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(a) The current state of the labour market in the UK 
[bookmark: _Toc111865081]Introduction
The United Kingdom's labour market has changed a lot since the advent of covid. Unsurprisingly, this has had an impact on unemployment rates and wage growth. However, because these two factors are so interconnected, it can be hard to tell exactly how much each one contributes to the overall picture of how well or poorly Britain's economy is doing (Ellison et al. 2022). 

The labour market is still in a recession. The number of people working is still lower than before the recession, not just because fewer people are in the country. It's also lower than it should be, given that more jobs are available. The number of people unemployed has been increasing since 2007 (Duval et al. 2022). Section (a) of the report has mainly focused on the current state of the labour market in the UK, along with various aspects that affect employability.

[bookmark: _Toc111865082]There are still a lot more people unemployed than usual.
The number of people who are unemployed in the UK is still high. The unemployment rate was 4.1% in February 2019 (figure 1.0), which is higher than it was before covid and higher than it was before the recession began in 2008. It's also higher than before the financial crisis began in 2007 and even higher than during the pandemic of 2006-2007 (Azar et al. 2022).

[image: ]
Figure 1.0: UK Unemployment Rate (Source: Bloomberg, Atkinson, 2021)

However, more people are working from home (or teleworking). According to data released by ONS this month, there were 2 million more workers collocated with their employers last year—a 10% increase since 2018.

[bookmark: _Toc111865083]Unemployment has gotten better faster for men than women.
The UK labour market has been improving since Covid. Unemployment has decreased, but it's been slower for women than men. The most recent data shows that 5% of people out of work are women, while only 4% are men—a major improvement over before Covid (when 8% of women and 7% of men were unemployed) (Rees, 2022). However, these figures still represent thousands upon thousands of people who have lost their jobs and may struggle to get back on their feet.

[bookmark: _Toc111865084]Remote working during covid has become more widespread and permanent, but not universal.

It has been found that remote working during covid has become more widespread and permanent, but not universal. Remote working is more common than it used to be: around 1 in 5 people work remotely at least once a week, while only 1 in 10 did so just two years ago. Remote working is not universal: 55% of full-time employees work outside the office on a daily basis, and 49% do so at least once per week; however, many workers still don't have the option of working remotely at all (Murphy et al. 2021). Remote working is more common in some places than others: although every region has seen an increase in those who work from home (except Wales), Northern Ireland leads with 62%, followed by Scotland with 57%, and then England with 50%. The work from home trends in the UK have been shown from the following graph:

[image: Working from home rate UK 2020 | Statista]
Figure 2.0: Working from Home trends in the UK (Statista, 2020)

Remote working has also become more common across different industries: today, 43% of employees are able to telecommute for their jobs, yet this number was only 32% just four years ago (Felstead and Reuschke, 2021).

The government's unemployment rate is still high in many regions, but it appears that the labour market has been improving for some time now. Unemployment rates are generally lower for men than women and higher in certain places compared to others. There are also gaps between the unemployment rates of different groups of people, such as those with disabilities or ethnic minorities.

[bookmark: _Toc111865085]Action Taken by the UK government to increase employment.
The UK government has taken various steps to increase employment. The government has increased the number of apprenticeships available, and it has encouraged more people to retrain by providing funding for training. The government also supports women in joining the workforce by offering affordable childcare and maternity leave.

The UK government has taken measures to increase the employment of disabled people as well as people living in rural areas, who often face greater challenges finding jobs than their city-dwelling counterparts. The government offers financial support to businesses that employ people with disabilities, and it has taken steps to ensure that these individuals are provided with the training they need to succeed in the workplace. The government has also created programs aimed at helping rural communities find jobs for their residents. The UK government has taken a number of steps to ensure that its workforce is diverse. For example, it recently announced plans to increase the number of women in senior positions by requiring companies with more than 250 employees to report their diversity statistics annually (Anand, 2020).

