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Executive summary
The task has given an overview of the labour market of the UK after Brexit and the pandemic. It has included a SWOT and PEST analysis of the UK’s labour market. The impacts of both Brexit and Covid-19 on Marks & Spencer have been included in this section. The task has addressed the consequential changes in people management strategies in the UK-based business organisation, M&S as well as in the wider UK labour market in the post-Covid situation. The task has focused on the critical analysis of the human resource strategies after the Brexit situation. The UK labour market focused on using job adverts after this event whereas Marks and Spencer have promoted diversification and proper implementation of rules and obligations through its HR strategies. Based on the discussion of M&S’s performance in the post-Brexit and post-Covid era, recommendations have been suggested for the sustainable growth of business with efficient people management plans. 
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[bookmark: _Toc142750085]Introduction 
With the emergence of Covid-19 in the UK, the nation has faced 164,000 deaths till 2022, March with a global death of 6.12 million at that time. At the end of 2022, the UK government finalised its Brexit decision which is the step to come out of Eu’s Single market trade facilities (Bailey et al., 2022). After the Brexit decision, the UK government signed a Trade and Cooperation Agreement for continuing trade in the EU market with different sanctions and cross-border restrictions. As a result of this, UK business organisations are facing shrinking market opportunities and an overburden of taxes for business in the EU markets. Alongside this, the Covid emergency has also changed the way of people management in business organisations in the UK market for ensuring sustainable business growth with long-term strategies. 
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Figure 1: Effect of Covid-19 and Brexit on UK Economy
(Source: Posen, 2022)
This assignment is going to address the current state of the UK labour market through a PESTLE analysis. Conducting a SWOT analysis, the performance of UK-based MNC, M&S has been evaluated. M&S’s changing people management strategies in the pot-Covid and post-Brexit era have been studied through this assignment. Based on this discussion, recommendations for M&S’s future business growth with sustainable people management plans have been recommended here.  
[bookmark: _Toc142750086]Current State of Labour Market in the UK 
The labour market in the UK has undergone a complex and evolving change as a result of both the pandemic and Brexit. These two factors have caused substantial changes in the dynamics of employment, trends in the workforce and economic conditions. Disruptions across multiple industries were caused after the pandemic. This factor triggered remote work, losses of jobs and the temporary closure of many industries. Different sectors such as tourism, hospitality and retail experience multiple challenges in overcoming because of the uncertainties and changing behaviour of customers (Connolly, Pyper and van der Zwet, 2021). Remote work has begun to gain prominence and it questioned the traditional models of work and the need for office space (Diab-Bahman and Al-Enzi, 2020). Moreover, the pandemic has facilitated the use of digital technologies and automation which impacted the demand for specific roles at the same time created new opportunities for jobs in the tech industry. The labour market of the UK is presently tight because more than a million job vacancies are there in the nation. The rate of employment in the nation was 76.6% which was the highest since 1971 (Unemployment, 2023). The rate of unemployment was 3.7% which can be considered the lowest. However, the rates of financial inactivity have increased and the UK is the only nation where people continued to leave the labour market in large numbers after the acute period of the pandemic. In the last few months of 2022, the unemployment rate increased to 3.7% and more than 1, 270,000 unemployed people are present in the UK. 
Brexit brought many changes in the labour market of the UK by reshaping the nation’s earlier relationship with the European Union. Earlier, labourers from the European Union were free to migrate to the UK. However, after Brexit free movement of labourers was hindered and affected the availability of labourers from the European Union countries (Hudson, 2022). A few industries such as healthcare and agriculture were dependent on migrant workers. Shortage of labour was seen in those industries. This factor led to businesses adjusting their strategies of recruitment, exploring alternative sources of labour and investing in developing the skills of domestic workers. Both these factors have a mixed effect on job opportunities. Logistics, e-commerce and the technology industry have experienced growth due to over-reliance on technology. However, the industry requiring the physical presence of workers suffered because of reduced spending of customers and restrictions. 
The initiatives of the government such as job retention schemes and reskilling programs provided support to businesses and equip labourers with relevant skills. In this scenario, it can be said that the labour market of the UK is undergoing changes. The pace of recovery will vary across industries. Both these factors have a mixed effect on job opportunities. 
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Figure 2: Unemployment in the UK
(Source: Unemployment, 2023)
[bookmark: _Toc142750087]SWOT Analysis 
Strengths: The labour market of the UK presents both challenges as well as opportunities after the pandemic and Brexit. The labour market of the UK has shown its strengths in terms of resilience by accepting a flexible labour market. This factor can also be beneficial for companies like Marks & Spencer. 
Weaknesses: Weaknesses of the labour market include a shortage of labour because of the reduced migration rate after Brexit. It can affect various sectors including Marks & Spencer. Moreover, reduced spending habits of customers can have an impact on the profit and revenue of the company.
Opportunities: After the pandemic, many industries in the UK have adopted digital technologies to operate their businesses (Akpan, Udoh and Adebisi, 2022). It offers benefits like attracting talents globally as employees are offered the comfort of working from the comfort of their homes. The employees of Marks & Spencer get this benefit after the pandemic. 
