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[bookmark: _Toc113448874]Introduction 
The coronavirus pandemic has caused a massive amount of destruction across the globe. However, the predominant recipients of the aftermath were the labourers whose lives have been significantly challenged during the lockdowns. This report, however, specifically focuses on the labour market of the United Kingdom. To begin with, the study will focus on the current state of the labour market of the specified country and will focus on the challenges/ advantages faced by the labourers. Later, the emerging changes in the Human Resourcing strategies in the pre-Covid, post-Covid and pre-Brexit, post-Brexit external environments will also be highlighted.
[bookmark: _Toc113448875]Current labour market conditions in the UK 
The alarming rise in levels of Covid-19 has severely affected the demands of labourers in many prominent sectors of the country. This, added to the public health response, lockdown, business closure and subsequent furlough, and economic instability in the country has led to a sharp decline in the labour requirement challenging the livelihood of families even further.  The sudden lockdowns and closure of the markets and companies have resulted in a lot of workers losing their jobs, thereby increasing the rate of unemployment in the country. The major industries that were affected by the lockdowns were hotels and restaurants, travel and tourism, and retail which employed over 4-5 million workers in the country. According to the official statistics revealed by the country, around 8 million people have either lost their jobs or were laid off temporarily by the end of May 2020 (Costa Dias et al. 2020).

Despite the initial years of Covid having a damaging effect on the lives of the workers, the current data released by the Labour Force Survey (LFS) calculated for February to April 2022 displayed that there has been a significant increase in levels of employment over the last 3 months as compared to the surprisingly lower unemployment rates, given the economic state of the country. However, the data also revealed that the inflation rates have been lowered in the last few months owing to the decrease in the economic inactivity numbers (one.gov.uk, 2022). As per the economic scenario of the country, the employment rates in the United Kingdom increased by approximately 0.2% in the past three months bringing the overall employment to around 75.6% which is comparatively the highest the country has witnessed in the last 2 years but is still significantly lower than the pre-pandemic levels. Despite the consistent furloughing and temporarily laying off employees during the initial years of the pandemic, the country also witnessed quite an increase in the number of full-time workers since the beginning of 2022. This, however, also provided fundamental support to part-time workers in securing full-time jobs and becoming permanent employees (Forbes, 2022). 

According to Shin (2022), there has also been a significant increase in the number of freelancers and self-employed workers since the beginning of 2022 which initially fell during the onset of Covid-19.  The majority of the estimated value for the prompt pay roll employees calculated in May 2022 displays a remarkable monthly expansion of about 90,000 workers, revised in April 2022, bringing the record to about 29.6 million. Moreover, as per the findings of Basso et al.  (2022), the United Kingdom also had a rapid decline in its rates of economic inactivity. The findings reveal that the country's economic inactivity rate reduced by 0.1% bringing the overall count to 21.3% as estimated from February to April 2022. Abiding by the revised labour policies, the number of vacancies rapidly increased to a new record of 1,300,000 as witnessed from March to May 2022. The predominant reasoning for that may be because of the sharp increase in the number of employees, especially among students who were economically inactive during the Pandemic. However, despite the increase in employment, there has been a decline in the number of vacancies for several sectors which need to be addressed immediately without delay (bbc, 2022). 





[bookmark: _Toc113448876]Comparative analysis of HRM strategies in pre and post-covid era
Human resource management is one of the most essential needs for the achievement of success of an organisation and Tesco is also not an exception. Due to the occurrence of the pandemic, the business sectors were highly affected, as a result of which, the organisations cannot help but put their efforts to design new business strategies that can enable the company to sustain in the highly changing as well as competitive business market and Tesco also performs the same (Chang et al. 2020). In this section, a detailed analysis of the human resource management strategies in the pre-covid as well as in the post-Covid are to be discussed. The HRM strategies followed by Tesco before the outbreak of the pandemic are discussed below-

[bookmark: _Toc113448877]Offline training system
In the pre-Covid era, the training sessions required for the betterment of the skills of the employees of Tesco were conducted via offline sessions. As a result of this, the employees get the opportunity to remain updated with the new set of skills required for their improvement. This in the long run enables the organisation to adapt efficiently to the changing business environment as well as to sustain and lead the competitive business market (Chatterjee et al. 2022). This training strategy also allows the employees to get the training from the highly efficient trainers appointed by the organisation who devotes themselves to provide better knowledge to the employees so that the employees can have the confidence to work better for the organisation.

