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Changes in the Labour Market Environment in post Covid/Brexit and Human Resourcing Strategies
[bookmark: _Toc100406566]Q1: Changes in the Labour Market Environment in post Covid/Brexit
[bookmark: _Toc100406567]Introduction
The purpose of this report is to examine the impacts that covid-19 and Bexit have had on the labour market environment in the UK. It aims to investigate some of the changes that have occurred and the consequences they have had on the human resourcing environment. The report also aims to examine some of the human resourcing strategies that organizations can apply to aattract and retain employees in the labour environment with scarcity in labour supply. The labour market is where supply and demand for jobs meet and interact (Aybek, 2020). Supply refers to the workers able and willing to offer their services at the market conditions, while demand is the employers that need individuals to complete some tasks. The workers thus offer their services to the employers for compensation in wages or salaries (Armstrong, 2011, p. 229). Therefore, the labour market implies the place where workers with skills and qualifications meet employers who need the skills and qualifications to do specified jobs. The binding element between the two players in the worker's compensation for fulfilling the tasks. The labour market changes result from the factors that influence supply and demand, such as immigration and government policies.
[bookmark: _Toc100406569]Impacts of Brexit on the UK Labour Market
Since the referendum for the UK to exit the European Union in 2016, which saw the country separate from the European block, there have been significant consequences on the labour market. 
Staffing
In terms of recruitment, employers have been experiencing increased difficulties in obtaining new talents (Anon., 2021). There was a drastic decline in the migration of citizens from the European Union countries into the UK. According to data analysis by CIPD, organizations reported an increase in hard-to-fill vacancies from 56% in 2017 to 61% in 2019 (Anon., 2021). It shows that the EU citizens' immigration into the UK to fill these jobs had greatly declined. Employers experienced hardship in finding the right qualified people to fill the job vacancies. 
However, although Brexit significantly contributed to an increase in salaries within the UK labour market, the movement of the EU citizens was constrained and thus resulted in labour scarcity. Some of the workers from EU countries working in the UK also opted to leave their jobs as relations worsened and EU workers felt excluded in the UK job market. It thus further increased the shortage of workers. CIPD data thus shows that employers were actually increasing salaries for their key staff and new workers to aid in retention efforts (Anon., 2021). It also shows that a substantial 59% of the employers in the private sector considered raiding salaries and wages as solutions to offset the challenges experienced in the recruitment process. With the labour market getting tighter and demand increasing, it exerted more upward pressure on wages for various categories of workers within the labour market. However, Brexit has not discouraged employers from hiring workers from the EU because they do not consider nationality in hiring and the unavailability of some unique talents for specific tasks within the UK labour market (Anon., 2018). 
An example of Brexit's impact on labour supply is in the UK retail businesses. It also caused a lot of challenges for staffing among businesses, especially retailers, reporting struggles to keep the supply chains operating. The supply chain in the retail sector lost access to the EU labour market as EU drivers moved back to their countries, causing a shortage of drivers and haulage capacity (Ali, 2021). It thus caused a crunch in the retail with the wages for available lorry drivers skyrocketing to greater amounts. The managing director of Iceland reported that the wages for the drivers have gone as high as £950 per shift, which translates to £250,000 annually. The wages are quite expensive and have thus worsened some businesses to the edge of collapse. Therefore, the example shows how much Brexit has contributed to the EU workers leaving the country, leaving behind labour shortages, and forcing employers to spend a lot on labour compensation.
In the hospitality sector, more than 90,000 EU workers left. Some of the workers chose to leave on their own terms while others were forced to leave due to new visa income requirements stipulated by the government on all EU citizens (Wadhera, 2021). It shows how much Brexit has led to the exodus of the EU workers as the free working polices changed and every EU citizen is expected to have work permits and visa income requirements to work within the UK (Wadhera, 2021). It has thus facilitated a shift where the lower-skilled jobs that EU workers previously occupied are now receiving applications from UK labour, and more UK workers are getting these jobs (Wadhera, 2021). It shows how the pandemic has shifted the characteristics of workers in the lower-skilled workers' composition. Therefore, Brexit has significantly impacted the UK labour market through its work requirements, movement restrictions, and the declined relations with other countries from The European Union.
