

The Labour Market
 in the United Kingdom




Program: MBA – Master of Business Administration
Module: Human Resource Management
Module Code: LCMB7000
Assignment title: Assessment 1 Human Resource Management








Student name: Daniela Cebotari
Student number: 2133381
Lecture name: Dr Gladius Kulothungan

Content page
I. Introduction
II. Human resources
III. Labour market – overview 
1. Definition and Graph
2. Labour Market Components
IV. Challenges in the UK`s labour market in the last 3 years.
1. Impact of COVID-19 on the labour market
2. Impact of Brexit on the labour market
Immigration’s effect on the labour market
V. Conclusion


















I. Introduction
We are living in very technologised times, almost every wants or need can be satisfied by a technological device or software. In every sphere of activity, technologies seized and replaced humans and their tasks. But there it is something very important that technologies cannot do - the emotional approach to the working process, and critical analysis of different work situations. As long as all industries work to satisfy the different human needs, it is impossible to exclude the human factor from the working process. That means that first of all, it should invest in human resources, in motivating and training good workers, because this is the main premise of a successful and profitable business. 
In this report, I will analyze the labor market and the changes that come along with the Covid pandemic, Brexit, and the impact of the external environment. 
The report will contain an overview of the Human Resources Department and its main functions in an organization, a description and meaning of the labor market, and an analysis of the UK`s labor market related to the latest changes generated by Covid and Brexit.














II. Human Resources
To maintain always the existing workers doing their best and to hire new workers with the right skills and knowledge for the company requirements it is mandatory to have an excellent human resources department.
 Human resources (HR) is the department within a business that is responsible for all things worker-related. That includes recruiting, vetting, selecting, hiring, onboarding, training, promoting, paying, and firing employees and independent contractors.
The Human Resource Manager 7 Functions:


Recruitment and Hiring
HR managers play an important role in attracting the best talent in the industry, helping to build the future of the company by overseeing the recruitment and hiring process. To begin, HR may work with a department manager or supervisor to learn about an open position, including its requirements and ideal candidate qualities. The HR department may then set forth a recruiting strategy. HR may also be responsible for professional reference checks and background checks to verify that candidates are eligible to work for the company.


Training and Development
In order to retain talent and remain competitive, HR managers may also be responsible for launching employee development initiatives. This could entail additional on-the-job training, professional development programs, or educational opportunities that allow employees to grow and develop in their current roles—or prepare them for career advancement within the organization. HR departments know that investing in training and development benefits both employers and employees. 
	Employer-Employee relationship
With this function, HR departments strive to help employers and employees see each other as mutual contributors to the company, fostering a positive dynamic between the two. HR managers may also help craft and determine company policies that ensure fairness and equity in the workplace. When HR departments succeed in creating positive employee relations, employers may trust their employees and value their input more, and on the flip side, employees may respect and appreciate their employers more.
Maintain Company Culture
Elements of company culture may include sound hiring practices, ongoing development, and strong employee relations. However, it’s not necessarily something you can achieve and move on from. HR departments engage in ongoing work to ensure that their company culture remains solid over time.
Manage Employee Benefits
On the administrative side, HR departments oversee both mandated and voluntary company benefits. While employers are required to provide some benefits like Social Security, unemployment, and worker’s compensation, other benefits like paid time off, disability income, and gym reimbursements are provided on a voluntary basis—and serve as additional incentives for potential and current employees to work at the company.
Create a Safe Work Environment
In addition to managing benefits, HR is responsible for protecting employees’ safety at work—both physical and emotional. In the physical sense, HR must ensure the workplace is free of danger, typically through worksite analysis and hazard prevention and control. HR may also establish safety programs through risk management training and provide information on procedures and protocols for any potential emergency scenarios.
Handle Disciplinary Actions
Disciplinary procedures and terminations are delicate and sometimes complicated matters. HR managers must know how to handle them fairly and consistently to keep situations running smoothly—and prevent any additional conflict or escalation. This may involve having a clear disciplinary process, whether that includes starting with a written warning and increasing in severity with suspensions or demotions—or following another proven system. Regardless of the specifics, HR managers must have a set system in place to hold employees accountable.
III. Labor market – general overview
1. Definition and Graph
The labor market is a platform where the demand for and supply of employment meet. The demand is given by employers and the supply is given by employees. It assists in creating a skilled workforce that flourishes with competition, development, and economic expansion. Also, the labor market graph is useful to comprehend its definition and get information on tight or equilibrium job markets.
Labor market performance differs in the microeconomic and macroeconomic theories. The microeconomics theory examines the labor demand and supply at an independent employee and employer level. In contrast, the macroeconomics theory reviews the connection between commodities, jobs, the foreign exchange market, and cash.
Labor market graph in macroeconomics:


