Queen's Speech in December 2019 (Daniels, 2022). The advent of Covid-19 has hampered the progress of discussions around the Employment Act as governments' efforts have been diverted to address the challenges of the pandemic (Daniels, 2022).
As Daniels (2022) mentioned, a significant achievement in employment law was the implementation of the JRS (Job Retention Scheme). Due to repeated lockdowns, many companies could not operate, resulting in a lack of work for their employees (Daniels, 2022). Unless companies had a layoff clause in their contracts (allowing them to send workers home without work or pay), they were left with the option of firing workers or continuing to provide wages even when work was unavailable. Most companies lacked layoff clauses, and government intervention became necessary to prevent widespread layoffs (Daniels,2022).
Therefore, the JRS program covered eighty per cent of an employee's pay, up to a maximum of two thousand five hundred pounds a month, for those unable to work during the lockdown (Daniels, 2022). The pandemic scenario illustrates how the law may need to be adapted to extraordinary circumstances, emphasizing the necessity of labour laws to protect workers and employers (Daniels, 2022).
Another notable event was the UK's exit from the European Union on 31 December 2020, and although that did not prompt immediate changes to employment law as legislation established during the UK's membership of the EU survived after Brexit, it does not mean that the UK has unlimited freedom to modify legislation (Daniels, 2022).


3.2 Impact of External Turbolances on the UK’s Labour Market.
With minimal unemployment rates and limited vacancies, the labour market is currently tight (Francis-Devine & Powell, 2023). Most job seekers are already employed, which causes recruitment difficulties that go beyond the usual challenges and that phenomenon was initiated by the beginning of the pandemic (Francis-Devine & Powell, 2023). That proves how little aware the HRM of enterprises is that it cannot engage the employee enough to extend their retention in the company. The reduced migration of people from Europe has also contributed to the decline in the labour force (Francis-Devine & Powell, 2023). The Bank of England explained that this is primarily because labour demand has rebounded faster than post-pandemic labour supply, although demand has started to slow. Therefore, tensions in the labour market significantly contribute to nominal wage growth and put pressure on inflation. In August 2023, the Bank of England's Monetary Policy Committee identified a constrained labour market and sustained wage growth as driving inflationary pressures in the economy (Francis-Devine & Powell, 2023).
As stated in the ‘UK labour market statistics’ by Francis-Devine & Powell (2023), the decline in employment since the pandemic’s beginning can be assigned to the private sector. In the last three years, private sector employment decreased by sixty-one thousand, while public sector employment increased by three hundred and seventy-one thousand. Before the pandemic, the percentage of private sector employees has steadily increased since 2010. Nevertheless, the pandemic changed this trend (Francis-Devine & Powell, 2023). Therefore, there is an unequivocal conclusion ... security and a guarantee of having a stable workplace is a priority in today’s world of employment. The combination and assessment of job quality with stability is crucial and desirable for those seeking full employment; work must be attractive to attract potential employees (Gregg & Gardiner, 2015). For less engaged groups of workers, or those less likely to participate in the labour market due to lack of education, experience or language barriers, factors such as wages, job quality and job security are crucial, going beyond mere job availability (Gregg & Gardiner, 2015). Permanent employment will likely to encourage those further away from the workplace to devote the necessary time and effort to engage in work and develop skills. Initially, the increase in stability may seem to be an extremely positive phenomenon. However, going beyond the surface, the situation is not as simple as it might seem (Gregg& Gardiner, 2015), especially in the aftermath of a global pandemic that has been going on for several years.

Companies around the world are facing a convergence of shocks from the complex Covid-19 pandemic, as well as additional external obstacles, including financial and political issues (Khan & Millner,2023). According to Khan & Millner (2023), the coming years will be a turning point for a cohort of managers and leaders who have not faced such a unique test before; thus, HR functions have a chance to genuinely influI ence and actively shape their organizations. The United Kingdom is in a favourable position as a multi-ethnic country with, according to Francis-Devine & Powell (2023), 76% of foreigners working, compared to 75.5% of UK nationals. Additionally, EU citizens had an employment rate of 83.1%, while people from non-EU countries had 69.2% (Francis-Devine & Powell, 2023). The advantage of the UK’s attractive employment and pay conditions compared to foreigners' countries of origin is a kind of security for uncertain times as it guarantees that available vacancies, primarily within lover sectors of employment, will be filled. Of course, poor human resources management regarding organizational culture, compensation, and not following promises will not keep any employee in the company for long. However, beneficial and ethical working conditions will always attract a dedicated employee.