[bookmark: _Toc100406568]Impacts of Covid-19 on the Labour Market
The covid-19 pandemic led to a severe job crisis never witnessed since the Great Depression. According to a World Bank phone survey in 39 mostly developing countries, the pandemic raked havoc in the labour market, with 9% reporting shifting jobs following the crisis (Newhouse, 2021). According to the International Labour Organization, covid-19 had adversely affected the global labour market, with different economies experiencing significant disruptions, including job loss, partial compensation, and shifts in jobs (ILO, 2020, p. 7). The study shows that China moved its workers to "teleworking" arrangements while Western countries, including North America and Europe, struggled to maintain productivity from the workforce. 
Many workers in the Western countries did not go to work, with the retail sector being the most affected as workers could not report to work. However, 51% of the respondents included in the study noted that they were ready to telework (ILO, 2020). It provides some of the changes the pandemic would have on the labour market, where teleworking would become normal as many people shifted to work from home (Bamieh, 2022). However, many people working in the worst affected sectors lost their jobs, as demonstrated by 31% of employed respondents who reported that they had to stop working (ILO, 2020).
Post Covid-19 in the UK labour Market
In the UK labour market, the pandemic had significant disruptions and effects that continue to impact economic performance substantially. Comparing the January-March 2020 quarter and October-December 2021 quarters, the employment rate fell by 1.6% from 76.3% before the pandemic to 75.5% by 2021 (Powell, 2022, p. 9). It shows that the pandemic had significant adverse impacts on the employment levels as demand for labour reduced during the pandemic. The decline in the demand for labour resulted from unprecedented shock on the labour market, where businesses were put on hold (Raimo, 2021). Many people working in various businesses and organizations were not allowed to go to work while companies were not hiring anymore. 
The job vacancies were significantly reduced, and people were laid off instead of recruitment (Raimo, 2021). In the UK, the job vacancies between April and June 2020 were at 340,000, which was a record low, and represented a decline of 445,000 vacancies from the quarter between January and March 2020  as shown in figure 2 (Powell, 2022, p. 9). During the pandemic, the employment for workers aged 65 and older declined by 8%, while that for younger workers between 16 and 24 years fell by 3% as shown in figure 1 (Powell, 2022, p. 6). However, the employment for those workers from 25 and 64 years only fell by 1% (Powell, 2022). Overall, it shows that employment fell across all worker categories during the pandemic.
Working Conditions
The private sector has been at the center of the fall in employment in the UK following the pandemic. The employment levels in the private sector fell by 2% between March 2020 and September 2021 (Powell, 2022). Consumer spending during the pandemic was significantly reduced due to the health concerns that constrained consumption. It thus led to diminishing aggregate demand in the economy and a lack of liquidity to businesses (Chetty, 2020). Some businesses had to close down while others reduced their operations and thus lay off workers to enable them to survive. However, the government tried to offset the decline in employment in the unemployment sector by raising employment in the public sector by 4.2% (Powell, 2022, p. 6). The period between March and May 2020 also experienced a decline in payroll employees by 661,000 in the UK, which represented a drastic loss of jobs by payroll employees (Powell, 2022, p. 7). The trend continued, but at a slower pace from May, and by November 2020, the number of payrolled employees had fallen by 951,000 as shown in figure 2  (Powell, 2022, p. 7).
The covid-19 pandemic also had significant adverse impacts on the working hours in the UK labour market. Millions of workers experienced furloughing following the roll-out of the job retention scheme introduced in April of 2020 as shown in figure 3 (Powell, 2022, p. 10). Furloughing reduced the working hours in the UK labour market to 845 million in the quarter April-June 2020, which was the lowest recorded since 1994 (Powell, 2022, p. 10). It shows how the pandemic impacted employment, with several people being granted absenteeism or being laid off and could thus not work. The labour market was thus operating way below the full capacity.

