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[bookmark: _Toc101803011]Introduction 
Labour market is a concept which denotes the total number of employment within the economy. Based on the economic activities within a region, the size of labour market is basically determined. But the COVID 19 pandemic has hit the worldwide labour market as the employment scope has been reduced during this period. The report intends to analyse the impact of COVID 19 on labour market. Moreover, the impact of BREXIT on the labour of United Kingdom will also be discussed to this report. The employee management will be analysed on the context of Zara. Hence, Zara is a renowned fashion retain company which was established in 1975. The company operates about 2270 retail stores in different corners of the world and it has about 75000 employees associated with different retail stores. Different unique measures to increase the attraction of new entrants to the labour market will be examined within the report. Furthermore, the incentive plan retain the existing employees of Zara will also be discussed in proper manner. 


[bookmark: _Toc101803012]Definition and explanation of Labour market 
Labour market is the place where the employees and employers interact each other. The employers compete to hire the best employees to the company and the employees seek to get the most satisfying job in the labour market. For instance, the labour market can be defied as the place of association of total number of employers and employees. (Hoeven, 2020). In the point view of economics, the labour market is defined as the demand and supply of labour to the economy. Hence, the labour demand denotes to the overall demand of the employees and the supply of labour denotes to the availability of labour in the market. The labour market is considered as very significant component of economy and it is highly associated with capital, services and products. 
Based on the demand and supply of labour the wage rate to the employees are determined in different countries. The skill level of the employees within the market is also a major issue that determine the wage of them. For example, the wage demand of comparatively lower to the employees in the labour market of South Asia and Africa than that of European Countries. For this reason, the skills, knowledge and values of the labour are important factors behind their wages (Carranza et al., 2020). On the basis of economic activities, the employment flow is affected and it has direct effect on income level and consuming pattern. Recently, the COVID 19 pandemic and BREXIT have affected on the labour market of UK in large extent. At the first quarter of 2020, the jobless rate was 3.9% to the economy of United Kingdom. 


[bookmark: _Toc101803013]Analysis of how COVID impacted on labour market 
Impact of COVID on employment: 
At the beginning of COVID 19 pandemic, the employment rate was reduced from 76.3% to 75.5% in the labour market. From the first quarter of 2020 to the beginning of 2022, the employment reduction by COVID has been analysed in this context. Particularly, most of the young age people (18-24) their jobs during the pandemic. The actual scenario of employment in the pandemic are discussed as follows: 
[image: ]
Source: (ONS-Employment level, 2022)
The employment level has been varied as per the age of the people. About 8% employment was fallen in the pandemic for the old aged people. In this case, about 3% employment was fallen for the young aged people. The employment level for the aged (25-64) was fallen by 1%. From the bar chart, it has been found the employment opportunity was shortening most for the old aged people. By the start of pandemic, the unemployment was increased for all kind of age group (Carranza et al., 2020). By this way, the contribution to the worldwide economy was reduced in the alarming rate and the production of goods and services was slow down at the COVID 19 pandemic. 


Scenario of redundancies in pandemic level: 
The redundancy in the workplace occurs when the employees decrease their workforce and the significant number of jobs no longer needed to the market. The rate of redundancy was increased in the high extent to the labour market by the outbreak of COVID 19. Many kind of employers cut off the number of workforce to reduce the overall labour costs. The actual scenario of redundancies in the pandemic level are explained below: 
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Source: (ONS-Redundancies, 2022)
At the pre-pandemic level, the rate of redundancy was limited to the labour market as there were a lot of job opportunities for the people. From the above line graph, it has been found that the rate of redundancies was highest in 2020 due to COVID 19 pandemic. Another higher redundancy in job has been found at economic depression 2008. But the job redundancies are higher at COVID pandemic level than that of economic depression 2008. About 402000 job redundancies have been recorded in the beginning of 2020 which is the highest since 1995 (Carranza et al., 2020). Particularly, the highest job redundancies were in retail, wholesale and motor vehicles sector of the world. As different kinds of employers cut off the significant number of employees, the job redundancies were highest in the pandemic level. 


