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A report detailing the present state of HRM strategies and the developing shifts following the impacts of Covid-19 and Brexit on the labour market in the United Kingdom.
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1. INTRODUCTION:
What Is The Labour Market
Definitions:
“The labour market is the place where supply and demand meet, working to determine the price and quantity of the work performed.” (Derek Bosworth, Peter Dawkins, and Thorsten Stromback, 1996)
Michel Didier (1997) defines the market as a “means of communication through which sellers and buyers will inform each other about what they have, what they need, and the prices that they ask or propose, before closing the transaction.” 
Steliana Pert (1990) and Nita Dobrotă (1997) consider that “the labour market is the economic space in which equity holders trade freely, as buyers (the demand), and the owners of the human resource (the supply), as sellers, in which the price mechanism of the work, the real wage, the free competition between economic operators and other specific mechanisms, adjust the labour supply and demand.”
“The labour market is the market in which the number of services that correspond to tasks well established in the job description, are offered for a price or remuneration (Boeri, Van Ours, 2013), that is, to exist in the labour market it is necessary for the work to be rewarded.”
General Explanation: 
A labour market serves as the arena where workers and employers engage. Employers vie for top talent within this market while workers seek fulfilling job opportunities.
A labour market operates through the interplay of labour supply and demand. Labour demand pertains to businesses' workforce requirements, encompassing both quantity and specialized skills. Conversely, labour supply represents available workers influenced by demographics and education.








			

2. LABOUR MARKET IN THE UK
Jeremy Hunt responded candidly to the UK's recent labour market figures, attributing pay-value erosion to high inflation. While he tried to blame Vladimir Putin for rising living costs due to Russia's Ukraine invasion, the situation is more intricate. In the decade post-2007 financial crisis, employment rose, inactivity decreased, and employers easily filled vacancies, impacting wage negotiations. Pandemic-induced trends reversed progress: inactivity and unemployment rose, with more long-term sick individuals, possibly exacerbated by NHS waiting lists. A shrinking workforce led to hiring struggles post-lockdown, empowering unions for better pay deals. Total pay increased by 6%, but couldn't match price rises, notably in the public sector (2% rise). Falling real pay sparked more strikes, while employers sought relaxed migration rules. However, labour market dynamics are shifting, with falling vacancies, employment, and a slight unemployment rise. This trend, compounded by policy tightening, energy cost hikes, and income drops, may slow the economy through winter. (Elliott, 2022)



















3. CURRENT STATE OF THE UK LABOUR MARKET
The UK economy is facing a classic case of stagflation, and this is evident in the latest labour market trends. The situation appears complex, with more people seeking jobs, fewer job vacancies, a decrease in working hours, and the highest annual count of strike days since 1989.
However, the diagnosis is clear-cut: there was no growth in the final quarter of 2022, and annual inflation has surpassed 10%. The Bank of England's efforts to counter inflation by raising interest rates are gradually impacting economic activity, though not causing a sudden collapse akin to the 2008 financial crisis.
The most recent data from the Office for National Statistics introduces some nuances. The aftermath of the pandemic has affected the labour supply, especially among older workers who have left the workforce due to the choice or prolonged illness. Although job vacancies have decreased since the previous summer, they remain significantly higher than the pre-pandemic levels.
Predictably, businesses and employees are reacting in response. Many companies are retaining their workforce, opting for part-time roles, and offering increased wages. Regular pay growth reached 6.7% in the three months leading up to December, with private sector earnings growing by 7.3%.
While labour shortages have allowed certain groups to negotiate better pay deals, private sector wages are still trailing behind inflation, contributing to the overall sluggishness of the economy. Public sector workers are facing an even more challenging situation, resulting in widespread strikes.
There are signs that individuals who were previously inactive are rejoining the job market, likely due to financial pressures. Inactivity decreased by 113,000 individuals, driven by reduced long-term sickness cases and early retirees returning to work.
To address stagflation, the government has two potential approaches. They can either bolster the labour supply to alleviate wage pressures or continue raising interest rates, potentially leading to higher unemployment and reduced wage growth. In all likelihood, a combination of both strategies will be pursued. Despite the current resilience of the labour market, there are indications of a turning point in inactivity and pay. The rise in unemployment suggests impending challenges ahead. (Larry, 2023)