[bookmark: _Toc113448878]The offline hiring process of the employees
Before the emergence of the pandemic situation like any other business organisation, Tesco also recruits employees on the basis of offline interview sessions. The entire screening, as well as the selection of the employees after the completion of the interview, are also performed via offline mode (Soomro et al. 2022). The efficient screening and selection process of the organisation enables it to hire the most potent employees for the organisation based on whose efficiency the company can run its business functions successfully. 

[bookmark: _Toc113448879]Conduction of periodical meeting
It is quite essential for an organisation to conduct meetings periodically so that the company is able to identify the flaws and can make changes in the business strategies accordingly so that it can perform its business better. Tesco tries to organise periodic meetings between the employees and the higher officials so that the organisation can know about the issues that the employees are facing during performing their tasks and can also take necessary measures for the rapid mitigation of the issues (Jayathilake et al. 2021), This enables the employees to feel valued which in turn motivates the employees to perform better for the organisation.

[bookmark: _Toc113448880]Work from office
Before the outbreak of the pandemic, Tesco like any other business organisation only provides work-from-office opportunities to the employees with no flexible working hours. This often created problems for the employees to properly manage their professional as well as their personal responsibilities efficiently (Baryshnikova et al.2021). 
With the advent of the global pandemic situation, the entire business scenario is changed due to the extensive period of lockdown along with several restrictions that were imposed on the entire population of the world. This sudden change in the situation leads to a drastic change in the demands of the customers as a result of which the business organisations cannot help but emphasise the betterment of the HRM strategies as per the requirement of the situation and Tesco is no exception. This helped Tesco to survive in the changing business market. The improved HRM strategies of Tesco in the post-Covid era, are as follows:
[bookmark: _Toc113448881]The online and offline training system
The emergence of the global pandemic is responsible for bringing some drastic changes in the business process and one of them is the introduction of online training sessions along with offline training. The opportunity of online training helps the employees not to miss any training for the inability to attain office (Nurdin, 2021). Thus, the organisation is able to ensure the growth of the employees by attaining the training session via online or offline mode as per their convenience.
[bookmark: _Toc113448882]The online and offline hiring process of the employees
Due to the outbreak of the pandemic situation different business organisations could not help but to go for online interview sessions and hiring processes so that the business functions of the organisations can run efficiently. Tesco also followed the online interview and recruitment process. In the post-Covid scenario, the company continued the recruitment process both via online as well as offline mode so that all the potential candidates get the chance to attend the interview session (Kim and Scott, 2018). This can help the organisation to get the most capable employees for enhancing its productivity.

[bookmark: _Toc113448883]Conduction of frequent meeting
During the pandemic situation for running the business functions properly in the changing business environment, every company arranged frequent meetings via online video conferencing platforms where the employees shared their issues with the organisation. In the post-Covid era, Tesco still conducts meetings via online as well as offline mode so that all the employees get the opportunity to attain the meeting (Zhu et al. 2020). This can also allow the organization to better interact with the employees and can take necessary measures based on the issues of the employees.

[bookmark: _Toc113448884]Work from home opportunity
In the era of a pandemic like all other organisations, Tesco also implemented work from home strategy for the employees so that businesses can overcome the losses caused by the pandemic. In the post-pandemic scenario also, the organisation sometimes provides work-from-home opportunities to the employees so that they can perform their professional responsibility and can contribute to the progress of the organisation by working on flexible hours according to their convenience (Anton et al. 2021).




[bookmark: _Toc113448885]Comparative analysis of HRM strategies in pre and post-Brexit business environments
As of 2016, the government of the United Kingdom (UK) proposed to leave the European Union (EU), a process known as Brexit. Following campaigns in favour and against EU membership, The United Kingdom government, then held a 'referendum' over its EU membership. The majority of people voted to leave the EU, and the nation left the organisation on 31st January 2020. During the transition period, the UK followed the rules and regulations provided by the EU regarding business proposals, alternatives, principles, and relevant factors. Though negotiation came into the scene after the referendum, the EU and the UK kept a steady relationship between them. According to Galán-Gutiérrez and Martín-García, (2021), on 24th December 2020, the UK government and the UK signed three major agreements, including, the “Trade and Cooperation Agreement”, “Information Security Agreement” and “Nuclear Cooperation Agreement”. The treaty regarding business and commercial practices changed the economic scenario for the retailing giant of the country, Tesco.

