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Executive Summary
The labour market is an integral part of any economy, especially as it allows workplace goals and actions to converge together in creating a common value-based utility. The workers thus compete for attaining better positions, and at the same time desire collaboration from the staff members involved with their chosen firm. This aspect evolved before the covid-19 and Brexit, and that will be the basis through which the report will try and discuss aspects using theoretical summarisation and other suppositions. In the end, the UK context will be used for the report overall. 
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[bookmark: _Toc123380572]1.0 Introduction 
Each organisation before optimising its operations, try to position their valuable human resources whose execution will gradually reap better results. It is here, that human resource strategies maximise the scope of human capital success towards a firm thereby achieving its business objectives. Meanwhile, certain human resource strategising falls short to engage a transactional function leading to competitive advantage. The above consideration will be discussed in the report in the context of the UK. The beginning of this will entail the current condition of labour markets, and emerging changes post-covid and Brexit that have affected the company's view regarding human resource strategies. 
[bookmark: _Toc123380573]2.0 Discussion
[bookmark: _Toc123380574]2.1 Theoretical discussion
[bookmark: _Toc123380575]2.1.1 Developing labour market in the UK and with respect to other developing countries 
Some variations have affected the current labour market and its overall development involving the UK market. Before venturing to understand the progress, it should be remembered that in the past seven years the UK labour market performance has improved. However, this has not preserved the country's economy from subdued productivity growth. Still, the unemployment rate goes down by 4% on average each year. Historic highs have been seen in the employment rates, with the year-by-year contribution of labour sending the rate past 75% (Ons.gov.uk, 2021). This allowed the UK labour market to edge closer to the Swedish labour market, with an accumulated contribution to the GDP worth £250 billion. Even if these figures might take a longer time for the UK to encompass given the existing covid-19 related damage to be recovered. Concerning OECD countries, it will be interesting to view how much progression they undertake in terms of employment with regulatory changes enforced in the industry (Pwc.co.uk, 2022). To speculate on the changes in the country regarding the labour market, a broader discussion can be undertaken in a below manner. 
Firstly, payroll employees have seen a growth in continuation of employment terms, and ever since August of 2022 such cases have grown by 71000 as per the revised figures reviewed since July 2022. The other multinational corporations along with small to medium companies have also increased the terms of existing employees. This has contributed to an all-total attendance of 29.7 million workers throughout the UK. These gave a positive boost to the dwindling hopes of the existing employees, as they expected to be removed from the payroll. A practice that continued even when covid-19 protocol enforcement went down. 
Secondly, the economic inactivity rate rose by 0.4% during the quarter to 21.7% from May to July 2022. This figure was mainly affected courtesy of the part-time workers who did not show up for work maintaining prolonged periods (Ons.gov.uk, 2021). Also, student workers who were engaged in part-time activities were gradually bothered by long-term sickness. The employees were aged 16-24, rather than workers who were aged 50-64 years. That also indicated that the most experienced personnel were willing to arrive at the office, preserving their off days and this allowed them to maintain minimal absent days. 
Thirdly, the average total pay including bonuses received by workers increased by 5.5%, whereas regular pay experienced a growth of 5.2% after deductions for tax deducted at source and pension schemes from May to July of 2022. However, in real terms after adjusting for the inflation rate, the total pay has gone down by 2.6% and regular pay has gone down by 2.8% (Pwc.co.uk, 2022). The average regular pay growth towards the private sector saw a 6.0% rise from the period's May and July of 2022. This statistic was poor for the public sector which experienced a 2.0% drop in regular pay (Ons.gov.uk, 2021). Thereby creating a distinction between both sectors and their pay growth in the economy. 
Given the above developments, there have been certain changes that have affected the human resource practices in companies following the post-covid and Brexit periods. 
[bookmark: _Toc123380576]2.1.2 Emerging Human Resource strategies 
Understanding the emerging changes involving the human resource departments following covid-19 and Brexit in the UK requires the execution of frameworks and how it is utilised by organisations. 
A common model that can indicate the emerging change affecting companies is the HR value chain framework. This model was adapted from the works espoused by Paauwe and Richardson in the year of 1997 (van Donk and Esser, 2020). It works on the principle that regulates the affairs of human resource activities, thereby determining how HR management operates as a whole. 
The HR value chain framework involves activities that undertake the operations, after dividing sub-categories of elements viz HRM activities and HRM outcomes. 
HRM Activities: This revolves around the day-to-day activities conducted by an organisation that can begin with recruitment, training, compensation, and final selection. In some cases, it might also involve succession planning, whereby a personnel or worker is promoted to a position of higher power within the organisation based on their competencies. 
Recruitment 
The employers from reputed retail stores like Tesco plc, Marks and Spencers, and others. Even other IT firms like Google, Microsoft, and automobile companies like Rolls Royce have decided to increase their hiring intentions. This is mainly because during the pre-pandemic levels, despite losing many workers the companies were unable to recruit more as a mandate each year (Wilson, 2014). 
