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ASSESSMENT 1
Executive Summary
The current status of the labour market in the UK has been discussed in the study. It has been observed that current external events such as the outbreak of the "COVID-19" pandemic, the high level of inflation and the increased use of advanced technologies have negatively impacted the labour market of the country. The government should take skill development initiatives to bridge the skill gaps in the employable population of the country. Along with this, the report has been focused on the impact of Brexit and covid 19 on human resource strategies. The emerging changes in human resourcing by the companies of the UK in the post-Brexit and post covid situation of the external environment have been discussed. 


Table of Contents
Introduction	4
a) The current state of the labour market in the UK	4
Overview and key trends in the labour market in the UK	4
The employment rate in the country	5
Impact of the global pandemic on the labour market	6
Skills Gaps and Impacts of Automation	7
b) The emerging changes in Human Resourcing Strategies in the post-Covid, post-Brexit external environment	7
Human resourcing strategies	7
Impact of Brexit on human resourcing strategies	9
Impact of Covid-19 on human resourcing strategies	10
Conclusion	12
Reference List	13





[bookmark: _Toc132744298]Introduction
Human resource management is considered the strategic approach to supporting and nurturing employees and providing a positive work environment for them. Strategies for human resource management are used vary in the different industries and businesses and some of the activities for human resource management are recruitment, selection, providing compensations and benefits, career development opportunities, training and development and others (Meijerink and Keegan, 2019). The labour market of any country depends on different external factors and in the UK the companies are following the labour laws to manage the labour market. This has seen that companies have changed their human resourcing strategies in recent days to the increment of competition in the labour market (Rigby and Ryan, 2018). In the UK, the post covid situation and post-Brexit situation have forced companies to change their human resourcing strategies to have talented employees in their businesses. The current state of the labour market of the UK has been discussed first in this report. After that, the changes in the human resourcing strategies which the companies of the UK have been doing in the post-Brexit and post covid situation have been highlighted.  
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[bookmark: _Toc132743438][bookmark: _Toc132744300]Overview and key trends in the labour market in the UK
The study focuses on analysing the current status of the labour market in the UK. The labour market can be described as the place where effective interaction between employers and workers take place. It is the palace where employers compete for hiring the best talents and the workers try to bag the best possible and satisfying job opportunities for them (Liu, Pant and Sheng 2020). The status of the labour market depends on the supply and demand of the market where the employees provide the supply and employers create the demand. The UK has experienced the highest level of “inflation” in the last 41 years as the Inflation rate increased by 11.1% in the country along with the increased price of essential commodities such as foods and groceries (Cnbc.com. 2022). The high rate of “inflation” in the country negatively impacted the present status of the “labour market” as well. 
The wages of the workers have not increased to keep pace with the increased price of daily essential commodities which created a turmoil and high level of competition in the labour market of the country (Theguardian.com. 2022). The response of employers and workers to the current trend of the labour market in the UK differs significantly. The fall of “real pay” has resulted in an increased level of several industrial disputes and many work days have been lost in strikes and related events (Theguardian.com. 2022). On the other hand, to cope with the challenging situation, employers are trying to ease out the migration rules by the government to boost the supply of labour in the country. 
[bookmark: _Toc132743439][bookmark: _Toc132744301]The employment rate of the country 
The status of the overall “labour market” also significantly depends on the “employment rate” of the country. The “employment rate” in the UK was 75.7% between Noven 2022 to January 2023 which was 0.1% more than the previous quarter (Ons.gov.uk. 2023). However, the slight increase in the overall “employment rate” compared to the previous quarter was a result of an increase in “part-time work” and “self-employment”. Thus, the slight increase in the “employment rate” in recent times does not mean that new permanent job opportunities have been opened for the employees within the country. On the other hand, the below graphical representation exhibits the year-wise fluctuations in the “unemployment rate” in the country. The “unemployment rate” increased by 3.6% in September. It can further increase in the future due to tightening the policies by both the Treasury and the “Bank of England”. The rising price of energy bills along with falling “real incomes” has also negatively contributed to worsening the situation. 
