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Executive summary
[bookmark: _GoBack]This report is based on the change in the labour market in the UK over the years. It also dwells into the workings and the changes in the Human Resource Strategies in a post-Covid era, along with the impact faced by the country’s workplace after the Brexit situation, and how they are dealing with the situation. The report is based on the market’s past performances, its present circumstance, and its future objectives.
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[bookmark: _luhxijdkast1][bookmark: _Toc123293458]1. Introduction 
Sir James Steuwart was the first person who coined the term “Labour market” while discussing the concept of Labour economics in his book, An Inquiry into the Nature and Causes of the Wealth of Nations. Ever since its introduction, research has been going on for the development of labour in the market, and their well-being. Human resources are the study of utilising labour to its fullest potential, taking into consideration their mental as well as physical health, their economic fulfilment, and workplace satisfaction. This report is a research on the current state of the labour market in the UK, while also discussing the changes that happened post-pandemic, and post-Brexit, the social as well as economical differences that arise and how to resolve the issues.
[bookmark: _bbaf0iwbux6h][bookmark: _Toc123293459]2. The current state of the labour market in the UK
The labour market in the United Kingdom refers to the supply and demand for labour in the country, including the various industries and occupations that make up the workforce. The labour market plays a significant role in the economy of the UK, as it determines the availability and compensation of labour, as well as the level of unemployment in the country. In the UK the labour market is characterised by a high degree of flexibility with relatively low barriers to entry and exit for workers and businesses. It means that workers can move easily between different industries and occupations and businesses can hire and lay off workers as needed. The UK has a diverse labour market with a range of industries including manufacturing, financial services, healthcare and retail. The service sector is the largest employer in the UK, accounting for around 80% of all jobs. The UK labour market is also influenced by various factors including economic conditions, technological change and government policies. The country's membership in the European Union had an impact on the labour market as it has allowed for the free movement of workers within the EU. Overall the labour market in the UK plays a key role in the country's economic performance and the well-being of its citizens. Some changes have occurred in the UK labour market in recent years (Blundell et al., 2018).
Increased employment:  The UK has experienced relatively high levels of employment in post covid scenarios, but it is difficult to predict with certainty what the employment situation will be in the UK post- covid as it will depend on a variety of factors such as the success of vaccination efforts, the evolution of the virus and government policies. However, the employment situation in the UK will likely improve as the country recovers from the economic impacts of the covid 19 pandemic (Watermeyer et al., 2021). In the short term, the UK government has implemented several measures to support businesses and workers, including furlough schemes and grants to help companies retain employees and avoid layoffs. In the longer term, it is possible that the UK economy will recover and that employment levels will return to pre-pandemic levels or even improve. This will depend on a range of factors such as consumer confidence, demand for goods and services and the ability of businesses to adapt to the changing economic environment (Brell et al., 2020). The given figures clearly show the employment rate of the UK in different sectors from 2012 to 2019.
[image: ]
Figure 1: Employment rate in industries of the UK 
(Source: Statista, 2021 )
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Figure 2:  Employment rate in service sectors of the UK 
(Source: Statista, 2021)

[image: ] 
Figure 3: Employment rate in the agricultural field of the UK 
(Source: Statista, 2021)
Increased part-time work:  There has been a trend towards an increase in part-time and temporary work in the UK labour market. This is due in part to the rise of the gig economy, as well as changes in work and the demands of employers (Arthur, 2021).
Increased self-employment: The number of self-employed workers in the UK has increased in recent years, driven in part by the rise of the gig economy and the increasing availability of flexible work arrangements.
Increased wage inequality: There has been a trend towards increasing wage inequality in the UK, with higher-paid workers experiencing faster wage growth than lower-paid workers. This has been attributed to a variety of factors, including changes in the economy, technological change and globalisation (Palomino et al., 2020).
Increased Automation: There has been a trend towards increased automation in the UK labour market, as employers seek to reduce costs and increase efficiency. This has led to the displacement of some jobs, but also the creation of new ones in areas such as technology and data analysis (Su et al., 2022).