According to a survey held by CIPD, employers have responded to the above regulatory changes and recruitment challenges. That has allowed them to configure a few items on the offer letter presented to workers upon selection. These criteria can be addressed in a below manner.
Firstly, pay hikes have been considered to be around 44% for all workers, irrespective of the term regulations and working hour specifications to be followed by companies.
Secondly, upskilling is to be made an important clause under the employment contracts and offers, allowing 39% of the existing staff to be upskilled over time (Rowe, 2022). 
Thirdly, the advertising of job posts will be showcased as flexible, and roles are also to be made flexible about the parameters laid down by the roles. 
The chief recruiters or senior decision-makers of the human resource departments have indicated that in the past 12 months they have made bad hirings. This indication further found 56% of companies rushed their hiring process during the post-covid period in 2021 end and 2022 beginning (Rowe, 2022). This occurred mainly because the human resource department authorities did not consult the finance, marketing, technology, and other departments together for strategising before moving onto the hiring stage. 
Training 
Also, during the current year, 96% of the organisations who followed the above recruitment strategy through their learning and development department predicted a surge in the training budgets of companies. This is large to take place in unison with the human resource department, and research conducted by City & Guilds showed that 600 L&D departments along with the HR department were ready to agree to the above due to failure in the in-house training programmes (Urquhart, 2022). There 39% of the firms believe the rise in training budgets will look to cater to employee demands, with 37% looking to sort out any skill shortages that might be experienced (Urquhart, 2022). 
Other research showed that more than half of the large employers, that included 57% of the groups offered internal certification for their programmes. The other 29% of the recruits were offered the same externally. This strategy allowed 37% of the talent to be properly retained, whereas the rest were prepared for better job responsibilities (Urquhart, 2022).
Selection
The above training upon recruitment and selection has allowed the workers to properly showcase their talents. This was primarily lost during the covid-19 affected labour market in the UK. Hence, psychometric tests conducted by organisations during the year revealed that 75% of the talents selected by ‘Times top 100 companies’ situated in the UK proved to excel in the firm and create a 10-15% productivity overall (Saunders, 2022). These talents also proved themselves to be indispensable, allowing 18% of the enterprises in the country to agree not to hire if they do not get similar talents (Saunders, 2022). Many companies have also bolstered their onboarding programmes post-Brexit, whereby European systems have been brought into play as discussed earlier. This grew staff retention by 82% in the country which was extensively expected from the labour market (Saunders, 2022). 
HR outcomes: The above activity based strategising within the human resource departments, might have provided positive indications. However, certain goals were the firm focus of company heads that they wanted to target using the above strategies. 
To justify, whether the above activities worked for certain firms. Frederick Herzberg's 'two-factor' theory developed in 1966, which revolves around motivation and hygiene can be used in the above context (Wilson, 2014). 
The notions of the two-factor theory debate that job satisfaction and dissatisfaction might exist differently. That might also involve exclusive factors that need to be satisfied exclusively for ensuring employee motivation (Beer, 2017). It also allowed the scholar to classify a few satisfying factors and a few other dissatisfying factors. These can be identified from the below pointers. 
[bookmark: _Toc123380577]2.1.3 PESTEL Analysis with post-covid-19 and Brexit interventions 
PESTEL Analysis
Political: Firstly, the UK government has decided to continue forth with the ‘Retained EU law’ post-Brexit. Meanwhile, certain regulatory changes in the new bill allow a measure of tax curtailments, apart from retaining many of the vestiges within the European law that were lost after the departure of the UK from European laws (Morton, 2021). 
Secondly, there are other bills issued for reviewing in the parliament, which intends to revoke the ‘subordinate legislation’ allowing statutory instruments rather than actual act claims to influence the working time management within organisations of the country including TUPE or transfer of undertakings. This might also influence the term setting for fixed-term employees, part-time employees, and other agency workers as a whole. Also, as of January 1st 2021, immigrant employees coming from the EEA countries will have to comply with the newly set immigration routes post-Brexit as part of the new rules (Morton, 2021)
Economic: Firstly, the employment rate in the UK from May to July of the year 2022 has revealed a 0.2% drop for individuals aged 16-64. The overall employment rate has been 75.4% since the middle of the second quarter of 2021. However, marginal growth in opportunities has been experienced for full-time workers, and self-employed workers within the last three months of 2022 (Pwc.co.uk, 2022). Similarly, opportunities for part-time workers have decreased, reducing the scope of contributing to basic incomes. 
Secondly, The UK companies want to boost their worker requirements above pre-pandemic levels, allowing a 27% rise in the overall employment categories and job holders (Rowe, 2022). 