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Figure 1: The graphical representation of the year-wise “unemployment rate” in the UK
(Source: Theguardian.com. 2022)
The rate of “economic inactivity” also diminished by 0.2% in the country and became 21.3% in the last financial quarter. The diminished rate of “economic inactivity” was majorly driven by individuals in the age bracket of 16 to 24 years in the UK (Ons.gov.uk. 2023). A high rate of “economic activity” in a country indicates that a higher proportion of individuals are available for work or skill-development training initiatives to make them employable (Maloney and Taskin 2020). The decrease in the “quarterly rate” of economic inactivity in the UK was mainly driven by inactive individuals as either they are retried or they are students and yet to be available for work. 
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The sudden outbreak of the global “COVID-19” pandemic has also significantly impacted the overall status of the “labour market” and the UK is not an exception. When the “inactivity” just started to rise and increased by 1.4% in early 2020, the outbreak of the pandemic again resulted in the movement of the “employment rate” in the opposite direction and diminished by 1.1%. The “COVID-19” pandemic resulted in reduced health outcomes and associated reduced productivity which significantly contributed to the fall in labour supply in the UK (Keogh-Brown et al. 2020). Earlier, this trend was mainly observed among workers above the age of 50 years but the sudden hit of the pandemic and shattered “healthcare system” made it a reality for workers of lower age as well. Organisations are finding difficulties in filling the vacancies with skilled labour as a result of “shrinkage” in the overall workforce. It also significantly increased the “bargaining power” of the unions.
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The advancement of technology and the implementation of the use of “automation” and “artificial intelligence” in organisational operations have significantly impacted the overall volume of vacancies in the Labour market of the country (Agrawal, Gans and Goldfarb 2019). Many types of work are getting replaced by machines which diminishes the need for hiring dedicated manpower to complete the tasks. During the time period of December 2022 to February 2023, the overall number of estimated vacancies in the country has deteriorated by 51000 from 1124000. The fall in vacancies for the eighth time consecutively indicates the presence of uncertainty in the UK across different industries. The pressure on the economy from several internal and external forces is also restricting the recruitment process. The average growth of the total pay inclusive of the bonuses was 5.5% in the country in the past quarter. 
On the other hand, a major “skill gap” is being created in the “labour market” which indicates that employees are lacking some essential skills which are highly required to enhance employability and productivity in the context of Industry 4.0 (Kornelakis and Petrakaki 2020). The average rate of growth in regular pay in the private sector in the UK was 7% whereas the public sector witnessed only an average of 4.8% growth in this segment (Ons.gov.uk. 2023). Thus, the government should take effective initiatives to facilitate several “skill development” and training programmes for the youth of the country to bridge the gaps that are being created in the “labour market” in the UK. 
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[bookmark: _Toc132744305]Human resourcing strategies
Human resourcing strategies help companies in solving the people-centric issues of businesses. Effective human resource planning needs to be done by companies in the global market to have talented employees in the workplace and to retain them positively in their companies. As opined by O'Connor and Crowley-Henry (2019), there are five pillars which are related to the HR strategies of the companies directly. These pillars are the legal requirements, employee engagement, career development programs, corporate image, and the performance management system. For effective employee management strategies, these five factors are needed to be managed by the companies. Companies are using different external and internal recruitment strategies and the strategies for recruitment; selection is also different for having talented people in the organisation. Internal recruitment strategy is related to the process when a company promotes their already existing employee for a post higher than their working level (Geetha and Bhanu, 2018). On the other hand, in case of the external recruitment, companies are used to searching for talented new employees from the labour market who are appropriate for the job role. However, both the Brexit incident in the UK and the covid-19 issue are having an impact on the labour market of the UK and this has impacted the human resourcing strategies of the companies. 
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Figure 2: Human resourcing strategies
(Source: University, 2023)
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The Brexit decision of the UK has changed the HR management strategies of the companies as this has an impact on the labour market of the country. This has seen that the immigration rule has been changed for the employees of other countries and the employees are needed to comply with one of the routes of immigration as per the new rule in the UK (Owen et al. 2019). Moreover, as opined by Tiwasing (2021), the labour shortage and skill shortage issues have been seen in the UK in the post-Brexit external environment for the issues and new rules of immigration in the market. A higher level of contingent has been seen from the end of Europe in relation to Brexit. Companies are trying to help their employees with their settling status. The settlement can be done with the EU settlement scheme and the successful application for British Citizenship needs to be done (D'Angelo and Kofman, 2018). The shortfall in EU-origin workers has been seen in the business and thus the companies of the UK needed to recruit low-skilled workers in their business. 
