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Executive Summary

This study discusses the present labor situation in the United Kingdom and suggests new or old strategies that are necessary to apply at this moment. The research focuses primarily on two industries: hospitality and retail. Following COVID-19 and Brexit, the following industries have been the most impacted. These are also the most populous employment sectors in the United Kingdom we can see by the market size. In the UK, these sectors employ roughly 8 million people. Wages in the hotel sector are greater than in the retail sector, although base wages are lower. People use goodwill as a motivation to work in hospitality. Employees are feeling wearier as a result of the labor shortage and are unable to focus on their personal lives, especially over the holidays, because they are physically and emotionally exhausted. Employees are now attempting to give various rewards for working with them. There are several advantages to working in the hotel and retail sectors. Working flexibility is a prevalent aspect. In the second section, we looked at workplace safety, training and development, employee retention, employee mobility, and legalization. Three theories are crucial currently and should never be used in organizations to strengthen and competitive human resources. Maslow's theory, the Theory of X and Y, and the two-factor theory.
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[bookmark: _Toc122475707]Introduction - The UK labor market challenge

The report's objective is to identify the present labor market scenario in the United Kingdom. The great age of the Pandemic and Brexit brought many changes to the UK economy and influenced the workforce. There are a few industries that benefitted from the circumstance and a few industries that were severely impacted by it. In this study, we will look at a few employment phrases and how they affect personal lives as well as the larger picture. We will also describe how our human resources approach has evolved.

[bookmark: _Toc122475708]Market Size: 
According to data supplied by the National Statistics Office. In the third quarter of 2022, the UK employment rate was 75.5%. Not much has changed since the previous quarter. However, it is 1.1% lower than the pre-pandemic statistics. (Office of National Statistics, 2022) In the event of the Pandemic and Brexit, the most effective sectors are retail and hospitality. 

When it comes to the retail and wholesale industries. By June 2022, only London will have 679000 jobs. The retail industry employs 4.7 million people across the United Kingdom. (Sabanoglu, 2022) Another estimate by D Clark claims that there were over 2.4 million individuals employed in the hospitality sector in 2021, with the bulk of employees linked with enterprises with more than 500 employees. (Clark, 2022) The hotel industry's market size, as measured by sales, will be 16.4 billion GBP in 2022, up 45% from last year. However, the market size is declining by 5.6% each year from 2017 to 2022. Non-store retailing increased by 1.8% in October compared to September of last year. From December 2020, sales volume is expected to exceed 22%. (Office of National Statistics, 2022)

[bookmark: _Toc122475709]Wages: 
According to Reed statistics, the average UK retail professional earns 32573 GBP per year, with a minimum income of 10.07 GBP per hour. (REED, 2022) The average hospitality job wages are 25000 GBP per year. Workers in the hospitality industry do earn gratuities, and according to statistics from caterers in London, the average tip amount is 29 pounds per day and may range up to 75 pounds per day. As a result, the average wage of a worker might reach up to 20 GBP per hour. Almost double that of retail workers. (Caterer, 2020) Retail managers and area managers can earn up to 60,000 GBP per year in management jobs. However, in the hotel industry, it is about 45,000 GBP per year.

[bookmark: _Toc122475710]Working Conditions or exploitations: 
Every 21% of retail workers in the UK are exhausted after their shift, and as a result, they are unable to enjoy their time away from work. The main reason for this is that they want to feel supported by management and assist them to satisfy client demand. Staff retention is declining as a result of the ongoing labor scarcity, and the workload is being divided up among current employees. (Shearsmith, 2022)

Because of the pandemic and the Brexit event, there has been a lot of movement in the UK, with the bulk of experienced workers leaving the nation or changing jobs. The current growth in hospitality necessitates a large number of front-line workers, and due to a labor shortage, new entrants or freshers are working in hospitality, resulting in emotional exhaustion and job uncertainty. (Vo-Thanh et al., 2021)

[bookmark: _Toc122475711]Perks to working with the organizations: 
The question arises as to why perks are beneficial and what non-wage advantages are. Nowadays, rewards other than income are significant, and companies are being innovative to build competitive advantages over competitors. Benefits include free meals, reimbursement for transportation, double pay on holidays, sporting facilities, discounted purchases, and a learning budget. (Ye and Tambe, 2015) 

[bookmark: _Toc122475712]Working with the Retail Industry: 
Flexibility: Many retail professions provide flexible schedules, which can be advantageous for people who need to combine employment with other obligations, such as school or family duties.

