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a) [bookmark: _Toc132885497]The current state of the labor market in the UK
[bookmark: _Toc132885498]Introduction:
The United Kingdom (UK) is a developed economy with a diverse and dynamic labor market. Over the past few years, the UK labor market has gone through significant changes due to various factors, including technological advancements, Brexit, and the COVID-19 pandemic. This essay will analyze the current state of the labor market in the UK, highlighting the key trends and challenges faced by employers and employees.
[bookmark: _Toc132885499]Overview of the UK Labor Market:
The UK labor market is one of the most diverse and complex labor markets in the world. With a population of approximately 67 million people, the UK workforce is highly educated and skilled, and the labor market is characterized by a high degree of flexibility and adaptability. According to the Office for National Statistics (ONS), the UK labor force was 33.5 million people in 2020. The employment rate was 75.2%, with a total of 32.5 million people in employment, while the unemployment rate was 4.9% (Ghazi 2022). The labor market is diverse, with a mix of full-time, part-time, self-employed, and temporary workers. 
[bookmark: _Toc132885500]Structure of the UK Labor Market
The UK labor market is made up of a range of different sectors, including manufacturing, construction, services, and the public sector. Manufacturing and construction have traditionally been important sectors of the UK economy, but in recent years, the service sector has become the largest employer, accounting for around 80% of total employment (Chakraborty 2021). The public sector is also a significant employer, with around 5.5 million people working in this sector (Flórez 2017).
The UK labor market is also characterized by a high degree of flexibility and adaptability. The UK has a relatively low level of employment protection legislation, which means that employers are able to hire and fire workers relatively easily. This has helped to make the UK labor market more responsive to changes in the economy, and has contributed to the country's economic growth and competitiveness.
[bookmark: _Toc132885501]Trends in the UK Labor Market
One of the key trends in the UK labor market in recent years has been the rise of self-employment and gig work. The number of self-employed people in the UK has increased from around 3.3 million in 2001 to 4.8 million in 2017 (Flórez 2017). This has been driven by a range of factors, including changes in the nature of work, technological advances, and the growth of the sharing economy.
Another key trend has been the growth of the gig economy, which is characterized by short-term, freelance or contract work. The gig economy has grown rapidly in recent years, with platforms such as Uber, Deliveroo, and Airbnb transforming the way that people work and earn money. However, the growth of the gig economy has also raised concerns about job security, working conditions, and employment rights.
[bookmark: _Toc132885502]Employment Sectors:
The UK labor market is made up of several sectors, including manufacturing, services, construction, and agriculture. The services sector is the largest employer, accounting for approximately 80% of total employment (Flórez 2017). This sector includes industries such as retail, healthcare, hospitality, finance, and business services. The manufacturing sector, on the other hand, accounts for approximately 8% of total employment, while the construction sector accounts for approximately 7% (Herman 2020).
[bookmark: _Toc132885503]Employment Trends:
The UK labor market has seen several trends over the past few years. One of the significant trends has been the rise of the gig economy, where individuals work on a short-term or freelance basis. The gig economy has been facilitated by technological advancements, such as online platforms, which connect employers with workers. According to a report by the RSA (Royal Society for Arts, Manufactures and Commerce), the number of self-employed people in the UK has increased from 3.8 million in 2008 to 5 million in 2020 (Holly & Smith 2009).
Another trend has been the increase in remote working. The COVID-19 pandemic has accelerated this trend, with many businesses adopting remote working to comply with social distancing regulations. A survey by the ONS revealed that in April 2020, 46.6% of employed people did some work from home, compared to 27.4% in 2019 (Inman 2018).
[bookmark: _Toc132885504]Challenges Faced by Employers and Employees:
The UK labor market faces several challenges, which affect both employers and employees. One of the main challenges is the skills gap, where there is a shortage of workers with the necessary skills to fill available job vacancies. This is particularly evident in the technology and engineering sectors, where employers struggle to find qualified workers.
Another challenge is the issue of low pay and insecure work. Many workers in the UK are paid low wages and do not have access to stable employment contracts. This is particularly evident in the gig economy, where workers are often classified as self-employed and do not receive the same employment benefits as regular employees (Jenkins & Leaker 2010).
The COVID-19 pandemic has also had a significant impact on the UK labor market. The pandemic has led to a rise in unemployment, with many businesses forced to close due to lockdowns and reduced demand. The ONS reported that the unemployment rate increased from 3.8% in February 2020 to 5% in November 2020 (Kutieshat & Farmanesh 2022).