Scenario of job vacancy during COVID 19 pandemic: 
The analysis of job vacancies in the labour market has been conducted in this phase of the report. For instance, the comparison of the job vacancies between pandemic level and pre-pandemic level are conducted so that the actual scenario about the job vacancy during COVID 19 pandemic can be assessed. As the economic activities were slow down at the beginning of pandemic, many people lost their jobs. The interpretation of statistical data about the job vacancy in pandemic are explained below: 
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Source: (ILO, 2022)
By hitting the COVID 19 pandemic, the job vacancies in the labour market has been reduced in the alarming rate. Only 329000 job vacancies have been recording during pandemic which denotes to the reduction of total economic activities. From 2011 to 2022, the job vacancies were lowest in the pandemic level. It is a significant fact that the economy of United Kingdom is recovering soon and the upward slope of job vacancy has been noticed as per the line chart. At the beginning of 2021, the job vacancy was being increased day by day and it has been increased in significant extent at 2022. At this level, the job vacancy has been increased in compared to pre-pandemic level (Lee et al., 2020). As the overall economic activities have been enhanced now-a-days, the number of job vacancy is also increasing which denotes the economic progress. 

Percentage of people left the job since the start of COVID 19 pandemic: 
The out breaking of COVID 19 pandemic has bound to many people for job exit. The people with different kinds of age group have lost their job position in the pandemic level and the reason of losing job are also different in types. The reason of leaving job of the people has been analysed in this context. For this reason, the ultimate cause of leaving job of the people has been examined and the impact on COVID 19 on this rate has been discussed. The analysis of percentage of people to leave job at the COVID pandemic level are discussed as follows: 
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Source: Source: (ONS-Employment level, 2022)
About 4% people opined that their job was closed forcefully by the hit of COVID 19 pandemic and they became jobless. On the other hand, about 5% people lost job by their employees. Hence, about 9% people didn’t feel valued to their job and this is the reason for their job exit. Moreover, about 15% people lost job for the direct impact of COVID 19 and about 13% people lost job for their illness and disability. For instance, the impact of COVID 19 for leaving job is severe in this context (Carranza et al., 2020). The government of United Kingdom declared lockdown in the pandemic situation and it reduced the participation of people to different jobs. For this reason, many people lost their jobs at the pandemic level. 
[bookmark: _Toc101803014]How BREXIT affected the labour market in the UK 
BREXIT is the nickname of British exit from European Union. This activity was started from 2016 and the exit of Britain from European United was implemented in 2020. The residents of UK decided that the free trade benefit was not enough for them to offset the cost of free movement of the immigration (Felbermayr et al., 2017). For this reason, the BREXIT was implemented. There has high extent of impact of BREXIT to the labour market of United Kingdom. Some real examples of BREXIT to the UK labour market are examined as follows: 
Reduction of employment opportunity beyond border: 
The younger workers of the United Kingdom will be suffered in most extent by the impact of BREXIT. Their job opportunity to different European countries will be reduced by this way. Germany is projected that about 3 million skilled worker shortage will be faced by 2030. Those kinds of jobs won’t be available for the employees of United Kingdom (Ferrer and Rinaldi, 2018). Moreover, these job opportunities won’t be created within UK overnight. For this reason, their employment opportunity beyond the border of the United Kingdom will be contacted by the impact of BREXIT. 
Labour shortage within United Kingdom: 
About 200,000 European citizens have left United Kingdom after the implementation of BREXIT and deepest economic slump. For this reason, a significant number of employees have already left from the labour market of the United Kingdom. Thus, the labour shortage has been seen to the labour market. Particularly, the hospitality sector of the United Kingdom has been faced the labour shortage as about 79,000 employees left UK for BREXIT issue (Ferrer and Rinaldi, 2018). As the free immigration has been stopped by the BREXIT, the availability of the labour has also been complicated. Thus, the business organisations need to pay extra payment to the employees for different types of economic activities. 
Increased trade agreements: 
To increase more job opportunities for the people in the labour market of United Kingdom, the government needs to negotiate the trade agreements with other countries. Though, the government of UK has already 45 trade agreements with 70 countries, it needs to be increased in the high extent in the coming years. By increasing the trade agreement, the overall economic activities within the United Kingdom will be increased in the significant manner (Cameron, 2017). Thus, the economic growth and the job opportunities for the people will be enhanced. 
