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Executive Summary

[bookmark: _GoBack]The labour market in the UK is covered in this study. This research describes the current scenario, the causes of the crisis, and the state of HRM in the UK. The report also includes a situational analysis. It has to do with how the UK labour market is evolving. In-depth analyses of the impact of the Covid-19 epidemic, Brexit, and significant foreign companies operating in the UK market as well as their reactions to organizational changes are also included in this paper. The main foundation of this research has been a discussion of the basic pandemic effects and Brexit implications, such as poorer productivity, poor employee engagement, supply chain disruption, and significant restrictions on the business. The significant strategic adjustments made by the report's key results have been characterized as HR departments adapting to logistical needs, changing company models, and rising technological expenditures.
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1.0 Introduction
A successful country depends upon several factors and challenges faced by the labour markets despite the fact that whether the nation is developed or developing. Inadequate employment, under-employment, mismatch of skills, poverty and gender discrimination are some of the challenges faced across the labour market of a country. Therefore, the first part of the report will cover the current status of the labour market in United Kingdom (UK) along with suitable industrial examples. Meanwhile the following section of the paper will discuss the growing changes in human resource strategies in the external environment following Covid and Brexit with pertinent data from industry.
1.1 Objectives 
· To analyse the current state of the labour market in the UK
· To know about the emerging changes in human resourcing strategies in the post Covid, post-Brexit and external environment.  
1.2 Purpose and Importance of the Study
                  • To learn more about the UK work market today.
                  • To be aware of post-COVID human resource initiatives.
                  • To be aware of the changes occurring in the wake of Brexit.
                  •A thorough awareness of the post-Brexit foreign environment
1.3 Research and Methodology.
The precise process or approach used to find, choose, process, and analyse the topic is known as research methodology. The methodology portion of a research paper gives the reader the chance to assess the general validity and reliability of the study.
1.4 Nature of the Study.
The sort of study is conducted in a variety of contexts, including research papers, reference, etc.
1.5 Area of the Study.
The area of study was taken place at the online library of the University of Wales Trinity Saint David 
1.6 Period of study 
[bookmark: _Toc122246293]The period of study was 10 weeks
2.0 The current state of the labour market in UK
[bookmark: _Toc122246294]2.1 Labour force framework
It is the framework which categories a country’s population into different groups based upon the employment status of the individuals (Pitchman et al., 2016). 
[image: ]
Figure 1: Labour force framework (Source: Pietschmann et al., 2016).

Table 1: Categories and descriptions of persons in the labour force framework (Source: Pietschmann et al., 2016).
	Categories in labour force framework
	Description

	Working-age population
	Age limit for working depends on the rules and regulations of a particular country such as the schooling age, minimum age for employment and extent of child labour.
Generally, people with 15 years and older are considered as working age-population. 

	Labour force
	Active population who is able to work.

	Employed force
	Employed people are normally referred as people who work, where they are not restricted to gender or age in order to produce goods/services which benefits other people in one or several ways as well as gains profit for oneself or for the overall organization. 

	Unemployed force
	Unemployed people are those currently in the working-age population who does not occupy any works and willing to take up suitable jobs when give the opportunity. 

	Outside the labour force
	This category consists of people with employment age or not seeking any job opportunities.
Reasons for unemployment include personal reasons (own illness, disability, studies); family-related reasons (pregnancy, presence of small children, refusal by family); lack of infrastructure (assets, roads, transportation, employment services); other sources of income (pensions, rents); and social exclusion.




[bookmark: _Toc122246295]2.2 Trends in labour market in UK
It is observed that through the recent years, the low unemployment status along with high vacancy levels depicts that the labour market is tight thereby making the recruitment is more difficult (Powell and Francis-Devine, 2022). The main reason for this is the growth in the number economically inactive people during the rise of the Covid in 2020. In addition, low net migration and increase in high immigration from the European Union has also increased the number of people in the labour market in UK (Wadsworth, 2018). 
However, the scholars states that although the labour market tightness is more common due to minimal wages which causes an upward pressure in inflation. But, this is contrast to the recent inflation due to increase in global energy and prices of goods (Powell and Francis-Devine, 2022). Moreover, the labour market is expected to remain tight but loosen over time according to the Bank of England. Because, due to high prices, the demand for goods and services are more likely to slow down but, depends upon the persistence of the economy’s inactivity (Bank of England, 2022). 
[bookmark: _Toc122246296]2.3 Employment
According to the statistics obtained as of August to October 2022, the UK’s employed people were considered as 32.77 million people. This is nearly 75.6% of the country’s population aged from 16 to 64 years. However, according to the data obtained, the employment rate showed a gradual increase from 2011 till the pre-Covid period where it reached a highest recorded rate of 76.6% beginning in 1971. In contrast, during March 2020 upon the spread of pandemic, the rate fell down to 32.13 million at the end of 2020. Nevertheless, upon recovery of pandemic the employment rate rose up to 75.5% which is closer to the rate of 76.3% which was in pre-pandemic time. 
[image: ]
Figure 2: Employment rate in UK (Source: ONS, 2022).