Changes in the composition of employment: The UK labour market has changed the types of jobs that are most in demand. For example, there has been growth in industries such as healthcare, education and technology, while some traditional manufacturing and service sector jobs have declined (Kassi et al., 2018). The labourers from these sectors are facing problems of stability and insecurity.
Falling unemployment: The unemployment rate in the UK has increased significantly as a result of the pandemic. The covid 19 pandemic has had a severe impact on the global economy and the UK has been no exception (Bell et al., 2020). Many businesses have had to close or significantly reduce their operations due to lockdown measures and other restrictions leading to significant job losses. According to Statista, the unemployment rate in the UK raised from 3.74% in 2019 to 4.47% in 2021 which is shown in figure 4. It is worth noting that the unemployment rate has since decreased, but this is largely due to the government's furlough scheme, which has helped to protect jobs during the pandemic (Fana et al., 2020).


[image: ]Figure 4: UK unemployment rate from 1999 to 2021
(Source: Statista, 2022)
Employment rights: The UK has a range of employment rights and protections, including the right to fair pay, safe working conditions and protection against discrimination and harassment. Employment rights in the United Kingdom are a set of legal protections that ensure that workers are treated fairly and receive certain benefits in the workplace. Workers in the UK are entitled to receive a minimum wage which is set by the government and is reviewed annually. As of 2021, the national minimum wage for workers aged 25 and over is  8.91 dollars per hour. Workers in the UK are entitled to at least 28 days of paid annual leave per year which includes bank holidays. Workers in the UK are entitled to take breaks during their working day. For example, workers are entitled to a 20-minute rest break if they work for more than six hours (Graham et al., 2019). Figure 5 represents the labour force of UK industries by age. It shows that most people between 25 to 54 years work in the UK.
[image: ]
Figure 5: Labour force of the UK by age from 2012 to 2019.
(Source: Statista, 2021)
Unionisation: The UK has a long history of trade unionism, and many workers are members of unions which represent their interests and negotiate with employers on the behalf of the union. Unions negotiate with employers on behalf of the members, advocate for better working conditions and pay and provide support to workers who are facing problems at work (Undy et al., 2022).
Technology and automation: The adoption of new technologies and automation has had an impact on the UK labour market, with some jobs being replaced by machines and others being created as a result of technological advances. One of the major impacts of technology and automation on the UK labour market has been the increasing use of automation and technology in manufacturing and other industries (Nedelkoska and Qintini, 2018) Technology and automation have also led to the growth of the gig economy, in which individuals work on a project by project basis rather than in traditional full-time employment.
[bookmark: _twzq9etb3iqg][bookmark: _Toc123293460]3. The emerging changes in Human Resourcing Strategies in the post-Covid.
The covid-19 pandemic incurred a job loss of over 114 million employees worldwide (Pisu et al., 2021.) This meant that it had single-handedly created huge unemployment throughout the workforce. Sectors such as tourism and retailing faced the highest shock, with companies such as Marks and Spencer being forced to shut down over 100 store units in 2021. Tesco, the biggest retail brand in the country, shut down 43 stores. Global tourism lost around $175 billion in revenue due to the global shutdown all over the world which led to a job loss of 3.8 crore people (Al-Fadly, 2020). Due to this, the whole labour market and human resources strategies have changed post-covid.
Starting from scratch: In a pre-pandemic world, the terms were different from the world after Covid-19. For instance, the habit of online shopping increased substantially in the post-pandemic world, and that trend is expected to turn into a consumer habit. Between 2020 and February 2022, online shopping went from 19.7% to 26.6% of the total retail sales in the UK. This increase in market change shows that there has been a change in habit, and data shows that this is only going to increase in the future (Findlay et al., 2021). Thus, businesses should now focus more on their distribution sectors, giving heed to policies of online delivery, and starting new ventures altogether.
[image: ]
Figure 6: Graphical representation of the change in the rate of WFH between 1981 to 2020.