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Figure 3: Impact of the Pandemic on Business Organisations
(Source: Hifives, 2023)
Threats: Uncertainties in the policy of immigration are a threat that affects the supply of labour. Disruptions in logistics related to Brexit have led to increased costs for products that affect the profit margin of the company. Furthermore, the changed behaviour of customers can affect the demand for the products of Marks & Spencer. 
[bookmark: _Toc142750088]PEST Analysis 
A PEST analysis includes political, economic, social and technological aspects that are capable of impacting a business. This section will concentrate on the PEST analysis of the UK’s labour market after the pandemic and Brexit.
Political: Brexit has given birth to new policies of immigration that changed the scenario of the availability of labour (Botelho, 2021). A shortage of skilled workforce in various sectors such as the retail industry can be seen as a result. The regulations and policies of the government regarding working conditions, the rights of employees and agreements of trade have influenced how Marks & Spencer operates in the labour market. This can affect the company’s ability to recruit specialised staff for digital marketing, product design and logistics management. The innovation and efficiency of the company can be hindered as a result. Additionally, changing employment laws have affected wages, working conditions and contracts of employment for the employees of Marks & Spencer.
Economic: Both the pandemic and Brexit have caused fluctuation and uncertainty in the economy of the nation. Multiple businesses were closed after the pandemic because of the reduced rate of consumer spending (Andersen et al., 2020).  Thus, many workers lost their jobs after this period. Workers who were unemployed found it difficult to secure a job that matches their skillsets. Besides, Brexit has reduced the GDP rate of the UK by 5.5% in 2022. The overall health of the labour market of the UK is influenced by factors like GDP growth, rate of inflation and values of currency. This kind of economic condition has affected the required expertise and job roles. Changed consumer behaviour and reduced sales have impacted Marks & Spencer also. This has resulted in concerns about underemployment and the security of jobs for its employees because the company was facing economic uncertainties also. 
Social: Significant changes are seen in the expectations and preferences of employees after the pandemic. The trends of remote work have offered work-life balance, flexible working hours and safety and health considerations. In addition, traditional office-based recruitment has changed because of the prominence of hybrid and remote work (Nakash and Bouhnik, 2023). The composition of the workforce and recruiting processes were changed also. That is why Marks & Spencer requires employees to adapt to evolving trends of work and bring changes in the workplace that resonate with societal values. The company has started to reevaluate its working strategies. More emphasis on the health and well-being of employees has prompted the company to bring significant changes in its operations. 
Technological: Advanced technology has reshaped the retail industry because of a strong emphasis on digital solutions and e-commerce. Marks & Spencer has leveraged technology to improve its digital presence, the efficiency of logistics and the experience of customers. The company was quick to adopt new technologies such as Artificial Intelligence. Ai-based tools have helped the company to assist in the management of online deliveries as well as the warehouse. This factor has resulted in the company gaining a competitive advantage in terms of labour by increasing the efficiency of business operations. 
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Figure 4: AI Used by Marks & Spencer
(Source: Metacept, 2023)
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Changes in HR strategies in the UK labour market: As a result of pandemic emergency declarations worldwide, the labour market has been affected adversely. In the scenario, the UK government played the most important role in protecting the interests of the labourers in the nation. Through Coronavirus Job Retention Scheme, the UK government protected the jobs of more than 11.5 employees in the nation. The flexible furlough under this CJRS ensured reduced working hours and incremental employee contribution till 2021 September (Stuart et al., 2021).  Flexible working hours are the most dominant feature of the UK labour market in the post-Covid period. The HR management strategies in the UK business management have relocated their focus to people management. Occupational health assessment is the top priority (70%) area of people management policies whereas ensuring support for the individual needs of the employees is gaining 60% interest and promotion of flexible working schedules is gaining 58% popularity in strategic people management in the nation (CIPD, 2022). The survey report on Resourcing and Talent Planning has revealed that 22% of giant organisations and 7% of SMEs were using AI systems for the people recruitment processes in the organisations in 2021 (CIPD, 2022). This number is continuously rising in the post-pandemic era. In the post-pandemic labour market, HR managers are putting more focus on the health and well-being of employees at the workplace. 81% of UK organisations have enhanced their HR activities for the mental well-being of the employees (CIPD, 2022). Investments in people management capability enhancement and upskilling the employees to address the skill gaps are other important focus areas of HR management in the post-Covid UK labour market. 
Changes of HR strategies in M&S: M&S has launched programmes of boosting the digital and data skills of its employees in partnership with Decoded. Under this scheme, the company has upskilled more than 1000 colleagues (M&S, 2022). Its new addition of AI apprenticeship and L7 Data science in the post-Covid era is aiming to fulfil the skill gaps of its employees according to the changing market demands. The company is transforming its organisational design for people management. In its transformational initiatives, M&S is focusing on enhanced seamless communication across the departments of the organisation. For that, It has adopted Microsoft’s TEAMS which has enabled the company to coordinate 9.5 million interactions, 280,000 video calls, 9 million online chats, 120,000 virtual meetings, and 240 streamed events in 2022 (M&S, 2022). For the upskilling of the people, M&S has launched Product Academy in 2022 for face-to-face training of its store employees. Through BEAM Academy it is enhancing employees' digital capabilities.  Diversity and Inclusion have gained a top priority for sustainable growth of business in the post-Covid era. M&S has launched a 'Black Interns' programme (M&S, 2022). Closing the gender pay gap and inequality in the treatment of different genders in people management has been addressed with intense focus in the post-Covid era.  