2.3.1 Type of employment
Full time versus Part time: According to the data obtained as of August-October 2022, 24.60 million people were working in a full time basis whereas 8.17 people were working in a part time basis. Meanwhile, it has been observed that the full-time workers have greatly increased comparative to the part-time workers. In addition, there is a reduction in men who are working as a full-time whilst the women fails to work in part-time (Powell and Francis-Devine, 2022). Likewise, these statuses suggest that workers whoever willing to work in part-time, full-time is expected to be stable until 2027 (Wilson et al., 2020). 
[image: ]
Figure 3: Full-time v/s part-time workers in UK (Source: ONS, 2022).
Employees versus self-employed: 28.41 million people were considered to be working as employees whereas nearly 4.23 million people were considered as self-employed. However, the rise in employees was observed from 2011 wherein, the rise of self-employers had also seen an increase gradually. However, upon the start of pandemic, the rise have fallen down to almost 362,000 (Powell and Francis-Devine, 2022). After the financial crisis in 2008, self-employment is expected to fall down thereby having a 10% in all jobs by 2027 (Wilson et al., 2020). 
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Figure 4: Statistics of employees and self-employees (Source: ONS, 2022).
Public versus private sector: In 2022, 27 million people were employed in the private sector whilst 5.77 million people were employed in the public sector. However, both the private sector and public sector has seen a downfall of 313,000 and 307,000 respectively March, 2020 to September, 2022. Likewise, it shows that there is an increase in the private sector more than the public sector (Powell and Francis-Devine, 2022). 
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Figure 5: Comparison of public and private sector employment in UK (Source: ONS, 2022).
Vacancies: When it comes to vacancies, the number has reduced to 1.19 million in September to November, 2022 which is still 391,000 higher than January, 2020. Nevertheless, when comparing the vacancies and the number of unemployed people in August-October, it is more likely similar (Powell and Francis-Devine, 2022). This suggests that highly qualified people are more likely to grow with the overall demand for even simple qualified jobs within industries. As a result, there is a great qualification intensity in majority of the jobs especially for those who do not have prior experience in the industry (Wilson et al., 2020). 
[image: ]
Figure 6: Vacancies related to each sectors in UK (Source: Wilson et al., 2020). 
[bookmark: _Toc122246297]2.4 Unemployment
The unemployment status was seen falling down from 4% to 3.7% when compared with the pandemic year and as of October, 2022. This accounts for 1.25 million of UK’s overall population. However, this is comparatively lower compared to post-recession period of 2008’s financial crisis which accounted for 8.5%. After the implementation of the job retention scheme, there is a steady fall of unemployment rates compared to 2019 (Powell and Francis-Devine, 2022). 
The unemployment rate was seen to be highest in the West Midlands where it accounted for 4.9% wherein South West (2.0%) was considered to be lowest (ONS, 2022). According to Bank of England forecasted that the unemployment rate will be lower in the coming months, but, there will be an increase from the end of 2023. 4% unemployment rate is expected to rise by the end of 2023, while it is expected to rise by 5.9% and 6.4% by the end of 2024 and 2025 respectively (Bank of England, 2022). 
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Figure 7: Unemployment rate shows gradual decrease (Source: ONS, 2022).

