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The aim of this report is to present the labour market in the United Kingdom, the challenges given by the Brexit, the difficulties the recruitment is facing on “very uncertain times, politically and economically” as Peter Cheese, CEO of the CIPD said (Cheese et al.,2019) and the solutions for the small medium, high tech company.  
Labour market in the UK 2019
Labour market is an living body that permanently is changing and adapting to the challenges given by political, economical, social, technological, legal and environmental (PESTLE) changes.
The UK labour market involves over time and encounters many changes. 
The Office of National Statistics mentioned, that between March and May 2019, in the South West of UK, the labour market had the highest rate despite of North East was the lowest. London, in March 2019, had the highest workforce in the country, on service sector as presented on Figure 1. ( Regional Labour Market, 2019)
Figure 1: Proportion of workforce by broad industry group, by region, March 2019, UK regions (%)

Source: Office of National Statistics-Workforce Jobs (Regional Labour Market,2019, 5. Workforce jobs)
As could be seen the major portion is given by the services sector, which is very important in the UK and represents “ 79% of total the UK economic output ( Gross Value Add)” (Tyler, 2019)
The Office of National Statistics included the information and communication industry, in the service sector. The company we are doing the study is acting on information and communication industry.
London, has the highest portion on service area and accordingly to the statistics, and there is the highest skills demand in the UK as presented on Figure 2.
Figure 2: UK skills demand by region, 2019 

Source: (Smallbusinessprices.co.uk,2019), reed.co.uk, visabureau.com, ons.gov.uk
The jobs demand on top 3 regions from the UK, on service industry, could be seen the highest IT jobs demand is in London and the lowest is in Scotland, as presented on Table 1.
	 
	Top 3
	Bottom

	 
	London
	South West
	South East
	Scotland

	Software
	48%
	39.37%
	17.41%
	-13.95%

	Graphic Designers
	44.50%
	-2.24%
	-8.74%
	-22.86%


Source: (Smallbusinessprices.co.uk,2019), reed.co.uk, visabureau.com, ons.gov.uk
In time, labour market has been influenced by the legislative improvements, the changes made by the society in attitude, which determine women to be involved more active as presented on Figure 3.
Figure 3: Participation rates of men and women (aged 16 to 64 years), UK, seasonally adjusted, 2014 to 2018

Source: (Long-term trends in UK employment, 2019, 6. Women`s labour market participation)
The survey made by the Office of National Statistics, this year has shown an increase with 50% of the number of the people aged from 50 to 64 years (Employment,2019) as presented on Figure 4
Figure 4: Changes in numbers of people in employment, seasonally adjusted, between March to May 2018 and March to May 2019

Source: Office of National Statistics- Labour Force Survey (Employment,2019, 3.Analysis of employment in the UK)
The UK labour market exists in a very challenging business environment, where change is permanent, new jobs appear and new skills are required. It had been observed, the last years a high demand of high skilled people, that determine a huge increase on vacancies on “hard-to-fill”.
Based on the survey made by CIPD and Adecco 66% of the organisations (Labour market Outlook,2018) have “hard-to-fill” vacancies as presented on Figure 5:
Figure 5: Proportion of organisations with current vacancies who have hard-to-fill vacancies

Source: Summer 2018, all employers who currently have vacancies (Labour Market Outlook,2018, page 18)

At regions level North-West England (49%) encounter difficulties in recruitment and 50% of the IT employers experiencing recruitment issues. (Labour Market Outlook, 2018).
 (Macaulay,2019) the fast evolution of the IT market determines a lot of vacancies to appear on the market and move very fast because the skills are changing and run very quickly out of date.
 In 2018, the no of application/one vacancy had been reduced to 6 , in comparison to 8 in 2017, also the applicants sometime do not have the required skills, and this is another showstopper in the recruitment process (Labour Market Outlook,2018).  
The recruitment area is facing a huge challenge given by the Brexit that determines “increased cautiousness in prospective candidates” and “95% fall in EU nationals”, that makes very difficult to cover the hard-to-fill vacancies, that are increasing exponentially.(Workforce trends Brexit impact,2019).
Brexit uncertainty is putting a lot of pressure on the recruitment sector, in 2018 the vacancies increase with 24%, the hiring and recruiting strategies had been highly impacted by the huge unknown brought by the Brexit. (Recruiting Times, 2019).
Due to Brexit, the UK market became “less attractive” to professionals in the EU”, the uncertainty that surrounding the Brexit is a huge challenge for the organisations, the recruiters and the economy in the end. (Linas, 2019)
Solutions on labour market issues in the United Kingdom
Due to the difficulties faced by the recruiting in covering the hard-to-fill vacancies that require high skills profile, one of two employers increased the salaries, other increased the salaries only to the new employee and key staff members and the increase was 2% in most of the UK, only in Scotland is 3%.(Labour Market Outlook,2018)
The employers had been thinking few solutions that might help in the current uncertain situation, that UK is facing due to Brexit, and these are presented on Figure 6:
Figure 6: Employers responses to recruitment difficulties 