Labour Market Analysis (Classic Economy Theory):
A significant reason for skills shortages is of a long-term nature, arising from a disparity between the skills required by the economy and those available in the labour market. Despite efforts to enhance workforce skills through increased university graduates and work-based qualifications, there remains a shortage of specialized high-level skills. This mismatch results in labour shortages across various sectors, indicating a shift towards structurally ingrained skills shortages rather than temporary ones, independent of economic growth. 
Classic economic theory suggests that wages must rise to align labour supply with demand—a principle applicable across markets. One solution to address long-term skills shortages is to raise wages, as witnessed in the road haulage industry due to the pandemic, Brexit, and demand factors. In cases where viable, organizations can mitigate shortages by offering more competitive pay than rivals. This approach doesn't necessarily entail higher overall wage expenses; efficiency gains and increased productivity can enable higher pay without expanding the workforce. Such outcomes can emerge from technological advancements or streamlined organizational structures. (Stephen Taylor, 2022)
Index of Labour Cost per Hour
The fundamental concept behind the Index of Labour Costs per Hour was elucidated in a June 2003 article featured in Labour Market Trends. This index employs hours worked as its foundation and offers a more extensive representation of costs compared to existing earnings metrics. It encompasses both wage and non-wage expenses in its calculation. Data for the numerator of this index is obtainable either directly from surveys or through estimations. The origins for each constituent of overall labour expenses are detailed as follows.
Wages and Salaries:
Around 83% of total labour costs come from wages and salaries, sourced from the Monthly Wages and Salaries Survey, aggregated using methods similar to the Average Weekly Earnings indicator.
Sickness, Paternity, and Maternity Costs:
Estimates for these costs rely on the Labour Force Survey, calculating differences in usual and actual hours worked due to these reasons to gauge associated employer costs.
Benefits in Kind:
Costs of benefits in kind are estimated using data from the Inland Revenue's Survey of Personal Incomes and the ONS Annual Survey of Hours and Earnings, applying average proportions within industries.
National Insurance Contributions:
Employers' National Insurance contributions are precisely estimated using ONS Annual Survey of Hours and Earnings data, considering individual employee and pension details, and accounting for rebates.
Pension Contributions:
Employers' pension contribution costs are extracted from the ONS Annual Business Inquiry, capturing pension data and enhancing insights for the Index of Labour Costs per Hour. (Hopwood, 2005)


4. [bookmark: _Hlk143348790]HRM ISSUES OF POST BREXIT AND COVID IMPACT ON THE LABOUR MARKET
Post Covid issues
In light of the ongoing crisis, scholars are presented with a unique opportunity to critically reassess established Human Resource Management (HRM) approaches and chart potential research trajectories for the future. Our contention centres on a pivotal shift: moving beyond the conventional perspective of managing redundancies to a proactive stance that views job retention as a central HRM practice. This shift prompts pertinent inquiries regarding HRM reform both during the crisis and in its aftermath.
Our exploration of job retention as a practice is propelled by an innovative synthesis of principles from strategic HR planning and labour economics. The concept of labour hoarding, in particular, serves as a cogent illustration of how a dynamic approach to retention management can concurrently curtail costs for enterprises while bestowing tangible advantages upon their workforce.
In the advancement of our theoretical contribution, we position our understanding of job retention as a cornerstone of HRM within the broader context of the political economy's restructuring regimes. This perspective enriches the discourse by incorporating considerations of larger economic frameworks into the discourse on HRM practices.
In conclusion, the current crisis fosters a prime occasion for scholarly introspection, leading to re-evaluating customary HRM paradigms and exploring new avenues for inquiry. The pivot towards proactive job retention practices aligns with evolving business demands and underscores the broader implications for HRM within the intricate landscape of economic restructuring. (Stuart, et al., 2021)
Post Brexit
Given the situation's unparalleled nature, there is a lack of empirical research elucidating the implications of Brexit on HR practices. Despite this void, informed discourse can draw insights from the influence of other significant economic upheavals, like the 2008-2009 recession, on HR practices. During the global financial crisis, organizations had to downsize their workforce, yet it was recognized that talent played a pivotal role in steering the downturn toward sustained organizational viability and triumph (Lea, 2018; McDonnell, 2011, p. 169).
The uncertainty stemming from Brexit has already prompted certain organizations to scale back their UK operations, as seen with Airbus, Jaguar Land Rover, and Nissan (Chapman, 2019). Concurrently, some entities are facing shortages in skilled labour (CIPD, 2017b). A growing body of academic and practical literature across various domains (cf. Martin and Gardiner, 2019) is utilizing past recessions to gauge the potential ramifications of Brexit. Additionally, unforeseen events like Brexit within the historical crisis context. One could argue that the 2008-2009 recession triggered the "euro crisis," which subsequently ignited initial conversations about Brexit (Startin, 2015; Capelos et al., 2018).
One of the most contentious issues that underpinned the Brexit vote was the perceived levels of EU migration into the UK (Alfano et al., 2016). The impact of Brexit on immigration and how it will influence the future mobility of talent from the EU to the UK remains uncertain. The EU Settlement Scheme offers an avenue for EU, European Economic Area (EEA), and Swiss citizens currently residing in the UK to apply for settlement before the UK departed from the EU. The government's indications (2018) propose reciprocal agreements, allowing UK citizens in the EU the same rights moving forward.
Predictions about Brexit's effect on the UK labour market have varied significantly, leading to divergent opinions on whether the country will gain or face detrimental consequences. Brexit could result in "widespread employment shortages and a significant increase in labour costs." One undeniable aspect is that Brexit-induced instability necessitates internal adaptations within businesses to maintain competitiveness.