	                          Labor supply
                                      Wages
	Labor demand

                                   Quantity of demand
In macroeconomics, this indicates the shortage of wages upon labor supply exceeding its demand. It also has four kinds of unemployment: 
· Frictional Unemployment
· Structural Unemployment
· Natural unemployment
· Cyclical Unemployment. 
Comparatively, microeconomics specifies raised supply of labor upon increased demand (subject to the product’s marginal cost and marginal revenue). Above all, job market inspection is pertinent to discover the most competent employees and offer them competitive remuneration. 
The labor market graph exhibits an equilibrium position where the labor quantity and cost are balanced and unaffected, except in serious circumstances. Most importantly, the employers are considered sellers while the workforce is conceived as buyers.
2. Labor Market Components
Components of labor market:

· Manpower participation denotes the number of people available to work in the job market, incorporationg all employees providing their services for a job, irrespective of their profession.
· Candidate population signifies individuals applying for a specific job that matches their ability and knowleges, determining their participation rate. Adsitionally, recruiters observe the job market to identify people fulfilling their eligibility criteria for a certain job.
· Candidate pool – the real bunch of people primarily revealing their interest in the job by resume submission. It can be regarded as the beginning of the selection procedure.
· Appointed individuals – the candidates selected for the position.

IV. Challenges in the UK`s labour market in the last 3 years.
1. Impact of COVID on the labour market
The COVID-19 outbreak has a significant impact on society around the world. The crisis conditions due to COVID-19, the large-scale social restrictions made the industries reduce productivity and affected the lower supply side, all these circumstances led to the cessation of industrial operations and to the closure of  ”non-primary” businesses in some cases. The enforced closure of many businesses due to lockdowns and social-distancing restrictions had huge economic impacts. COVID-19 had a huge impact on labor market, by increasing the unemployment rate, also it makes companies to find and implement measures to continue the working process in new pandemic conditions.
Emergencies are usually regarded as catalysts for change. COVID-19 was not an exception. Many policy changes have been initiated to cope with the challenges that accompanied the crisis. While many welcomed the changes in the labor market, others regard them as emergency induced changes—as something we should not be too positive about. Recalling pre-pandemic life, for decades working in an assigned workspace has been a standard pattern of work in many countries, while conversely, before the pandemic struck, work from home (WFH) was considered as a privilege for certain employees. The ongoing pandemic has become an unexpected catalyst for remote work and forced a reconsideration of work in terms of the designated workplace location and workplace practices on a global scale never seen before. (“New normal” at work in a post-COVID world: work–life balance and labor markets, Lina Vyas)
The crisis has had a major impact. At the peak of the pandemic, only around 50% of workers were at work; two‐thirds of employers made use of the Job Retention Scheme and up to 10 million workers were furloughed. GDP fell by 20% in April 2020, and was 5% lower in 2020 compared with 2019. Across 2020, employment fell by 1%–3% ONS. (Modelling the Differing Impacts of Covid‐19 in the UK Labour Market, Chris Martin, and Magdalyn Okolo)
However, the Covid-19 situation has affected occupations and segments of the labor market differentially. White-collar workers have been affected by the pandemic, experiencing major changes in the working process. Most of the workers started to work from home, that comes along with a lot of changes in working productivity, locality, working hours, and the traditional delimitation between work and home environments. 
Considering the specifics of the crisis in which we found ourselves I think it is necessary to draw out the health workers from the white-collar workers category. If another category of workers, and other industries had the chance to take a break, work remotely and slowly adapt to the new reality, the healthcare sector had to adapt immediately and act bravely to keep the situation under control. If the service industry had to reduce its number of workers, the health care sector was always in demand of workers. 
On the other hand, the work condition for blue-collar workers has mainly remained the same outside of social distancing, sanitation, and related health measures. For blue-collar workers there was no choice to do, remaining at home means being unable to gain money. Both white-collar and blue-collar workers have been impacted, however, their work practices have changed in different ways because of the pandemic.
The UK`s government was acting promptly supporting the labor class. On 17 March, the government announces a raft of measures aimed at protecting workers and businesses affected by measures taken to contain the spread of COVID-19. These included a 12-month business rates holiday firms in the retail, leisure and hospitality industries and a Coronavirus JOB Retention Scheme that would pay 80 per cent of employee wages for furloughed workers up to a maximum of £2500 per month for each employee. (The Impact of COVID-19 on Share Prices in the UK, Rachel Griffith, Peter Levell, and Rebekah Stroud)
2. Impact of the Brexit on the labour market