[bookmark: _Toc100406570]Q2: Human Resourcing Strategies
[bookmark: _Toc100406571]Staffing Strategies to Attract and Retain New Entrants in the Labour Market
New entrants in the labour market prefer employers with good organizational culture, opportunities for growth, and competitive pay and empowerment. Therefore, attracting and retaining top talents new entrants requires that the HR manager applies innovative strategies to help with attracting these new talents to the organization and keeping them after recruitment. Therefore, the HR manager needs to ensure that they meet the expectations of the top talents they wish to attract to the company. When the HR manager puts everything in order and the organization becomes known for its lucrative work environment, compensations, and advancement opportunities, job-seekers are likely to come pouring in with job applications. 
One strategy for attracting and retaining new talents is knowing the organization's mission and values and clearly stipulating them in the recruitment process. The HR manager must strive to fill job positions based on the organization's needs and set them out in the job requirements. Therefore, the candidates can assess their skills, values, and qualifications and if they align with the organization's values and expectations. Workers feel more engaged with the organization when they know and feel that their values align with the employer's values. Through the strategy, the HR manager will hire employees that match the organization's needs and are likely to flourish hence increasing retention of the new employees (Armstrong, 2012).
According to resource-based view theory, The interbal resources in an organization are crucial in the human resourcing processes. The paradign SHRM thinking shift towards using the internal resources sucha as employees is effective in creating trut on the organization which enables it attatcrct and retain new employees  (Lim, 2017). When happy employees help with the recruitment process, the top talents the organization is looking for get the good feeling that they will also be happy working with the organization. The employees can also help the organization reach top talents when the HR manager gives them recruitment cards to slip to those they meet with the skills and experience needed by the company. Through this strategy, the HR manager can reach more potential employees required by the organization. The employees can also help in the recruitment process through referral incentives by giving the employees rewards and gifts for every top talent they bring to the organization.
Investing and building on an employee-focused culture is a crucial strategy that HR and the organization management can use to attract and retain new talents. Employees value and consider the work-balance culture of an organization before making a decision to work for an organization (Armstrong, 2012). They look at issues such as the career opportunities offered by the organization, job-training initiatives, and promotions. Therefore, as the HR manager, it is essential to look at what the organization can give to the employees to make them feel valued and part of the organization and not just seen as tools for achieving the company objectives. It is important that the organization's culture reflects on its appreciation for employees through transparent employee-recognition programs and training opportunities to help them enhance their skills (Armstrong, 2012, p. 72). Other factors such as bonuses and regular promotions are also important issues that potential employees look at and should be reflected in the culture.
As an HR manager, an online connection is crucial in attracting and retaining new talents. The organization can connect with the top talents it requires through social media, making online presence vital for an organization. The HR manager can share a lot of organizational information through social media platforms. The potential employees can find the organization and get the information they need to consider working with the organization. Social media makes it easy to connect to potential candidates in ways never imagined before. It includes announcements of organization news and regular updates on job vacancies and requirements.
[bookmark: _Toc100406572]Innovative Strategies for Retaining Existing Workforce
Retaining employees with the company after recruitment requires that the HR manager put innovative strategies to keep the employees happy and satisfied working for the organization. One such strategy is through offering education and advancement opportunities in their careers (Armstrong, 2011). As the HR manager, the organization must provide the employees with professional and career development opportunities based on the individuals. It commences by coordinating with the employees to identify their strengths and intrinsic motivators (Armstrong, 2012). The organization thus provides learning programs based on the employee strengths to ensure substantial development of an employee towards achieving their career goals (Armstrong, 2011). Through the strategy, the organization does not just benefit from more productive employees, but the employees become more satisfied and motivated to improve their capacities. Therefore, investing in employee education helps retain the existing workers in a highly competitive labour market.
Having competitive compensation packages represents another innovative strategy through which HR managers can retain existing workers with the company. As an HR manager, it is essential to note that the organization is competing alongside other employers with compensation strategies through which they strive to attract top employees from other employers. Therefore, having creative compensation packages aid in ensuring employee loyalty and thus reduces turnover, and achieving loyalty requires rewarding and recognizing employees and appreciating their contribution to the company. It includes regular review of employee salaries to ensure they are fair depending on the employees' contribution and making sure that its equitable and competitive. It also includes bonuses that are extended to the employees whenever they engage in extra tasks from their regular jobs. 
Another essential strategy to retain employees is by engaging them with the company. It includes regularly updating them on the organization, the direction the business is taking, and listening to their feedback. Employees want their voices hard and emerging issues addressed by the organization management (Armstrong, 2011). Therefore, having regular engagement with the employees help collect data on the relationship between the management and employees. In case of emerging issues, the HR manager finds the best possible solutions to the problems to ensure that the employees stay satisfied and confident with the company management (Armstrong, 2011, p. 201). The strategy includes regular "state of the business" meetings, annual meetings, and other sessions that bring the employees and management together to discuss the state of the company.
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Appendix

Figure 1: Falls in Employment


Figure 2: Fall in Vacancies



	



Figure 3: Furloughing
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