Source: (Labour Market Outlook, 2018, page 13)
The employers decided to increase the salaries as a measure to reduce the difficulties in high skills recruitment and retention. Another measure they decide is to cultivate the “upskilled existing employees to fill hard-to-recruit” (CIPD,2019).
(Brexit workforce planning guide,2019) suggests few options on recruitment in this period of high uncertain brought by the Brexit, see Table 2:
Table 2: Organisations` view towards Brexit
	Build rather than buy
	Redeploy resources

	Improve retention
	Restructure work

	Improve attraction
	Use contingent workers

	Find new labour source
	Outsourcing

	Automate
	Relocate work

	Collaborate with others


Source: (Brexit workforce planning guide, 2019, page 4)
The companies can create the talent pull through an apprenticeship programs, also help the employee to build a career path inside of the organisations. Deploy the existing staff to cover the area where the vacancies are hard to cover, redefine the roles and responsibilities of the staff, reduce the employee turnover as much as possible, offer flexible hours, working part time opportunity, in order to reduce the retention and increase the attraction. Another solution will be to work with agency staff, relocate the business head offices on an area where is beneficial for the business either is another UK location or elsewhere out of the country, could be much easier to recruit out of the EU, collaborate with others over the recruitment difficulties, use the recruitment agencies services. (Brexit workforce planning guide, 2019)
The Government issued in January 2019, the EU Settlement Scheme, in relation to EU workers status after Brexit “only 28% of employers said it has helped in retaining EU nationals over the next two years” ( Workforce trend Brexit impact, 2019, Effect on job security).
The Migration Advisory Committee (MAC) decided to add on the shortage occupation list the IT and web designers’ jobs in order to reduce the shortage of resources that UK is facing in this moment and in the future, due to Brexit impact. (Siddique, 2019).
(Hooper, 2019) The recruitment companies would be proper to develop strategies able to help them to find the best talents on a market in permanent movement and change. 
The recruiters could take in account the “transferable and complementary skills from alternative professions and roles” (Hooper,2019).
As recruitment strategies are recommended the “relationships with universities and colleagues and to adopt a multi-channel of recruitment approach” (Hooper 2019)
(Aperian Global,2016) Solutions comes up when have been seen the increased interest of the workforce over the flexible work. Virtual collaboration tools are helping the company and the employees to collaborate without been necessary to relocate. Recruitment benefits from this because can be recruited high skilled workers, to cover the hard-to-fill vacancies, from all over the world without relocation limits.
(Baig et al.,2016) It have been created special Apps for virtual teams, virtual communication and collaboration for the small and medium size companies that are working mainly in the high-tech industry. These Apps helps in communication, planning, development, project management, development, human resource support, to be created virtual team hub.
On a market in permanent movement, the companies must adapt their strategies as been able to remain in business. The human resource strategies should align to business strategies and in this way the organisation is able to adapt fast, to unknown business environment.
(Pilbeam and Corbridge,2010, page 42) It is considered that “the quality of human resource management is a critical influence on the performance of firms and managing people” and this determine to appear the link between human resource and business evolution. It has been defined in the end “three general categories “best practice” models, “best-fit” models and the “resource-based model” (Pilbeam and Corbridge,2010, page 42). 
(Pilbeam and Corbridge,2010, page 43) The Best Practice model is known as “high performance work systems” and accordingly to Guest (2002) have to integrate “competence, commitment, motivation and effective job design as best organisational outcomes”. The Black Box type, “AMO model presented on Table 3 supported the company that is subject of this report. 
(Pilbeam and Corbridge,2010, page 46) The Best Fit consider the HR practices fluctuate from one organisation to another and depends on business strategy, market requirements and evolution. This model offers flexibility and the human resource management can adapt the strategy in due time to the company strategy that is adapting to the permanent changing market. A part of the Best Fit model is the Structural configuration type described on Table 3. 
 Taken in consideration the recruitment issues the company is facing on the labour market of high skilled jobs and hard-to-fill vacancies, would be appropriate the company to change the human resource management strategy from Best Practice Model, Black Box type to Best Fit Model, Structural Configuration type.
Table 3: Human Resource Management Strategies
	 
	Best Practice Model
	Best Fit Model

	 
	Black box  type "AMO" model
	Structural configuration type

	1
	Here is a functional structure that adapt to a single product
	“diversified product strategies linked to multi-divisional structures and multiple product strategies operating globally”