Employee Retention and Recruitment:
The contentious issue of EU migration significantly influenced the majority’s decision to leave the EU. While negotiations are in progress to manage people's movement, this aspect remains pivotal for the future UK-EU relationship, aimed at mitigating ensuing economic impacts (Alfano et al., 2016).
Despite claims that immigration diminishes employment prospects for UK citizens, empirical evidence showing a correlation between increased immigration and unemployment among "British-born" individuals is limited. Research by the Centre for Economic Performance concluded that EU migration has not negatively affected employment rates, wages, or public services. Additionally, migrants from the EU contribute more in taxes than they utilize in welfare (Wadsworth et al., 2016). Similar findings were noted in an earlier study by Dustmann et al. (2005), which found no substantial evidence of immigration causing adverse effects on employment and wages.
Foreseen by EU governments is a reduced influx of EU workers into the UK, coupled with an increase in existing EU workers returning to their home countries, irrespective of long-term residency status (Wasik, 2017). This trend could be exacerbated by a rise in xenophobic incidents experienced by EU nationals residing in the UK since the Brexit decision (Stewart, 2017; Sharman and Jones, 2017).
There's a possibility that a larger number of skilled British nationals might seek stability through emigration (Ridgway, 2017). The Office for National Statistics (2019) reports a decline of 61,000 EU nationals working in the UK during 2017 and 2018, while emigration remained steady during the same period.
Drawing parallels to the aftermath of the 2008-2009 recession, where a weaker pound reduced the UK's appeal to migrant workers, Brexit is anticipated to trigger a similar trend (Chubb et al., 2010). As such, the impact of Brexit on the UK's employee retention and recruitment landscape is complex and multifaceted. (Ridgway, 2019)
Labour market skillset
The belief persists that EU migrant labour often occupies lower-skilled positions, a view magnified by Brexit. Examples like Pret a Manger, where UK nationals comprise only half of the applicants, bolster this perception. (Sullivan, 2017). 
Easy labour access through free movement discouraged skill investment. Some EU migrants in fields like construction could be seen as "posted workers," causing labour market divisions (Caro et al., 2017). Interestingly, migrants have higher education than UK peers. UK citizens' reluctance for labour-intensive jobs might raise wages, yet also increase costs and reduce employment (Alfano et al., 2016).
Brexit might spur domestic skill investment, addressing labour shortages (Brinkley & Crowley, 2017). Still, broader skill gaps and shifting profiles take time (Robson, 2009), though training remained during recovery (Felstead et al., 2012). Brexit requires upskilling to match higher wages, aligning with productivity and competitiveness needs. (Ridgway, 2019)

Strategies that can be Implemented:
1. FLEXIBLE WORK ARRANGEMENTS: Employing a diverse range of methods within a specified work plan across various types of companies has become more common. Additionally, the prevalence of certain flexible work arrangements has grown recently. Remote work has surged due to the Covid-19 pandemic, and casual employment has increased due to the emergence of the 'gig economy.' (John Bratton, 2022)
2. TALENT RETENTION: The engagement, retention, ability to realize full potential, and overall performance of individuals within your organization are impacted by it. Efforts must be made to ensure the retention of appropriate individuals, thereby enabling the utilization of their knowledge, experience, skills, and positive attributes. (John Bratton, 2022)
3. HEALTH AND SAFETY MEASURES: The engagement, retention, ability to realize full potential, and overall performance of individuals within your organization are impacted by it. It is imperative that efforts are made to ensure the retention of appropriate individuals, thereby enabling the utilization of their knowledge, experience, skills, and positive attributes. (John Bratton, 2022)
4. SUCCESSION PLANNING: Succession planning identifies and nurtures future leaders for vital roles in organizations, crucial for both large corporations and SMEs (CIPD, 2020). This practice declines due to flattened structures, boundaryless organizations, and rapid changes. Complexity arises as not all baby boomers retire as expected due to health or financial reasons (Friedberg, 2020). Organizations must adjust plans to develop leaders and acknowledge unexpected situations, adapting to the evolving workforce landscape. (John Bratton, 2022)


5. CONCLUSION & RECOMMENDATION:
The COVID-19 crisis is reshaping HRM practices by leveraging strategic HR planning and labour economics insights. The adoption of furloughing in the UK highlights the value of retaining workers during economic downturns, emphasizing job retention as a core HRM practice. While the CJRS's uniqueness in the UK's approach contrasts with other nations, lessons from countries like Germany and France underscore the need for integrated job retention schemes. The CJRS prompts reflection on its impact and advocates for making job retention a cornerstone of economic recovery. HRM's role is vital in advocating change for a new social contract prioritizing job security and empowerment.
 The report addresses Brexit's potential HR implications through a comparison with the 2008-2009 recession, revealing reoriented perspectives on talent challenges. The persistent Brexit uncertainty calls for organizations to uphold constructive employee relations amid ambiguity (Jessop, 2011; Wood and Budhwar, 2016).
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