Brexit has also had an impact on the UK labor market. The UK's decision to leave the European Union (EU) has led to uncertainty regarding the status of EU workers in the UK. Many employers rely on EU workers, particularly in sectors such as agriculture and hospitality. The uncertainty regarding the status of these workers has led to concerns regarding labor shortages.
[bookmark: _Toc132885505]Government Policies:
The UK government plays a crucial role in shaping the country's labor market, through a range of policies and initiatives aimed at promoting employment and improving working conditions.
[bookmark: _Toc132885506]National Minimum Wage:
The National Minimum Wage (NMW) is a government policy that sets a minimum hourly rate of pay for workers in the UK. The NMW was first introduced in 1999, and since then it has been increased regularly. In April 2022, the NMW will be £9.50 per hour for workers aged 23 and over. The government has also introduced a National Living Wage (NLW) for workers aged 25 and over, which is currently set at £9.95 per hour (Kutieshat & Farmanesh 2022).
[bookmark: _Toc132885507]Apprenticeship Levy:
The Apprenticeship Levy is a government policy that requires employers with a payroll of over £3 million to pay a levy towards the funding of apprenticeship training. The levy was introduced in 2017, and aims to increase the number of apprenticeships in the UK by providing additional funding for training. The government has set a target of creating 3 million new apprenticeships by 2020 (Kutieshat & Farmanesh 2022).
[bookmark: _Toc132885508]Workplace Pension:
The Workplace Pension is a government policy that requires all employers to provide a workplace pension scheme for their employees. The policy was introduced in 2012, and aims to help people save for their retirement by making it easier and more affordable for them to do so (Kutieshat & Farmanesh 2022). Under the policy, employers are required to contribute to their employees' pension schemes.
[bookmark: _Toc132885509]Employment Rights:
The UK government has introduced a range of policies aimed at improving employment rights for workers. These include the introduction of the right to request flexible working, the extension of paternity leave, and the introduction of shared parental leave (McIntyre 2023). The government has also increased the maximum amount of compensation that can be awarded in cases of unfair dismissal.
[bookmark: _Toc132885510]Immigration:
The UK government has introduced a range of policies aimed at managing immigration, including the introduction of a points-based system for skilled workers, and the introduction of restrictions on low-skilled workers. The government has also introduced policies aimed at reducing the number of non-EEA (European Economic Area) workers coming to the UK, and increasing the number of students and researchers coming to the country (McIntyre 2023).
[bookmark: _Toc132885511]Trade Unions:
The UK government has introduced policies aimed at strengthening the rights of trade unions and promoting collective bargaining. These include the introduction of a duty on employers to consult with trade unions, and the introduction of a requirement for employers to provide trade union representatives with paid time off to carry out their duties. The government has also introduced policies aimed at protecting the rights of workers to strike.
b) [bookmark: _Toc132885512]The emerging changes in Human Resourcing Strategies in the post Covid, post Brexit external environment
The post-Covid and post-Brexit external environment has presented significant challenges for businesses, particularly in terms of human resourcing strategies. Companies have been forced to adapt to new ways of working, including remote working and virtual collaboration, while also grappling with the impact of Brexit on the labor market.
[bookmark: _Toc132885513]Remote Working:
One of the most significant changes in human resourcing strategies has been the widespread adoption of remote working. The COVID-19 pandemic has forced companies to re-evaluate their approach to flexible working, and many have now embraced remote working as a viable option. Remote working has allowed companies to reduce their office space requirements, and has also opened up new opportunities for hiring talent from different geographic locations (Nickell 2001).
The post Covid, post Brexit external environment is likely to present both opportunities and challenges for remote working. On the one hand, the Covid-19 pandemic has demonstrated that remote working can be an effective way of maintaining operations during times of crisis. As a result, many companies are likely to continue to offer remote working options even after the pandemic has ended (Nickell 2001). This could provide workers with greater flexibility and open up new opportunities for them in terms of the types of roles they can apply for.
On the other hand, the post Brexit external environment is likely to create new challenges for remote working. For example, workers may need to be more mobile in order to find new opportunities in industries that have been impacted by Brexit. This could make it more difficult for workers who are tied to a specific location or who do not have access to reliable transport (Pettinger 2017). In addition, changes to immigration policies could also impact the ability of companies to recruit workers from overseas, potentially leading to skill shortages in certain industries.
[bookmark: _Toc132885514]Emphasis on Diversity and Inclusion:
There has been a growing emphasis on diversity and inclusion in human resourcing strategies in recent years, and this trend has accelerated in the post-COVID, post-Brexit environment. Companies are recognizing the importance of building a diverse and inclusive workforce, and are taking steps to eliminate bias from their recruitment processes and create a more welcoming and supportive workplace culture.