[bookmark: _Toc122246298]2.5 Earnings
Earnings or wages can be given on a monthly, weekly, daily or hourly basis which excludes, overtime payments, bonuses, rewards, allowances and other social security payments. Hence, analysis on earnings are important to provide insights into labour productivity and standard of living (Pietschmann et al., 2016). As mentioned earlier, a tight labour market is observed in the recent years due to nominal wage growth. From the studies, it was observed that there was a strong growth in average in cash terms until October, 2022. In contrast, real-term growth for earnings has reduced thereby made the CPI inflation to 10.4% (Powell and Francis-Devine, 2022). 
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Figure 8: Earnings observed (Source: ONS, 2022).
[bookmark: _Toc122246299]2.6 People in the labour market
Women and men: When comparing both genders, the opportunities for men are higher compared to women. Because, 17.13 million men were worked whilst 15.64 million women were at work in October, 2022. Thus, nearly 79% of men were employed and 72.2% of women were employed. However, the gap rates were observed to narrow down steadily because of the number of women who are economically inactive. Because, the economic inactivity of women in 2022 was 25.1% compared to 17.9% of men (Powell and Francis-Devine, 2022).
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Figure 9: UK Employment profiles by gender and employment status 1981-2027
Young people: Nearly, 431,000 people who are aged 16-24 were unemployed which accounts for 10.5%, yet the unemployment standards remains low for these people. In the early 2020, there was a large fall in the employment levels thereby increased the unemployment. However, after September, 2020 the unemployment levels decreased. However, the employment of young people were lower compared to other categories (Powell and Francis-Devine, 2022). 
[image: ]
Figure 10: Employment rate of young people in UK (Source: ONS, 2022).
Nationality: 75.2% employment rate was seen for non-UK nationals and 75.6% were observed for UK nationals. Thus, EU nationals possessed 80.9% employment rate which is higher than non-EU nationals, where they had only 69.5%. In a broader aspect, nearly 2.11 million people were nationals from 27 EU countries whilst 1.83 million were nationals outside the EU countries (Powell and Francis-Devine, 2022). 
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Figure 11: Employment rate by nationality in UK (Source: ONS, 2022).
Disability: According to the statistics, 29.8% of gap difference was seen among employment rate for disabled people (52.6%) versus the people who are not disabled (82.5%) in 2018, which recorded the highest gap in the history. However, from 2013 to 2022, the disability gap difference reduced to 4.4% which suggests that the rate for disabled people was rising heavily (Powell and Francis-Devine, 2022). 

[image: ]
Figure 12: Disability gap (Source: ONS, 2022).
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3.0 The emerging changes in Human Resourcing (HR) Strategies in the post Covid, post Brexit external environment
[bookmark: _Toc122246301]3.1 HR strategies in the post Covid period
Due to the spread of COVID-19 virus, several countries and companies have imposed necessary regulations to stop the spread of it. These include lockdown measures, quarantines, temporary closure of schools, universities and small-scale businesses, travel and flight restrictions, prohibition of mass gatherings and public events (Gourinchas, 2020). However, during the mid of the pandemic, several companies have reopened to recover from the economic shock with extreme and cautious rules and regulations (Hamouche, 2021). In this context, the pandemic has lead the human resource management practices to be challenging and difficult. As a result, the companies had to undergo several changes in order to fight with the crisis effectively and efficiently.
Due to the COVID-19, it has altered the working conditions greatly. For instance, for the business continuity, most organization should ensure that they operate in remote working conditions thus, allowing the workers to work from home (Gourinchas, 2020). However, this condition cannot be applicable to all the workforce in UK, as majority of them work in manufacturing industries or health care, where they need their physical location to work (Koirala and Acharya, 2020). As a result, of those who cannot work from home are more likely to lose their jobs according to the studies conducted by Adams-Prassi and colleagues (2020). These factors drives the HR managers to restructure their working conditions to allow the employees to work efficiently despite the spread of the disease. For instance, some companies in UK allowed the remote work on alternate days/weeks and on a rotating basis, where the employees should visit the company on particular days of the month. Or else, some organizations worked on work-from-anywhere model, where the employees who wish to work remotely yet, can visit the company if there are any requirements (Przytula, Strzelec and Koscianska, 2020). The Boston Consulting group said that nearly 25% of their work-force worked remotely before the pandemic and it is expected to rise up to 50% or more in the post-covid period (Boston Group, 2020). 
[image: IMG_256]