Moreover, in the low-skilled economy, the shortfall of 330000 EU-origin workers has been seen (The Guardian, 2023). For Brexit, the freedom of movement between EU countries and the UK has been restricted. This has impacted the management of the employees in the UK companies and for this reason, the companies are changing their human resourcing strategies. The companies are helping their Eu-origin employees to have the settlement from the EU settlement scheme to retain talented employees in the workplace. Employees who have lived in the UK for the last five years can have permanent residence documents from the UK by 31st December 2020 (Ukandeu, 2023). Companies in the UK are considering the scenario of their human resources and they are planning for the post-Brexit to manage the labour in their workplace. New policies and laws have been enforced by the companies in which the changes in the rules of travelling to the EU, transportation of goods to the EU, living in the UK by being an EU citizen and others (CIPD, 2023). 
By changing the human resourcing strategies, the companies of the UK are trying to have their own employees who are not having the issues of immigration and settling matters. However, companies are focusing on training and development in their workplace by increasing the skills of their employees and of their workforce (Swanson, 2022). For retaining talented employees, the companies are providing extra facilities to the workforce of their UK origin people. The human resourcing strategies are also having the effect from the post covid situation and this has forced the companies to modify their human resourcing strategies more. Before, companies can have skilled employees from any country in the EU region for having the freedom of movement of human resources. But now the end of freedom of movement has changed the human resourcing strategies of UK companies. 
[bookmark: _Toc132744307]Impact of Covid-19 on human resourcing strategies
Along with the impact of Brexit, the covid-19 situation has also impacted the human resourcing strategies of the companies. The working process of the employees has changed since the occurrence of the pandemic and this has seen the companies provide opportunities to their employees to do work from home for managing healthcare issues (Collings et al. 2021). This has increased the virtual activities for human resourcing strategies and the HR professionals are doing the virtual recruiting process for having skilled employees in their business. Many employees have the interest to do work from home as they do their work in the pandemic situation and calling the employees to the office and workplace is reducing their motivation of the employees. The work-from-home facilities help in developing the work-life balance of the employees and this is helping them to show more commitment to their company by working in a comfortable environment (Mustajab et al. 2020).
In the post covid situation, the human resourcing strategies have been changed in the UK market as well. Most of the recruitment activities and selection activities are done in virtual mode by HR professionals. This is helpful for both the companies and employees to be effective at the time of recruitment and selection. Along with this, the post-Brexit situation increases the issues for immigrant workers to work in the organisations of the UK. However, the work-from-home situation has helped the workers to connect with their organisations remotely and this has reduced some of the settling-related issues of the EU-origin workers working in UK-based companies (Portes, 2022). Management of the remote teams is effectively done by the organisations and the companies are able to have talented employees from the external labour market and remote locations as well. 
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Figure 3: New HR works
(Source: Empxtrack, 2021
Regular employee surveys can be done with the online work process and this is helping HR professionals in analysing the performance of the employees regularly. However, As stated by Adisa et al. (2021), the lockdown situation in the covid-19 in the UK has facilitated HR management to learn quickly about remote working. However, in some cases, managerial trust issues and loyalty issues can be seen in remote workers. Moreover, companies are showing improvement in automation and most of the companies are still providing remote working facilities to their employees to provide them with a work-life balance. This has seen that the Brexit situation has impacted the UK labour market negatively. In accordance with Azizi et al. (2021), after that, the covid situation has had a negative impact on the management of human resources as well. Many companies have made job cuts to manage their business costs and many companies are unable to retain their employees in this situation. 
However, the remote working facilities have mitigated some of the issues which the immigrant workers were facing for the enforcement of Brexit and the human resourcing strategies have been changed more to the online mode in comparison to the physical working process in the companies. 
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This can be concluded from this report that both Brexit and covid-19 have a negative impact on the management of the human resourcing strategies of the companies of the UK. The unemployment rate of the UK has decreased after the Brexit issue as most of the companies have recruited and selected employees from the UK labour market for the immigration issues of EU-origin workers. Moreover, along with the Brexit issue, the covid-19 pandemic situation has made human resource management strategies more challenging. However, remote working facilities have been increased for the companies and the companies are doing virtual recruitment for talented workers from different locations of the global markets as well. Job competition has increased in the post covid, post-Brexit external environment of the UK and companies are having both positive and negative impacts on the human resourcing strategies in their workplace. 
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