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Introduction:
Labour market is a system that exchange work for capital and it is primarily divided into two types: external labour market and internal. Internal is related to specific characteristics within the organisation such as HR policies, priorities of the organisation... in the other hand external labour market consist of labour outside the organisation (Saha and Rowley, 2015). 
The CIPD has revealed that the employment in the UK has been affected by the tightness of the labour market and skills shortage, especially after the decision of exiting the European Union. The number of EU migrants is falling and that creates so much pressure on existing stuffing. A latest outlook from the CIPD showed that more than 44% of the UK organisations find difficulties to fill vacancies over the past 12 months (Brown.L, 2018).        
Selecting and recruiting competent employees is becoming hard for HRMs in the UK because of the current labour market conditions and issues. The entire pressure falls on HR to attract the right candidates and most talented employees. According to the CIPD researches, 70% of the employers reported that some vacancies are getting hard to fill from season to season and the reason behind it is the reversal in migrant trends (Non EU citizen). The CIPD data showed that the number of the immigrant workers in the UK is decreasing by 40.000 in 2018 (Gerwyn, 2018).

Labour market issues:

1. Employment regulations
According to the CIPD survey, 41% of the employers think employment regulations such as: National Minimum wage, Data protection, parental right, age discrimination and other employment regulations can be a force for good business in another hand; some employers remain negative about implementing all employment regulations due to the lack of budget, stuff, time also so many legislations and the lack of awareness about the changes of legislations (Cipd.co.uk, 2019). Implementing employment regulation is a way of setting the work place correctly but in another hand the regulation has to be convenient as well to each side, the employees and the employers because some regulations and roles can be fair for the employees but not for the employers and vice-versa.       

2. Employment protection
The indicator of employment protection legislation used by the OECD (Organisations employment co-ordinate employment) which has three measures to focus on:  protecting permanent workers, regulation of temporary contracts and generating specific requirements for the collective dismissals has shown on the table 1 above that the UK has scored low OECD on the protection of individuals compared to OECD average (Cipd.co.uk, 2015). It indicates that it is easy for the UK companies to hire local workers and to worry less about them compared to the EU or International employees.
	Individual protection 
	Collective dismissal
	Temporary work 

	UK
	1.1
	UK
	2.9
	UK
	0.5

	OECD average
	2.0
	OECD average
	2.9
	OECD average
	2.1


Table 1: OECD index measures the individual protection, collective dismissal and temporary work. 

3. Equality legislation 
Gender inequality in work place has always been an issue in the UK. In 1970s, the UK has adopted a new policy called gender equality however, this policy was not applicable everywhere. Women still living the labour market or working part time after childbirth and take more responsibilities then men.  In 2014, the UK government has introduced another policy named Shared Parental Leave (SPL) in order to remove the inequality between men and women in work place. This policy was aimed to share parenting responsibilities by giving the father similar right of post –birth leave as mothers .In contrast, the SPL policy has not produced any desirable changes because most men have changed their mind after trying the policy. They think they will lose their work skills after being far from work for a period of time (Yerkes, Javornik and Kurowska, 2019). 
According to the ESC, the Education level has a big impact on the labour market state and achieving employment targets. People with higher education are most likely to be considered for employment and their rate compared to people with decent education level is higher. People with lower level of education or are more likely to be ignored and that could impact the value of employment. Moreover, ESC reported that the unemployment of the youth started to increase from 2010 by 30% and it is hitting more males then females but even female employment began to decrease (Eesc.europa.eu, 2011). 

4. Age and employment 
Age discrimination has always been against the UK employment law and has been banned in 2006. However until nowadays, some employers still act unequally. According to some case studies, some employers still think that a 62 year old person is too old to be able to accomplish the job given others say that law does not cover age. According to a governmental research, the number of people aged 50 is increasing each year and by the end of 2030 half of the adult UK population will be over 50. In 2014, statistics showed that 1.4 million people aged of 50- 69 left the labour market because they did not have the opportunity to work after reaching that age. Moreover, 26% of them were even jobless despite their desire of working. Women in particular, face difficulties in accessing jobs at the age of 50-60 even after doing all the hard work including caring babes and taking care of them, they are more likely to be hired for part time jobs. One of the issues that older women face as well is the gender pay gap. It means not even they get paid generally less than a young or mid aged person but also less old men. In 2016, and according to the CIPD report, 50% of women aged of 55-65 years old were employed just in particular sectors such as: education and health in contrast, men were spread equally across sectors such as: banking, manufacturing (Cipd.co.uk, 2019)
Multiple surveys showed that not selecting older people may be an unconscious act from employers for example ‘’when a manager makes a decision based on a negative stereotype, that has a strong reflection on the other employees attitude in public’’. Moreover, some surveys reported that some retired people were not able to access the job clubs or job centres just because they are old and on top of that they were brusquely thrown out.  According to the head of Public Policy ‘’Ben Willmott’, the researches that has been made on managers revealed that managers reject old applicants because they think old applicants will not work as hard as young employees, old people will not have the ability to learn new skills like the young people and they will not stay for a long period of time. In addition, some articles says that young employees cost less, more productive and work longer (Publications.parliament.uk, 2018).