(Source: TheHomeOfficeLife, 2022) 
Digitalisation: Another essential tool that can help revive the workforce is the use of digitalisation. Human Resources managers should now be coming up with strategies that focus more and more on digitalisation needs. The HR managers are thus calculating the estimates of the difference in expenditure between offline working and WFH (work from home), and are focused on the difference in productivity thus induced. As also is evident from above figure 6; according to research in the UK, after the pandemic hit more than 46% of the employed community worked from home. The most interesting fact is that 50% of the biggest companies have also said that they have no intention of getting their total workforce back to offline offices (Amankwah-Amoah et al., 2021). In this situation, the Human Resource strategy is now employing newer ways to manage employee satisfaction, which may reduce due to working from home. The inability to have face-to-face interaction and poor routine can lead to lower levels of self-esteem, which may lead to frustration in the workforce. Therefore, HR departments are now planning strategies such as company picnics and meetups. This can help people socialise as well as arrange for sessions where they can open up without the fear of being judged. However, the most effective mode in which employees are showing the most faith is the use of a hybrid mode of working, where they can have both offline and online working days in a week. In the UK, 59% of the total workforce has shown interest in a hybrid work schedule (He and Harris, 2020).
[bookmark: _30yxxd4uakz0][bookmark: _Toc123293461]4. The emerging changes in Human Resourcing Strategies in the post-Brexit situation
Brexit has been another issue for the UK that has been posing a threat to its labour market. The decision of leaving the EU has been detrimental not only to the workforce and the businesses but also to individuals who are associated with the workforce. Departments such as tourism and retail have got a huge hit since they most importantly rely on people and their expenditures for their business to happen (Moradlou et al., 2022). The policy change now makes it mandatory for non-UK members to show their credibility to stay in the country. By 30th June 2020, around 6,015,400 were submitted to companies all over the country for their request to stay.  In such a situation, the Human Resources strategies needed big changes to work (Ridgway, 2019).
Dealing with the present: Doing business has gone through big changes ever since the UK's decision to leave the EU has been executed. The economic volatility in the market created by Brexit has led to issues such as the handling of bonuses, pensions and incentives. It has also been difficult to do business with the same expenditure as was possible before Brexit, because of the changed business policies. The Human resource strategy should thus base all its analysis on the present, keeping track of the change in calculation and the businesses overall (Oseghale et al., 2022)
Impact on overseas recruitment: After Brexit, there has been a big difference in the amount of paperwork that needs to be approved for the recruitment of a non-UK employee. The biggest responsibility and strategy for the HR department now should be to arrange for proper paperwork that can allow their foreign employees to live and work in the country without hindrance and hassle. Their employees should be "officially recognised" by their companies as eligible to work for the organisation (Zhong et al., 2021).
Salary differences for overseas employees: Due to the Brexit decision, there has been a change in the economic evaluation as was there when the country was a part of the European Union. Now, any employee who works for a business in the country from overseas needs their salaries calculated at par with the cost of living in that particular country. The HR department now has to calculate the local-market data of that area and adjust their salaries accordingly. This has been a part of the new strategy of this sector (Bratton et al., 2021). In such a situation, the Human Resources strategies needed big changes to work. 
Being empathic towards the workforce: Brexit has not only imposed major changes on businesses, but it has also forced a big pressure on the employees in the workforce. A big portion of the workforce has reported increased levels of frustration and anxiety due to the whole situation, a lot of which depends on the lack of understanding of the situation, which is changing so rapidly and is in the process of change still now. The HR department needs to be empathetic with its employees, enabling them with relevant information about the actual policies, being transparent and showing accountability (Sindakis and Aggarwal, 2022). All these can make the employee feel safer in their workplace, and they can feel less stressed, which will help the people with their productivity.
[bookmark: _r1u98mapd01i][bookmark: _Toc123293462]5. Conclusion 
In conclusion, judging by the several references cited in this report, inference can be drawn that the post-covid UK is on its way to steering upward at a nice pace. While it is true that employment has been going down in the past two years, the staff shortage has been a nuisance in the country, with vacancies rising to 1.3 million between March and May 2022. The labour shortage is proof that the market needs employees again, which is a great thing. Again, self-employment programs and the increase in desire towards freelancing, are signs of the changing workplace mindsets. Last but not the least, while automation is a threat to manual labour in the country, it is also an opportunity for people to venture into new sectors that are rapidly recruiting for positions in need of technical skills such as AI and software. This is also a significant sign for the education system to change its syllabi according to market needs, which is shifting towards an age of total digitalisation.
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