Figure 1: Supermarket share (Source: bbc, 2020)
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The above-illustrated graph highlights the supermarket share of the UK retailing sectors, and it observed that in the pre-Brexit stage, Tesco shared the highest amount at 26.8%.
The pre-Brexit HRM practices for Tesco were based on four major channels of business operation. It includes the training of the employees, development of employee competencies by utilising the core skill of the employees, and simplification of work and performance management. Though the practices are pursued by the Tesco management, the HRM strategies have faced different experiences of learning and unlearning after Brexit. According to Ren et al. (2021), enhancement of employee capability in Tesco used to follow the orthodox structure of training, where the development of skills and knowledge of the employees were focused on.  On the other hand, the company followed a performance management policy for the development of the company based on targets and boards, while simplifying the work was a major part of the management to be followed. 
However, Xiao et al. (2021) argued that the company, Tesco, in the post-Brexit period has faced a ‘war for talent’ which barred the usual practices of the company, while the company’s HRM value got decreased due to the employee demand for policies. Brexit increased the pressure of technological enhancement and implementation of the digital platform for the company on a sincere scale, while the lack of sponsorship and business partnership accelerated the HRM disruption inside the company. Another report, on the other hand, suggests that despite such challenges, the management denied the notion of a crisis in the company highlighting an 8.1% increase in sales during last year’s Christmas (bbc.co.uk, 2022). Though the report has also highlighted the issue regarding teething with the supply chain management to the UK from continental Europe. 
It is also observed in the post-Brexit stage, that the HRM practices of Tesco have felt legislative pressure to cope with the business and employee recruitment, delayed due to several changes in the business environment (Feldmann and Morgan, 2021), Apart from it, as the employees lost the opportunities to enjoy the benefits of employment by the EU, such as allowance for attendance and healthcare, the human resource management has critically been under pressure to manage the employee needs and demands to continue the flow of business.


Figure 2: Pre-Brexit and post-Brexit revenue of Tesco (Source: statista, 2022)
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The graph in the above figure refers to the revenue earned by the company in the post and pre-Brexit stages of business, and it also highlights an increasing value of revenue gradually, even after the business disruptions due to Brexit.
A report suggests that the retailing giant, even after the HRM issues, 2022 has procured a gross margin of 7.78%, an operating margin of 4.17% and a net profit margin of 2.48% (Markets.ft.com, 2022). Despite the increasing margin of commercial limits, the company has faced several issues regarding forming business policies according to the management goals, as they could not enjoy the larger market concept associated with the EU. The employee engagement and the supply chain management, in the pre-Brexit era, used to follow the international rules and regulations and the Eu guidance, and the beneficial value of the company by internationalising business was quite fruitful for the management to deal with the market.





Figure 3: Tesco stock, 2022 and 2025 (Source: investingcube.com, 2022)
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The above graph depicts the stock of the retailing company Tesco, and the timeframe utilised to infer the result, is focused on the after-Brexit stage of the market, as well as, the commercial growth and ambience with the EU have also been provided.
Apart from the collaborative value of the market and economic prosperity, the company used to have a diverse form of business which played an important role in the company’s global authorisation of the retailing business. As Moura, (2021), mentions, the business hindrances and clarity faced difficulties for the company due to the regulation of laws and agreements. The HRM of the company also faced a major difficulty as the UK government announced it as a breach of the law for minimum wage in the post-Brexit era.



[bookmark: _Toc113448886]Conclusion

To conclude, the labour market and the situation of employment in the market of UK have been assessed in this research. Including the strategies that UK businesses have undertaken to cope up with the evolving labour market laws, the impact of Brexit on the UK labour market has also been explored. The paper also provides background knowledge on the UK prominent retail organisation Tesco, and the impact that COVID and Brexit have on the corporation is also assessed. Additionally, the paper examines the company's response plans to Covid-19 as well as Brexit issues.
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Earnings history & estimates
® Tesco PLC reported annual 2021 earnings of 12.06 per share on Apr 14, 2021.
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Revenue history & estimates
# Tesco PLC had revenues for the full year 2021 of 57.89bn. This was 10.61% below the prior year's results.
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