[bookmark: _Toc101803015]Innovative measures to increase attraction and retain new entrants to Zara 
The new extranets to the labour market denotes to the fresher who want the employment opportunity to the market. As an HR manager of Zara, the strategies to attract and retain the new entrants from the labour market are discussed as follows: 
Undertaking recruitment automation: By utilising technology, the recruitment of the new entrants to the labour market can be conducted. Hence, the artificial intelligence, predictive analysis and different technological tools can be applied effectively to get the effective employee (Torrington, 2020). The job advertising, interview scheduling, pre-screening, applicant tracking can be conducted by using technological tools. By this way, the recruitment activities will be implemented within the short period of time. 
Improved employer branding: The improved employer branding can be conducted by the management of Zara towards the new entrants of labour market. Hence, the improved employer branding can create the organisational positioning among the new entrants in labour market (Stack, 2013). Thus, Zara can get the desired level of employees as the organisational brand is desired as well towards the employees. Thus kind of innovative measure can also consolidate the competitive edge of Zara to get the effective employee. 
Flexibility to new entrants: After recruiting the new entrants from the labour market, the management of Zara can allow flexibility to them. The flexibility from the organisation can empower the new employees of Zara. The commitment level of employees may also be enhanced by the proper flexibility from the management (Torrington, 2020).  In this context, the flexibility to the fresher employees can be effective to retain them to the organisation. 
Statutory benefits: Different kinds of statutory benefits such as social security, Medicare, disability benefits and so on can be provided to the employees of Zara. These kinds of statutory benefits are highly effectively to increase the attraction of new entrants in labour market and their commitment in workforce (Stack, 2013). If these statutory benefits can be provided in every year, the employees will be attracted and retain in the workforce of Zara. 
[bookmark: _Toc101803016]Measures that can be taken to incentivise the retention of employees within Zara 
The already existed workforce are considered as the lifeline for Zara as they directly participate to sell and customer dealing in the retail sector. From the context of the HR manager of Zara, the follow strategic approach can be applied to retain the employees: 
Employee recognition: Zara can recognise its employees as per the performance in workplace. Hence, the management of Zara can undertake the reward plan for the best performer in the workplace. Moreover, the management decision making power can be decentralised to the best employees as a recognition to them (Armstrong, 2014). The recognition to the employees can enhance their satisfaction and they can perform more to the workplace. 
Individual incentives: The individual incentive to the employees can also be undertaken by the management of Zara. The company can provide commission, bonus, merit pay, standard hour plans and so to incentivise the individual in the workplace (Armstrong, 2014). This incentive plan based on individual to the workplace of Zara can empower them and grab their satisfaction. Thus, the employee retention of Zara can be implemented in the systematic way. 
Worker’s compensation: The compensation to the workers in case of their illness and injury can be provided by Zara as an incentive. The medical allowances can also be provided to them as compensation to fulfil the organisational responsibility towards employees (Lussier & Hendon, 2019). The worker’s compensation on the existing employees of Zara can satisfy them in the high extent and their retention to the workplace of Zara can be managed in proper manner. 
Employee insurance coverage: Various kinds of insurance coverage can be implemented towards employees as an incentive from the point view of the organisation. For instance, the life insurance, health insurance, disability insurance and employer sponsored insurance can be incentivising the management of Zara towards is employees (Lussier & Hendon, 2019). The risk of the employees at the workplace can be reduced in the proper manner and the participation of the employees in different organisational activities can be increased through these kinds of insurance coverage. 


[bookmark: _Toc101803017]Conclusions 
It can be concluded that the BREXIT and COVID 19 pandemic have affected negatively to the labour market f United Kingdom. The analysis on the labour market and the actual scenario as per COVID pandemic have been analysed to this report. During the pandemic, many people were jobless and the SME sector of UK was affected the most. As the overall production of goods and services were slow down, the job opportunities for the people was contracted. By the impact of BREXIT, the labour shortage has been observed to the labour market of United Kingdom. Apart from these, the incentive measures that can be provided to the new entrants in labour market and existing employees of Zara are analysed. 
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