5. Brexit
According to the CIPD data, after the UK’s decision of exiting the European Union, the number of EU employees has strongly decreased in all sectors. This situation would tighten the labour market even more then it is now. The CIPD believe that the risks will be the loss of skilled labour also the migration restrictions will affect certain organisations due to the luck of financial resources in order to recruit international employees rather than EU employees. Moreover, the productivity is a concern after Brexit which will be affected by the reduction of EU workers. That means some companies will have to leave some vacancies unfilled or raise the wage to attract more applicants (Cipd.co.uk, 2019). 
A latest research revealed that while implying the post Brexit system, if the non-UK citizens are not provided with support and the system is unfair and supportive, they will be discouraged. With the tightness of the labour market, failure of supporting non-UK citizen will heighten recruitment difficulties and leads to negative consequences such as loosing the business or high workloads.    

How the HR will contribute to solve the issues:

Employment security is one of the fundamental HR practices because it is impossible to expect hard work, productivity and commitment from employees without providing security employment; however there is no 100% guarantee, it has to be limited. Employment security doesn’t mean that the workers are prevented from dismissal or able to stay working for life but it is a way to show gratitude and support towards the employees.  For example, certain companies such as Welsh Water says that it is impossible to guarantee employment security but permanent employees whom want to work for the company for longer can continue working in one condition, the employees should share responsibilities in order to have more productivity in work and new ideas. The HR job is to select skilled and competent stuff regardless of the age and the gender because at the end, the goal of any company is to be successful regardless of who is working, what gender is or what colour. 
Attracting sufficient applicants is an important practice that shows the capability of an HR but sometimes it is difficult to attract a certain amount due to the skill shortage especially in the health and education sectors because this two sectors are sensitive and the recruitment needs to be base on a high standards. However, to attract high quality committed stuff, the HRM needs to make sure that the stuff selected should be not just the best in term of professionalism and knowledge but also being able to engage with the team and have a good interpersonal relation with the rest of the stuff. 
 How to attract high skilled employees? First it has to start with the reduction of status differences which means treating all the staff members the same regarding of the position they hold. This practise encourages all the employees to offer new ideas and not thinking of their position among the company. The reason behind using this practice is to break barriers between the stuff and create a harmonisation/teamwork. Additionally, flexibility at work and internal promotion is sufficient to make any employee accept the job offer (Cipd.ac.uk, 2005).
In addition, equal rights should be applied in each recruitment and selection procedure because the only way to define an excellent skilled employee is buy the performance and competence and not buy the gender. By applying this practice in addition to it, rewarding workers based on their effectiveness at work and what they can bring to the work place can be a high signal that attracts stuff regardless of their gender. 
 Furthermore, HR should take in consideration that old workers can be more effective then young in certain ways and brings a plus to the company because they have experience and wise ideas that leads to make safer decisions and by combining experience coming from old stuff to fast skilled learners (young stuff), the company will benefit and grow. 

Recommendations:

The key features that will help any HR to spot and select potential employees and change the recruitment way from competency base to more flexible and accessible framework are simple and start by:

a) The behaviour which is the most important feature because it shows if the employee is able to learn new tasks, work well in a team, creative, capable in unusual circumstances.
b)  Strength and that means high potential individuals knows what excites them at work but it is also related to what the company offers them in exchange. Because if the strength of workers is identified, the company’s productivity will be positively affected.
c)  Expertise which most of the HR look for in a high potential employee however this feature should be combined with the previous once because some competent employees are not experts but they could be more productive and engaged on a long term and that will help the company and the business to grow. 
d)   Aspiration that means looking for workers with a long term goals and ideas because that shows their creativity and how they will benefit the company. Thinking out of the box is the key of being successful.
e) Without forgetting the main feature that all HRs should focus on is commitment, because if the worker has a clear career path, it will show on the performance (GOV.UK, 2019). 

Conclusion:
HR policies and practices can really affect the performance of any company that is why it is important to know which practice is the best to use and how to apply it. Attracting high skilled employees has never been easy due to their demands however; a good HRM can make it happen by following new strategies and planes to attract them such as: work flexibility, internal promotions, paid training, paid holidays, having more days off then 28 days....  
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