The government is taking action to reduce youth unemployment. In 2017-18, the number of young people in apprenticeships increased by 72% compared with 2016-17. The number of specialist "youth hubs" offering support and advice has increased from 141 to 158 since 2017. The UK government has also invested £35 million in a new program to help small businesses get off the ground (Davies et al. 2020). The program will provide funding to entrepreneurs and small companies so they can hire apprentices, giving young people an opportunity to gain experience while gaining valuable skills. The government is working on increasing employment levels overall by ensuring enough jobs are available for everyone.

[bookmark: _Toc111865086]Conclusion
The UK economy is recovering from a period of sluggish growth, high unemployment, and low productivity growth. The government has boosted demand and incentivised companies to invest in new technology. These efforts have helped improve wage growth but more needs to be done in order for the labour market to return back to full employment levels. The government has taken action to boost demand and incentivise companies to invest in new technology. The UK labour market is slowly improving, but it still has a long way to go. Job creation is increasing, but wage growth remains weak. The government is looking to reduce the number of people receiving benefits and increase the number of people at work. The government needs to continue investing in education so that more people can get jobs with better pay. The labour market will continue to improve as long as there are enough jobs available for people who want them. There is a long way to go before the UK economy reaches full employment levels, but it is clear that the government has taken steps to improve conditions for workers. 


[bookmark: _Toc111865087](b) The emerging changes in Human Resourcing Strategies in the post-Covid, post-Brexit external environment.
[bookmark: _Toc111865088]Introduction
In the post-Covid, post-Brexit external environment, companies face increasing challenges with their human resourcing strategies. The emerging changes in the external environment have contributed to these challenges by impacting recruitment and retention processes, changing the priorities of employees, and creating new priorities. These issues have led to significant changes in how companies recruit international talent as well as retain older workers and change the way they approach employee benefits packages.

The impact of Brexit was significant. There was a reduction in immigrant workers after Brexit, which can be attributed to changing technology and improved infrastructure such as better transportation systems, which allow companies to hire more local workers instead of internationals who were previously needed due to geographical restrictions (Bratton et al. 2021). The section (b) of the report thoroughly covers the emerging changes in HR strategies in the post-Covid and post-Brexit external environment.

[bookmark: _Toc111865089]The emerging changes in the external environment
Recruiting and retaining the right talent is a major challenge for organisations in any external environment. Amongst other factors, recruitment and retention have been impacted by the Covid 19 pandemic, which disrupted the flow of people across borders, and Brexit, which has created uncertainty over international mobility for British employees (and their families) working overseas (Amankwah-Amoah et al. 2021).

A growing number of employers are also facing pressure to retain older workers as part of their workforce mix due to skills shortages. The post-Covid, the post-Brexit external environment is presenting new challenges for recruiting and retaining international talent, as well as retaining older workers who may be less inclined to relocate or relocate with their families following Brexit.

[bookmark: _Toc111865090]The impacts of the departure of Britain from the European Union
The impacts on the global economic order (Adam, 2022).
· The number of EU nationals working in the UK has fallen since mid-2016, although there were small increases in 2016 and 2017.
· The impact on the labour market:
· Inflows from Europe have been declining since 2016 and are now at their lowest level since 2012. This is partly due to tighter controls on EU migration but also reflects a fall in net migration overall, resulting from Brexit-related restrictions and demographic factors such as an ageing population. However, recent data show that EU nationals who want to work in Britain can still do so - with over 128 000 arriving last year – albeit at lower levels than before 2016 (when it was around 188 000). There has been no appreciable change since then despite a series of policy changes intended to reduce overall immigration numbers by government ministers trying hard not only to gain control over our borders again but also to keep them open enough so that businesses can continue recruiting staff when needed without any further hindrance whatsoever while simultaneously avoiding other potential problems such as unemployment rising too quickly due largely increased demand being met by reduced supply due reduced availability - something which would leave insufficient time available for workers themselves if they wish to maintain high output levels per hour worked ratio ratios rather than simply reduces output per person employed instead which could lead many job seekers away completely disillusioned with other forms career progression opportunities altogether.