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Figure 5: People Representations in M&S in Post-Covid Era
(Source: M&S, 2022)
[bookmark: _Toc142750090]Critical Analysis of Human Resource Strategies in Post-Brexit 
In modern days, the business corporation focuses more on making efficient HRM strategies to achieve the organisational goal easily. Here, by aligning different policies and programmes, entities are trying to create a positive and productive working environment. Further discussion of the content has discovered the human resource strategies developed after the Brexit situation. In June 2016, British voters made the vote for the United Kingdom to leave the European Union which resulted in Brexit (Carvalho and Schmitz, 2022). The Brexit situation effectively changed trade-related obligations, increased administrative costs and also foster inflation. It has been noticed that this referendum decreased the labour force of EU migrants and increased the engagement of non-EU workers (Spital and van Aerssen, 2023). Hence, to deal with this political stance, the business corporation focuses on developing more effective HRM strategies. 
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Figure 6: Situation of the UK labour market in post-Brexit
(Source: Spital and van Aerssen, 2023)
In the post-Brexit situation, HR manager in the UK labour market focuses more on providing a clear description of jobs. Hiring Authority and HRM used job advertisements to properly display the router for the progression of the career. They also provided insight into long-term career and earning prospects for EU employees. Apart from this, after the Brexit situation, the HR department of the UK labour industry also started supporting workers from any type of cultural and regional background. In this way, by fostering diversity, human resources management tries to develop a good rapport between the workers from EU, the UK and other nations. The UK has introduced a PBS system following Australia for controlling the migration of labourers from the EU (Sumption and Walsh, 2023).  On the other hand, companies also followed an HR strategy named environmental, social and governance (ESG) strategy that helped to ensure the proper implementation of law and other country-specific obligations. 
Now, the discussion draws attention to the HRM strategies used by Marks and Spencer in the post-Brexit situation. HR at this time faced different issues due to employee turnover, flexible working atmosphere and non-EU immigration (Ridgway, 2019). Marks and Spencer the UK-based retail entity has followed different approachable HRM strategies after Brexit. The human resource strategy of the company is to increase the engagement of workers by providing rewards, cultivating the sense of liability and ensuring organisational commitment. In this way, the company has tried to involve M&S communicates in the decision-making process of the company. The process helps the company to understand the goal of workers and then it leads the HR department to work further on it. On the other hand, the human resource of the company also utilised internal consistent rules to ensure their commitment properly. 
[bookmark: _Toc142750091]Recommendations to Organisations 
Following the situational study of the macro labour market of the UK and the micro business environment of M&S, the following recommendations for the further growth of M&S and more efficient management of its people have been suggested  -
Supporting local entrepreneurship businesses: Although according to the CIPD report, self-employed businesses were still 13% lower in 2022 than pre-pandemic age in the UK economy, the market analysis shows a great scope of increasing the number of entrepreneurship businesses in the post-Covid era (CIPD, 2022). Due to rising expenses, M&S had to decide on 7000 employees job cuts which has impacted its performance (Hardcastle, 2020). In this situation, the company can take strategic decisions for launching programmes in support of local entrepreneurship businesses in the UK. Thus it will benefit the company financially and leverage its market image by helping start-up businesses for the sake of national economic growth. In the age of the post-Brexit era where the UK government is focusing on boosting the local economy rather than encouraging foreign companies, M&S’s support programmes for local start-ups and entrepreneurs will ensure its increased market value. 
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Figure 7: UK Business Creation by Ownership in Post-pandemic Era
(Source: Bahaj, Piton and Savagar, 2022)
Reliance on direct exporting of products: As a result of the UK government's Brexit decision, M&S’s French franchise stores run in partnership with  SFH are facing product availability issues in that market (Reuters, 2021). In this post-Brexit situation, the company should seek alternative international markets for its business expansion. With the bliss of the digital revolution, it will be easier for the company’s managers to run their business in new foreign markets. The company’s more focused programmes for its people’s digital skill development will be in support of this alternative market entry strategy. 
[bookmark: _Toc142750092]Conclusion 
Conclusively, it can be stated that implementing proper HRM strategies is vital for business corporations to strengthen their market position. This task has chosen Marks and Spencer as the theme organisation. Holistically, the task has focused on the situation of the UK labour market after the Brexit situation and the pandemic. The analysis of the UK labour market has been demonstrated with the help of PESTLE and SWOT analysis. Marks and Spencer, the leading retail entity in the UK has used different approachable strategic solutions to deal with the post-pandemic and post-Brexit atmosphere in the industrial area.  
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