Opportunities for advancement: Some retail firms have established career pathways that allow employees to rise from entry-level jobs to managerial positions.

Employee discounts: Many retail firms provide employee discounts on items and services, which may be a great incentive.

Training and development: Some retail firms engage in their workers' training and development, allowing them to learn new skills and advance within the organization.

Teamwork and collaboration are highly valued in many retail firms, which may be a good component of the work environment.

Customer interaction: The ability to engage with customers regularly can be a pleasant feature of working in retail for certain people.

[bookmark: _Toc122475713]Working in Hospitality: 
Flexibility: Many hospitality positions, like retail employment, offer flexible schedules, which can be advantageous for people who need to combine work with other obligations, such as school or family duties. It is sometimes advantageous who also want to take advantage of the festival season.

Opportunities for promotion: The hospitality industry also operates in a better corporate culture, with a clear route for professional advancement and incentives to progress within the same company. There are several stories of a man who starts as a porter and eventually becomes the general manager of a hotel.

Training and development: It is critical to give staff training during the festival season. Companies generally avoid training executives.

Customer interaction: The nicest part of working in hospitality is getting to know your customers. Long-term relationships can sometimes provide both financial and moral advantages.

[bookmark: _Toc122475714]Guidance available to work in the Retail and Hospitality industries:  
Professional associations or Government guidance: Many retail and hospitality companies have professional associations or guilds that give members with resources and support, such as job search aid, training and development opportunities, and networking events. (Health and Safety Executive - UK Government, 2019) 

Schools and universities frequently offer programs and courses focusing on the retail and hospitality industries, which may give essential training and information for people wishing to enter these areas.

Online resources: Many websites and online resources, such as job search websites, industry blogs, and career development tools, are available to anyone interested in working in retail and hospitality.

Speaking with a career counselor or job search coach can offer you specialized help and support as you investigate options in the retail and hospitality industries.

Attend industry conferences, trade exhibits, and other events to learn more about the retail and hospitality sectors, network with industry leaders, and explore employment and career prospects.





[bookmark: _Toc122475715]The emerging changes in Human Resourcing Strategies in the post-Covid, post-Brexit external environment. 

First, we must examine the changes that occurred in the hospitality and retail sectors following COVID-19 and Brexit.

[bookmark: _Toc122475716]After COVID-19:
As a result of the pandemic, there has been a greater emphasis on workplace safety in the retail and hospitality industries, including the installation of measures such as social distancing, mask-wearing, and sanitization processes. Workplace safety became the most pressing concern in places where so many individuals interacted with one another. The pandemic's economic crisis has resulted in massive layoffs and furloughs in the retail and hospitality industries, which HR professionals have had to manage and support people through.

The epidemic has impacted hiring and retention processes in the retail and hospitality sectors, with some businesses unable to locate and keep top talent. Employee wellness: Human resource professionals in the retail and hospitality industries have had to address the mental health and well-being of employees affected by the epidemic, including those who have lost their jobs or are dealing with the stress of remote work.

The pandemic has changed the way retail and hospitality firms handle employee development and training, with a greater emphasis on virtual learning and development possibilities. The pandemic has expedited the retail sector's transition toward online sales and e-commerce, requiring HR professionals to adapt and support employees as they acclimate to new methods of working. The epidemic has resulted in a move toward contactless and digital services in the hotel industry, requiring HR professionals to adapt and help employees as they navigate these changes.

[bookmark: _Toc122475717]After Brexit: 
As the status of EU nationals in the UK changes and the procedure for acquiring work permits become more cumbersome, Brexit may make it more difficult for companies in the retail and hospitality industries to acquire and retain talent from the EU. EU residents already working in the UK may experience difficulties in continuing to work and live in the country after Brexit, thereby affecting the talent pool and workforce in various industries. 

Because the UK will no longer be a member of the EU's single market and customs union, Brexit may have an impact on the cost and availability of goods in the retail sector. This might influence how retail businesses function as well as the demand for specific items. The economic consequences of Brexit are difficult to anticipate, and the uncertainty surrounding the process may harm consumer spending and demand for goods and services in the retail and hotel industries.

Brexit may result in changes to legislation and policies affecting the retail and hospitality industries, which may influence how firms operate and the HR practices they employ.
HR professionals can apply a variety of tactics to efficiently manage and assist their businesses and people. Here are a few major approaches:

[bookmark: _Toc122475718]Theory X and Y (Mcgregor, 2015): 

Douglas McGregor, a management theorist, proposed two theories of human motivation and behavior in the 1960s: Theory X and Theory Y.