Brexit is an abbreviation of two English words: 'Britain' and 'exit' and refers to the withdrawal process of the United Kingdom (UK) from the European Union (EU). This withdrawal process of the United Kingdom commenced following the referendum held on 23 June 2016 and the subsequent notification to the European Council on 29 March 2017. Although the UK's withdrawal from the European Union took place on 1 February 2020, the Withdrawal Agreement came into force thenceforth, which regulated the orderly withdrawal of the UK from the EU while maintaining the application of the acquis communaitaire in their relations until 31 December 2020. As from 1 January 2021, relations between the UK and the EU are based on the "Trade and Cooperation Agreement" - an ambitious agreement, but one that amounts to a major change for citizens, companies and public authorities in both the EU and the UK.
Brexit brough with effects on all areas of life including the labor market.  
Immigration’s effects on the labour market was one of the most keenly contested areas of economics and in the wider public debate. Immigration to the United Kingdom (UK) has risen significantly over the past 20 years and was almost certainly a key driver underpinning the decision to leave the European Union (EU) following the result of the UK referendum in June 2016.
Of the 3.6 million or so EU migrants currently resident in the UK, most (around 2.5 million) are employed, some 7 per cent of the total UK employed population. Compared with the UK-born population, EU migrants are much more likely to be employed. Since 66 per cent of all EU migrants are in work compared with 47 per cent of the UK-born, EU migrants are more likely to be current net contributors to fiscal revenues. Some 5 per cent of the unemployed are from the EU and some 6 per cent (around 200,000) of all students over the age of 16 are from the EU. Around 3 per cent of children (some 450,000) are EU migrants. EU migrants form less than 3 per cent of all individuals above state pensionable age. What this means going forward is that if the majority of EU residents are in work and the share of work accounted for by EU migrants is the largest of the shares across other states, then any fall in the numbers of EU immigrants, unless targeted, is likely to affect the world of work more than the education sector (nurseries, schools and colleges) or welfare services (pensions and welfare benefits) directly. 
The distribution of EU workers in employment is far from even. Some 48 per cent of EU inhabitants live in London and the South-East. As figure 1 shows, the EU migrant share of the area population is also much higher in London than elsewhere in the UK (at around 12 per cent compared with the UK average elsewhere of 4.5 per cent). A simple correlation indicates that there are fewer (EU) immigrants in Brexit-voting areas (correlation coefficient = −0.30). It is true, however, that the rate of change in immigration has been greater in Brexit-voting areas, though this association is still rather weak (correlation coefficient = 0.09).
Figure 1 EU Migrant shares of area populations, 2019
[image: ]
After Brexit, most of the existing EU workforce was still be eligible for British citizenship or leave to remain (having the requisite years of residence in the UK). So the workforce is unlikely to disappear overnight. It is at the hiring margin that employers in the high-EU-share industries, particularly the high-turnover sectors, may face difficulties after Brexit without some sort of sectoral quotas, seasonal schemes or adjustment period. The annual hiring rate in the UK is typically between 12 and 17 per cent of the total workforce, depending on the state of the economic cycle. (Off EU Go? Brexit, the UK Labour Market and Immigration, JONATHAN WADSWORTH)
Interestingly, organisations that employ EU nationals were significantly more likely than employers that don’t recruit EU nationals to be investing in training and seeking to recruit from a wider range of under-represented or disadvantaged groups, such as older workers or those from minority ethnic backgrounds. This strongly indicates that organisations which employ EU migrants were typically doing so as part of wider efforts to find the labour they require and to build workforce skills, not because they were failing to invest in UK-born workers or looking to cut costs. (Brexit impact on workforce trends)
V. Conclusion
Now that we are in a post-Brexit phase and hopefully in a post-COVID phase too it is easier to look overall at current labour market situation. 
In conclusion of this report I can say that the COVID comes along with negatives and some positives effects. About negatives effects we can refer the mass closure of businesses and reduction of workforce need. On the other side, the working process has progressed a lot during this period, making remotely working a normality, that way, creating more flexible and relaxed conditions of work.
Brexit had a huge impact on the social and economical life of the United Kingdom, but the withdraw process will continue years and years, so I consider that make general conclusion about the impact of the Brexit on labour market is to early.  Immigration seems to matter much more politically than it does economically. All the empirical work that has been done on UK immigration shows very small labour market effects, either positive or negative, though its influence in cultural matters probably extends much further. Any reduction in EU immigration would make paying the deficit off a little harder – since EU migrants pay more in taxes than they receive in benefits and public services (whereas the UK-born population and non-EU migrants receive more in benefits than they pay in taxes), but these net payments are not very big.
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