            3.3 Changes in Recruiting Practices – Salaries, Immigration Policy, Talent Acquisition. 
The personal direct research of the report’s author highlights that the only exception will be the industry which has been strongly affected by the consequences of BREXIT and the loss of human resources, e.g. construction, where employers are forced to act according to the strategy ‘Giving them what they want’ (Aldrich &Pullman, 2019, p.325). A combination of post-Brexit UK prospects, revised visa rules and the pandemic have all come together, complicating the recruitment of EU nationals for some construction jobs (Brown, 2022). To meet the seventy points threshold for employment in the UK, applicants must have a command of the English language, a certain skill level and a salary above a certain income threshold, which varies according to the applicable rates for different positions (Brown, 2022). In addition, the labour market challenges are rooted in the pandemic, with individuals returning home to spend time with their families and struggling to return to the UK later (Brown, 2022). Construction industry employees are well aware of the weakness of the British labour market, which is why they take advantage of it by setting higher rates, not necessarily adequate for their skills.
Great Britain took advantage of the Ukrainian-Russian armed conflict, supporting Ukrainian citizens seeking refuge from the war. The government has launched two entry routes for Ukrainians to the UK- one is for people who are reuniting with family members living in the UK, while the other is the Ukrainian Sponsorship Program, also known as "Home for Ukraine" (Brown, 2022). In both cases, the Central European population fleeing war can work and study in the UK (Brown, 2022). This approach creates opportunities for the emigrants and increases the chance of solving labour shortages in the country.

Talent acquisition is vital to an organization's success (Sahana & Pallavi, 2023). It includes identifying and recruiting the right people with the necessary skills, knowledge and experience to fill vacancies in the organization (Sahana & Pallvi, 2023). The talent acquisition process involves identifying, enticing, engaging and retaining highly qualified and talented individuals and while securing and retaining exceptional talent provides a competitive advantage, identifying the right candidate for the position is equally crucial and demanding (Sahana & Pallavi, 2023).
Businesses today are undergoing rapid digital evolution and transformation, a process further accelerated by the rapid onset of the Covid-19 pandemic that has highlighted the need for change and adaptation (Aldrich & Pullman, 2019). Companies that react quickly and effectively gain a competitive advantage (Aldrich & Pullman, 2019), thus attracting the potential workforce. Technology has one of the most significant impacts on the future work landscape- the nature of jobs and the workplace is changing rapidly, prompting individuals and organizations to understand the upcoming prospects and obstacles and embrace revolutionary change (Aldrich & Pullman, 2019). For instance, some roles are under threat while specific skills will become in high demand, and the dynamics of a new employment relationship are introduced (Aldrich & Pullman, 2019). Furthermore, this is where the disruption of the talent acquisition process comes in. Changes to immigration policies, including visas and work permits, have created more complications for recruiters aiming to attract EU talent, potentially affecting the overall talent pool (Ertugrul, 2023). As a result, HR departments must explore innovative strategies to attract European talent, such as providing improved relocation packages or working with recruitment agencies in EU countries (Ertugrul, 2023).
While some individuals have a problem with adapting to a new reality or sudden changes, others are happy to take advantage of the opportunities offered by a given situation - many workers have decided to stay at remote or hybrid work despite the ended epidemic. The number of potential leadership challenges may still expand, including aspects such as remote and flexible working, and managing individuals and teams (Aldrich & Pullman, 2019) through a mixture of HRM strategies. Moreover, recruiters may need to adapt to preferred working conditions and arrangements and consider developing local talent to reduce reliance on foreign expertise (Ertugrul, 2023).