Theory X holds that humans are innately averse to labor and will avoid it at all costs. According to this view, to be motivated to work, individuals must be tightly overseen and managed.

Theory Y, on the other hand, posits that individuals are naturally driven to work and that, given the chance, they will be self-directed and responsible. People are capable of taking on responsibility and self-direction, according to this notion, and are driven by reasons such as accomplishment, acknowledgment, and personal progress.

These two ideas reflect opposing views on human nature and how individuals are driven to work, and they have ramifications for how companies approach management and leadership. Theory X favors a more conventional, hierarchical style of management, whereas Theory Y favors a more participatory and collaborative approach.

For various reasons, Theory Y is frequently seen as more productive and useful to businesses than Theory X. According to Theory Y, engaging and empowering people can lead to better levels of job satisfaction and motivation. When workers are given the chance to take on responsibility and self-direction, they are more likely to come up with new ideas and inventions that may benefit the business. According to Theory Y, when given the chance to be self-directed and responsible, people are naturally driven to work and will be more productive. This can lead to improved organizational performance and outcomes. 

Theory Y stresses the significance of motivating employees through elements such as personal growth and acknowledgment, which may lead to greater levels of employee satisfaction and retention. A management strategy based on Theory Y can lead to a more positive and collaborative corporate culture, which can benefit both workers and the organization as a whole.

[bookmark: _Toc122475719]Hierarchy of Employee needs-Maslow Theory (Jerome, 2013): 

Abraham Maslow's hierarchy of needs is a human motivation theory that outlines the several levels of requirements that people strive to meet to attain their maximum potential. Maslow classified these requirements into hierarchies, with the most fundamental physiological demands at the bottom and more sophisticated needs at the top. Maslow's hierarchy of requirements has five levels:

Physiological needs: These are essential survival requirements such as food, water, shelter, and rest. In the most recent usage, it refers to the employee's health and safety, as well as the minimum salary for working employees. Safety also applies when employees are physically or psychologically ill.

People strive to feel safe and secure when their physiological demands are addressed. This comprises physical safety, financial security, and personal relationship security.

People desire a sense of belonging and connection with others when their safety requirements have been addressed. Friendships, romantic connections, and a feeling of community are all important.

Once the needs for belonging and affection are fulfilled, people desire a sense of self-esteem and respect from others. This involves a desire for recognition, prestige, and accomplishment.

At the summit of Maslow's hierarchy is the desire for self-actualization, or reaching one's full potential. This encompasses the desire for personal development, creativity, and a sense of purpose in life.

Maslow's hierarchy of needs is frequently portrayed as a pyramid, with the most fundamental needs at the bottom and the most complex demands at the top. It is crucial to highlight that Maslow's theory is not intended to be prescriptive; rather, it is intended to give a framework for understanding human motivation. 

[bookmark: _Toc122475720]Herzberg’s Two-Factor Theory:

Herzberg's two-factor theory, often known as the motivation-hygiene hypothesis, is a job satisfaction and motivation theory that describes how specific workplace circumstances may either encourage or demotivate people. Employee motivation is influenced by two sorts of influences, according to Herzberg:
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Motivators are variables that contribute to an employee's sense of accomplishment and job happiness. Recognition, responsibility, and the chance to learn and grow are examples of these.

Hygiene elements are variables that are required to maintain a decent level of motivation, although they do not always improve motivation. Salary, perks, and working conditions are examples of these.

According to Herzberg's thesis, hygienic considerations are important to avoid unhappiness but insufficient to boost motivation. Motivators, on the other hand, are the key to enhancing motivation and work satisfaction. Managers should focus on delivering motivators to their staff, according to the notion, to boost motivation and productivity.


















[bookmark: _Toc122475721]Conclusion: 

When it comes to optimal human resource practice, it is critical to prioritize micro strategy above macro strategy. The factors that should be prioritized include innovation in talent acquisition strategy, working on employee retention by providing work perks, and providing more than basic salaries or non-wage benefits. Working in each field has its own set of advantages. Employers should be aware of these benefits and should appreciate those things that contribute to employee benefits rather than attempting to diminish those benefits. If there is a labor shortage. It is critical to develop human resource competitive advantages or factors to attract and retain excellent personnel.
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