Figure 13: 'New normal' during post-covid period (Source: Hamouche, 2021).
New opportunities have been created due to the implementation of digitalization and technology which allowed to overcome the difficult situations like pandemic. It has also provided new work opportunity like “work from home” ability to the employees without going to the physical locations. As a result, it has effectively responded to crises (Guo et al., 2020). For example, in 2019, the KPMG Company was planning to invest on HR technology which will enhance their HR analytics and automation in the next two to three years. But, after the spread of the virus, the strongly believe that technology will be a significant change in the HR strategies. Nearly 60% of their employees agreed for new innovation through digitization (KPMG, 2020). 
Moreover, it is important that HR managers adapt to rapidly changing environment and to implement new skills to suit those environment and allow the employees to better suit new roles and regulations. As a result, reskill and up skill procedures will have a positive impact on the post-pandemic era to deliver new business models and ideas (Przytula, 2018). Notably, respondents of McKinsey and company stated that 87% of them are going through skill gaps. As a solution, nearly 56% of them agreed to hire or build up new skills to overcome these challenges in the post-pandemic time (McKinsey and Company, 2020). 

[bookmark: _Toc122246302]3.2 HR strategies in the post Brexit period
According to the analysis of PWC (2016), the Brexit impacts the UK to remain relatively large and growing economy. However, it is not as large as if the UK were to remain in the EU. 
[image: ]
Figure 14: Analysis of UK's economic growth (Source: PWC, 2016).
However, since exist of UK from the EU, several companies are facing uncertainties which requires them to prepare for a wide range of post Brexit scenarios. The key issues in each of the sectors in UK and the major implications of them are provided in Figure. 15. In this context, HR management in the companies of UK are critically facing a challenging environment so as to enhance their business. 


[image: ]
Figure 15: Key issues and the implications faced during post-Brexit period (Source: PWC, 2016).
With the implementation of Brexit, labour, capital, goods, and services between UK and EU have been restrained which creates a stress among the workforce in UK. Therefore, the major role of HR department is to reduce this stress among their employees while keeping the internal communications as transparent as possible (Abbot, 2019). In addition, identification of immigrants who are potentially affected by Brexit and providing them with targeted support plays a significant role in the management (Azevedo, 2019). 
For certain companies, a changed market focus maybe required because of the changes in the trade and investment flows due to Brexit. As a result, these companies could move their operations in the EEA to access only the local and a single market whilst some may shift outside the EEA to access foreign markets (PWC, 2016). For example, uncertainties are most commonly seen among large banks and small financial organizations. Thus, allowing the chances for transfers of financial white-collar jobs to Frankfurt, Dublin, Zurich or Paris (Azevedo, 2019).
Another challenging effect of Brexit is its long term impact on talent and labour markets. In order to assess these challenges, analysing the dependence on EEA and Swiss nationals, in terms of who the managers directly employ and the impact of that population has on wages and labour availability are crucial factors (PWC, 2016). Although UK is considered as an important and dynamic market in the global arena, its participation could be greatly affected. Especially through Asian economies, which include China as a major country which produces innovative, productive and high growing business models. Despite the fact that Europe and America are finding numerous sustainable routes to withstand in the economies, the promotion of Brexit greatly impact the British businesses and the population (Azevedo, 2019: CIPD, 2018). In order to mitigate this risk, the HR strategies should focus on working collaboratively with other companies and through trade associations which offers potential recruits (Abbot, 2019). 
On top of all these factors, leadership is a major priority of HR strategies in which it helps how the organization will react and behave to any challenges faced in its external environment. The main responsibility of such leaders is to have the confidence, target goals, positive attitude and focused mind in overcoming the challenges in the future. Thus, the HR strategies should focus on reinforcing the company’s values, diversity, openness and tolerance. Meanwhile concentrate on HR systems, processes, procedures, and policies of the organization and the nation (CIPD, 2018: PWC, 2016). 

[bookmark: _Toc122246303]4.0 Conclusion
One of the major aims of the report was to discuss about the labour market in UK. In this manner, the report concentrated on the employment, unemployment, and type of employment, earnings and the type of labours in the context of labour market found in UK. In addition, it provided the real data statistics which suits the relevant points aforementioned in the report. The next aspect of the report is to focus on the human resourcing strategies during the post-Covid and post Brexit period. In such a way, the report focused about various factors which influence these two events and how the HR leaders should focus. Hence, it provided an in-depth understanding to overcome various challenges in the future. 
[bookmark: _Toc122246304]
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