Despite the challenges posed by COVID-19 and Brexit, there has been a growing trend towards emphasizing D&I in the workplace. Companies are recognizing that D&I is not just a moral imperative, but also a business imperative. Diverse teams are more innovative and better able to solve complex problems, which can lead to increased productivity and profitability. Companies are also recognizing the importance of creating an inclusive workplace culture, which promotes diversity and allows all employees to feel valued and supported (Powell, Francis-Devine & Clark 2022). This can include initiatives such as unconscious bias training, employee resource groups, and mentoring and sponsorship programs.
In addition, companies are taking a more proactive approach to addressing social issues, such as inequality and discrimination. This can include initiatives such as supporting community organizations, partnering with diversity-focused recruitment agencies, and promoting diversity and inclusion in marketing and advertising campaigns.
[bookmark: _Toc132885515]Increased Focus on Reskilling and Upskilling:
The COVID-19 pandemic has had a significant impact on the labor market, leading to job losses in some sectors and skills shortages in others. As a result, there has been a growing emphasis on reskilling and upskilling in human resourcing strategies, with companies investing in training programs to help their employees acquire new skills and adapt to changing job requirements (van Aerssen et al. 2022).
In the post-Covid and post-Brexit environment, reskilling and upskilling have become increasingly important, as many jobs have become obsolete, and new technologies and ways of working have emerged.
Employers and employees alike are recognizing the need for new skills and are investing in training and development programs to meet these needs. Many organizations are offering training opportunities for their employees to enable them to acquire new skills or to enhance their existing skills (Price 2009). The government has also introduced a range of policies and initiatives to support reskilling and upskilling, including the National Skills Fund and the Lifetime Skills Guarantee.
[bookmark: _Toc132885516]Emphasis on Agility and Flexibility:
The COVID-19 pandemic has highlighted the importance of agility and flexibility in human resourcing strategies. Companies are recognizing the need to be able to adapt quickly to changing circumstances, and are introducing new approaches to recruitment and workforce management to support this. This includes the use of temporary and contract workers, as well as more flexible approaches to working hours and job roles.
[bookmark: _Toc132885517]Post-COVID Environment:
The COVID-19 pandemic has forced businesses to rethink their operations and adapt to new ways of working. Remote working has become the norm for many businesses, and technology has played a critical role in enabling this shift. Businesses that have been able to adapt quickly to remote working have been able to maintain their operations, while those that have been slow to adapt have struggled.
Agility has been critical for businesses in the post-COVID environment, as they need to respond quickly to changing circumstances, such as lockdowns, changes in customer demand, and supply chain disruptions (Przytuła, Strzelec & Krysińska-Kościańska 2020). For example, businesses that have been able to quickly pivot to online sales have been able to maintain their revenue streams, while those that have been slow to adapt have seen a significant decline in sales.
Flexibility has also been essential in the post-COVID environment, as businesses need to adjust their operations to meet changing demands (Stuart et al. 2021). For example, businesses that have been able to switch to producing products that are in high demand, such as hand sanitizer, have been able to maintain their operations, while those that have been slow to adapt have struggled.
[bookmark: _Toc132885518]Post-Brexit Environment:
Brexit has created uncertainties for businesses, such as changes in regulations and trade agreements, which require them to be flexible in their operations. For example, businesses that rely on imports and exports may need to adjust their supply chains to comply with new regulations, while those that rely on migrant workers may need to find new sources of labor (PwC 2020).
Agility has been critical for businesses in the post-Brexit environment, as they need to respond quickly to changes in regulations and trade agreements. For example, businesses that have been able to quickly adjust their supply chains to comply with new regulations have been able to maintain their operations, while those that have been slow to adapt have struggled.
Flexibility has also been essential in the post-Brexit environment, as businesses need to adjust their operations to meet changing demands (Strachan 2020). For example, businesses that have been able to switch to domestic suppliers to avoid disruption to their supply chains have been able to maintain their operations, while those that have been slow to adapt have struggled.
[bookmark: _Toc132885519]Conclusion:
The post-COVID, post-Brexit external environment presents significant challenges and opportunities for companies operating in the UK labor market. Companies will need to adopt more flexible, proactive, and strategic approaches to human resourcing strategies to adapt to the changing business landscape. This may include adopting more remote and flexible working arrangements, implementing skills and talent management programs, promoting diversity and inclusion in the workplace, developing employer branding campaigns, and offering more flexible working arrangements to attract and retain top talent. Companies that are able to successfully adapt their human resourcing strategies to the post-COVID, post-Brexit external environment will be better positioned to succeed in the years ahead.
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