	2
	Employees can work as a team, willing to perform well and they can apply their skills and abilities
	“the structure is cross-functional, cross-divisional and cross-business”

	3
	Lines managers have an important role in performance achievement
	rewards are based on bonuses related to the project performance 

	4
	Performance measurement is personal and important for employees as well as organisation
	Performance measurement is impersonal and is based on return of investment and productivity


Source: Pilbeam and Corbridge,2010, page 46 and page 48)


Future Labour Market Prospects 2018 -2022
(Assets.publishing.service.gov.uk,2019) In the UK, is expected by 2022, a huge increase on high skills demand due to the increasing trend of high skilled jobs on the market. A solution will be the companies to adapt as much as possible to the changes in technology, demographics and trade.
The World Economic Forum made a study that shows a rapid demand increase, at worldwide level, of skills like programming and different forms of technology competency by 2022 (Till, Zahidi and Ratcheva,2019). 
In order to face the fast change on labour market and skills requirement up to 2022 it is recommended to develop strategies. Skills development strategies are very important and in Figure 7 are presented few of them targeting 2022.
Figure 7: Projected (2022) strategies to address shifting skills needs, by proportion of companies

Source: World Economic Forum 2018-2022  (Till, Zahidi and Ratcheva,2019, page 13)
Another key of survival of the companies in an environment changing rapidly, it is to be able to adapt the internal resources, to the labour market skills requirements and reskilling is an option as presented on Figure 8
Figure 8: Expected average reskilling needs across companies, by share of employees, 2018-2022

Source: World Economic Forum 2018 (Till, Zahidi and Ratcheva,2019, page 13)
On times of high challenge and increase level of unpredictability partnerships are good solution for the company as presented on Figure 9.
Figure 9: Preferred partners in managing the integration of new technologies and workforce transition 2022

Source: World Economic Forum 2018 (Till, Zahidi and Ratcheva,2019, page 14)
(Till, Zahidi and Ratcheva, 2019) The IT jobs like Data Analysts and Scientists, Software and Applications Developers, Big Data Specialists, Robotics engineer, will face an increase demand, at worldwide level, till 2022. The UK IT market will be affected by this increasing trend and is very important to be found the strategies in recruitment as in business in order to help the companies to remain active on the market.

Recommendations
For the company, in order to survive on a very challenging and permanently changing business environment as well as extremely demanding high skilled labour market, it is very important to be flexible and adaptable.
First, the company should adapt the business and human resource management strategies to the market and in this direction the best option would be Best Fit, Structural Configuration type. The reason is because a cross functional structure allow more flexibility, one high skilled employee can be allocated to many projects in the same time so the hard-to-fill vacancy in this case is not an issue. 
The company should give opportunities to women that come back to work and to the people aged 50 to 64 taken in account the importance of transferable skills, they are coming with. This type of employee is loyal and focus to provide good quality of work.
The virtual teams and communication will allow people that want flexible work to enjoy the team and also to the recruitment team is not restricted by the location, immigration rules and they are not affected by the difficulty to cover hard-to-find vacancies that imply high skilled candidates. The virtual project teams allow the recruitment to be done all over the world and the team can work without been affected by the time zone.
People with disability high skilled can work on virtual project teams and be a valuable team member. The different Apps developed for virtual project team are very helpful and supportive for the employees that are working from home.
Could be created a virtual communication hub for each project team, in order to ensure the environment specific to the project requirements. The human resource role is to ensure the staff have everything they need and if the new way of working is affecting them, to be able to  intervene immediately, this is the advantage offered by the structural configuration model also.
Another suggestion is the company to take in consideration the apprenticeship programs, create career paths inside of the company in order to attract people, make partnerships with colleagues and university in order to be developed programs capable to develop the skill, that are shortage on the market and in this way is created also the talent pool.
The human resource department will work with the training team internal and external in order to create the special trainings able to develop the new skills required by the new open positions that are very hard to be filled. It would be appropriate to be developed training for reskilling the staff.
Should be working with the recruitment agencies, in order to find together the solution to fill the hard-to-fill vacancies that block the business evolution. The recruitment companies to be perceived as partners in this very uncertain times and extremely demanding recruitment market.
Taken in account Brexit huge impact over the UK market is very important the company to permanently be up to date over the political, legislative, immigration changes and requirements. Brexit creates a lot of uncertain in the UK and is vital for the company to have the capability to adapt to the unexpected.
The company high tech profile is addressing to a market in a permanent change, where the skills become out-of-date very quick. 
To be taken in consideration relocation to the capital, to London, from the North-West of England where recruitment facing the highest rate.
The technology playing a very important role in the future so the company would be wise to do everything can do to automate where is possible and keep the pace with the technological changes.
The company should have an open collaboration with the agencies in order to be have back up if facing any staff shortage. The agencies usually have high qualified staff, that prefers flexible program, working only days/ nights or flexible hours but their skills are performant. 
The company should increase the payment rate to the whole staff and the bonus scheme to be operational and in place. The rewards should be applying when the team achieve the goals. It should be incentives like paid training, health insurance, transport expenses covered, that are going to help the staff to remain in the company and see a future near the company, this is going to give stability to the company, low turnover.
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Participation rates of men and women (aged 16 to 64 years), UK, seasonally adjusted, 2014 to 2018 (%)