[bookmark: _Toc111865091]The impact of technological disruption on the global economic order
In addition to being a global economic order, the technology industry is also a major employer. The impact of technological disruption on the global economic order is therefore also an important factor in the development of human resources strategies. This section will explore how businesses are likely to change their human resources strategies as they respond to technological disruption (Hepburn et al. 2020).

The impact of technological disruption on businesses has been significant in recent years. Many businesses have had their core business model disrupted by new technologies, such as Uber disrupting taxis and Airbnb disrupting hotels. In some cases, these new technologies have created significant barriers to entry into industries where there were previously few barriers, leading to monopolistic pricing structures (e.g., Amazon). Other times it has led to lower margins due to higher competition (e.g., Airbnb versus hotels) (Hitt et al. 2021). Regardless of which outcome occurs when a new technology disrupts an industry, most companies find themselves having difficulty competing against companies who were able to adapt more quickly or at least maintain their market share during these changes.

In addition to business models being disrupted by new technologies or increased competition from other companies using those same technologies, another way that people's jobs could be affected by technological advancements is if they become replaced with automation software programs or robots taking over tasks once done by people themselves econometrics and quantitative analysis methods represent two examples where this type of replacement seems possible.
[bookmark: _Toc111865092]
Challenges for recruiting and retaining international talent
Recruiting and retaining international talent is an important part of any organisation. With the increased global competition for these individuals, organisations will find it increasingly difficult to attract and retain this category of employees. Several challenges must be overcome in order for organisations to maximise their ability to recruit and retain international human resources.

Many different factors affect the attractiveness of an employer's environment. Some companies have a more comfortable or attractive environment than others depending on their financial status and size as well as their policies towards employee benefits such as health insurance or vacation time, among other things. For example, one company may offer free lunches while another does not; one may provide private rooms while another does not—the list goes on forever! The point here is that some employers offer better overall packages than others so they can attract more skilled workers who want good working conditions along with enough money coming in every month without having to worry about bills piling up at home because everything has been taken care off by the company itself (i.e., paying rent/mortgage payments).

[bookmark: _Toc111865093]Retaining older workers
It becomes important for various organisations to retain their old employees. First of all, they need to ensure that they feel that they are contributing to the team and that they feel valued within it. It can be done by ensuring that there is a clear link between the work they do and their performance in it.
Second, companies need to ensure that their employees get regular feedback on how well they are doing as individuals to know where improvements can be made. Thirdly, these workers need to have opportunities for training and development. These things will help them remain motivated at work even if their jobs become more routine over time. Fourthly, it is also important for companies who employ older workers not just for cash flow but also because their skills may be needed on short notice due to changes in technology or processes within an organisation (Walwei and Deller, 2021).

[bookmark: _Toc111865094]Changing priorities of employees in a post-Covid, post-Brexit environment
As the world becomes more and more interconnected, people want to work for companies that they can be proud of. That's why companies need to have a purpose beyond profit-making - like helping communities or being innovative in their industry. Employees want to work for companies with good community standing that treat all employees well and offer opportunities for learning and professional development (Wild and Szczepura, 2021).

[bookmark: _Toc111865095]Key things to think about with HR strategies
There are a number of key things to think about with HR strategies (Stuart et al. 2021). These include:
· Changing priorities of employees in a post-Covid, post-Brexit environment.
· Retaining older workers.
· How to deal with the impact of Covid 19 pandemic
A new report out today shows that the coronavirus crisis has had a significant impact on UK businesses. The Federation of Small Businesses (FSB) found that while most employees will be back at work by next March, around one-fifth still expect to be working remotely (Moradlou et al. 2020). This is going to have serious knock-on effects for HR managers as they prepare their teams for the future.

[bookmark: _Toc111865096]Conclusion
It is clear that there are many challenges facing those in human resources. These challenges require the companies to rethink their traditional ways of thinking about HR and the ways they recruit, train and retain employees. It will be important for businesses to adapt their HR strategies as they face these changes so that they can continue to provide high-quality service through good recruitment practices and effective training methods.
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