4. Strategy Driven Human Resource Management.

              4.1 Workplace Design.
In agreement with Aldrich & Pullman (2019), the workplace must be created with environmental, psychological and physiological aspects considered. Successfully implemented approach can result in improved work methodology, increased productivity, innovation and reduced stress levels (Aldrich & Pullman, 2019). Physical well-being allows employees to function without fatigue and physical effort during everyday tasks (Aldrich & Pullman, 2019). Emotional health promotes work balance, satisfaction and fulfilment (Aldrich & Pullman, 2019). Social wellness includes strong links with the workplace community and access to support systems (Aldrich & Pullman, 2019). Spiritual health also matters and includes aligning a person's values and ethics with their work in the organization (Aldrich & Pullman, 2019). Moreover, financial well-being associated with wages and rewards significantly impacts employee engagement, as it creates a sense of fairness and quality of work. That is extremely important in the remote work system, a new era of employment due to emerging environmental changes, where the employees are not adequately monitored; thus, a supervisor is forced to place more trust in individuals in terms of responsibility, precision and commitment.
The former UK prime minister, referring to remote work,  claimed that he believes people are "more productive, energetic and full of ideas" when working with colleagues (Partridge & Inman, 2022). However, the Office for National Statistics (ONS) found that more outstanding work-life balance was a significant advantage of working from home for at least a few days (Partridge & Inamn,2022). That was indicated by seventy-eight per cent of employees who divide their time between work and home (Partridge & Inman, 2022).  Meanwhile, fifty-two per cent of hybrid workers surveyed revealed that they find working from home more effective due to fewer distractions, and almost half reported feeling better due to the increased amount of remote work (Partridge & Inman, 2022). Therefore, the opportunity to work in the environment of labours’ choice significantly affects their satisfaction and commitment. It is becoming the new work system desired by the British community; thus, workforce planning may be a priority human resource management strategy when implementing changes.

               4.2 Workplace Planning.
The workforce planning approach uses data to ensure that a company's workforce meets business requirements, goals, and strategic plans and explores potential solutions, including alternative human resources and technology solutions (Organ & Watts, 2023). This strategy is necessary to maintain an optimal level of employment in the company, and with the lack of in-depth workforce planning, enterprises can face the challenges of overstaffing, incurring high payroll costs, or understaffing, limiting their ability to meet organizational needs (Organ & Watss, 2023). Therefore, the labor market rules made more flexible by the experience resulting from the crisis, anticipate the impact of technology, human distinctiveness, innovative work methods and environmental adaptations on the workspace in the near future and beyond (Aldrich & Pullman, 2019). Integrating technology with work has introduced greater mobility and flexibility (Aldrich & Pullman, 2019). Despite this, the office retains its role as a place of social interaction and collaboration, and by further enhancing and fostering creativity in this work ecosystem, the office can add more value, resulting in greater efficiency (Aldrich & Pullman, 2019). As a result, it can positively impact on the labour market by overcoming obstacles and disruptions.


5.  Recommendation.
The changing landscape, whether suddenly or over time, is creating critical trends in the UK labour market and highlighting the pressing gaps in basic skills and training (Mayne, 2023). The fast-moving, dynamic nature of the workplace requires organizations to address challenges and seize opportunities by ensuring that their people have the skills they need to achieve strategic goals and progress (Mayne,2023). Therefore, HR departments play a crucial role in promoting the various benefits of capacity building and workforce planning, thus providing support (Mayne, 2023). A huge variety of sources’ studies reveals the challenges facing businesses post-pandemic and post-Brexit, which some economists call "the tightest labour market in fifty years"(Mayne, 2023). By offering a solid path to talent development, companies gain a competitive advantage by attracting candidates for various positions and securing their talent for a more extended period (Mayne, 2023). This aspect is important as employees move along fluid career paths (Mayne, 2023). HR tactics for dealing with the current labour market by reskilling and upskilling in such a way as to meet the expectations of not only the workforce but also the needs of the UK’s labour market become extremely beneficial and indispensable.

' Train people well enough so they can leave. Treat them well enough so they don't have to’
Richard Branson

6. Conclusion.

The labour market is constantly evolving and adapting to better suit the external environment. Pandemics, political variations and wars are only part of what can shake the country. However, adapting the organization to the changing market environment creates  new approaches that can, even should, be included in the human resources management long-term strategy.
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