Male participation	
2014	2015	2016	2017	2018	83.3	83.3	83.6	83.4	83.7	Female participation	
2014	2015	2016	2017	2018	72.400000000000006	72.7	73.2	73.8	74.2	



Changes in numbers of people in employment, seasonally adjusted, between March to May 2018 and March to May 2019 (Thousands people)

Changes over year	-14	
Aged 18 to 24	Aged 25 to 34	Aged 35 to 49	Aged 50 to 64	Aged 65 and over	-42	111	-19	198	120	Age group

Changes over year



Proportion of organisations with current vacancies who have hard-to-fill vacancies 


Hard to fill	No	Don`t know	0.66	0.3	0.04	

Employers responses to recrutiment difficulties (%)


Upskill more existing staff	Hire more apprentices	Hire more UK graduates	Hire more EU nationals that are already based in the UK	Make greater efforts to retain older workers	Raise wages	Hire more non-EU nationals that are already based in the UK	Make greater effort to hire older workers	Hire more EU nationals that are based in their home countries	Hire more non-EU nationals that are based in their home countries	Hire more school leavers	Hire more ex-welfare claimants	0.47	0.26	0.26	0.23	0.2	0.16	0.15	0.12	0.12	0.09	0.06	0.04	

Projected (2022) strategies to address shifting skills needs, by proportion of companies (%)

Likely	Hire new permanent staff with skills relevant to new technologies	Retrain existign employees	Expect existing employees to pick up skills on the job	Hire new temporary staff with skills relevant to new technologies	Hire freelancers with skills relevant to new technologies	Strategic redundancies of staff who lack of skills to use new technologies	84	72	65	61	54	46	Equally likely	Hire new permanent staff with skills relevant to new technologies	Retrain existign employees	Expect existing employees to pick up skills on the job	Hire new temporary staff with skills relevant to new technologies	Hire freelancers with skills relevant to new technologies	Strategic redundancies of staff who lack of skills to use new technologies	12	23	22	21	29	31	



Expected average reskilling needs across companies, by share of employees, 2018-2022 (%)







 less than 1 month	 1-3 months 	 3-6 months	 6-12 months	 over 1 year	No reskilling needs	35	12	10	9	10	46	
Preferred partners in managing the integration of new technologies and workforce transition 2022 


Specialized department in my firm	Professional services firms	Industry associations	Academic experts	International educational insitutions	Local eductional institutions	Governement programs	Labour unions	0.85	0.75	0.66	0.63	0.52	0.5	0.47	0.23	

Proportion of workforce jobs by broad industry group, by region, March 2019, UK (%)

Services 	
North East	North West	Yorkshire and The Humber	East Midlands	West Midlands	East	London	South East	South West	Wales	Scotland	Northern Ireland	80.599999999999994	82.4	80.8	78.3	79.400000000000006	83.1	91.1	84.6	82.2	79.2	82.7	78.400000000000006	Production	
North East	North West	Yorkshire and The Humber	East Midlands	West Midlands	East	London	South East	South West	Wales	Scotland	Northern Ireland	12	10.3	11.8	14.4	12.4	8.4	2.9	7	9.1	12	9.1999999999999993	12	Other	
North East	North West	Yorkshire and The Humber	East Midlands	West Midlands	East	London	South East	South West	Wales	Scotland	Northern Ireland	7.4	7.4	7.4	7.3	8.1	8.5	6.1	8.5	8.8000000000000007	8.8000000000000007	8.1	9.6	



UK Skills Demand by Region  2019


London	North West	Wales	West Midlands	South East	South West	Yorkshire and the Humber	North East	East Midlands	East	Scotland	0.30599999999999999	0.25690000000000002	0.11700000000000001	0.1076	3.7699999999999997E-2	2.3199999999999998E-2	-1.15E-2	-2.07E-2	-2.3300000000000001E-2	-7.1400000000000005E-2	-7.1400000000000005E-2	UK Region


Job demand percentage
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