Currently, the Chartered Institute of Personnel and Development's latest quarterly revealed that over three-quarters i.e. 74% of the employers are going with planning and bringing in more workers within the next three months (Rowe, 2022). Whereas, only 6% of employers are looking to reduce their staff levels by 6% after the new regulation is in effect post-covid-19 and Brexit. 
Social: Firstly, as of February 2022, 84% of the workers had to conduct themselves in work activities after up skilling was made a norm (ONS, 2022). Therefore, many professional organisations gave the necessary leeway to the workers by allowing them to continue working from home even after covid-19 interventions were not in play. This led to a 30% improvement in productivity, especially among sales representatives who were able to listen to customers in a better manner (ONS, 2022). That affected them when they were working from the organisations. 
Secondly, hybrid working allowed workers to be presented with new compensation schemes that helped them to earn £40000 in one month. Such earners also had better positions within the organisations like finance directors, computer programmers, and even marketing heads. They influenced the overall productivity by 62% in an organisation, and 15% of the staff also favoured attending the office for one-month working with an added benefit pay of £15000 post-covid-19 and Brexit (ONS, 2022). 
Technological: Firstly, data by Adzuna revealed and tech nation through Digital Economy Council revealed, that 14% of the job opportunities within the UK was primarily due to software updates for popular applications like SAP, PeopleSoft, and others post-covid-19 and Brexit (Scroxton, 2021). 
Secondly, hiring for different tech positions also remain higher by 42% since 2021 that allowed the UK tech-ecosystem to grow beyond £12.4 billion through venture capital funding for cities like Bristol, Oxford, and London post-covid-19 and Brexit (Scroxton, 2021).. 
Environmental: Firstly, according to Robert Walters UK, companies who want to participate in the Cop26 environment summit, and pledged for reducing greenhouse gas emissions beyond 2025 have been seen to attract 400000 of the new talents boosting their turnover by 7% in the last year post-covid-19 and Brexit. [Referred to appendix 1]
Secondly, rising demand for ESG workers has adjusted the unemployment rate in the UK that seems to have dropped beyond 4.3%, and job vacancies in the companies have also grown beyond 1.17 million (Haine, 2021). 
Legal: Firstly, the ‘Employment Rights Act of 1996’ governs the recruitment, selection, and training of workers in the UK overall. 
[image: ]
Figure 1: Proportion work management that increased after the HRM strategy deployment
(Source: ONS, 2022)
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A theory emphasised by Fredrick Herzberg in 1968, also known as the two-factor theory can be enforced through job satisfaction and its levels of motivation. That can be followed by organisations and can be demonstrated in the below manner. 
Motivational Factors
16% of absenteeism was reduced among the 16 to 69-year-olds, preventing them from delaying a common work schedule. Meanwhile, the 70-year-old staff members reduced absenteeism by 10% overall (ONS, 2022). Certain portions of the above age groups also reduced their capacity to be absent for more than 6 months during any rolling 12-month period. As of July 2021, the post-Brexit rules might bar continuous UK residency for such candidates and without a settled status their jobs will also come into jeopardy. 
Hygiene Factors 
Firstly, 16% of the staff workers have vouched that the post-Brexit strategising through regulatory policy solutions did not work. Mainly because workers agreed that companies were taking responsibility for human resource-related investments that included education and job retaining. However, 37% of the organisations preferred the above to prevail as a secondary policy rather than a primary one (Ilzetzki, 2020). This increased the lack of improvement in working conditions for instance poor machinery maintenance, negligible provisioning of computers for work-for-home criteria, and others. 
Secondly, almost 8% of the workers, despite applying themselves for the job details, were given a salary range from £15000-20000. Whereas the other 24% of the workers who had a salary range from £20000-25000, failed to get any fast increments because the organisational policy did not allow salary increments swiftly (Spain and Groysberg, 2016). For frontier workers, their permit issued is likely to provide an extension in staying in the UK further for continuing their job roles. In such cases, there are less likely to be any salary hikes or bonuses. Especially if the permit is not issued within a fixed period for the worker. It might be said that discriminatory implications as dictated by the firm policy might be considered differently by other UK-based workers (Spain and Groysberg, 2016). This has changed post-Brexit thereby increasing the difficulty through which employees can continue to manage their work roles. 
Thirdly, a study conducted on three-quarters of the organisations following the human resource strategy in the UK has indicated that 18% of the employee departures post-covid 19 and Brexit were due to 8.9% of supervisors who failed to do delegation duties. At other times, the companies also demonstrated that they did not have an additional interviewer to view talented staff (ONS, 2022). This allowed 1% of consultants to be drawn in for recruitment-related interviewing (ONS, 2022). 
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The above report concludes that the UK labour market has experienced both upward trends and downward trends. This brought about an important change in the unemployment rates and further contributed to the gross domestic product of the country. Meanwhile, with new changes made in the employment laws and changes issued before post-covid-19 interventions, and post-Brexit interventions. The organisations have decided to increase their recruiting, impart resources on training and upskilling, and increase the retention of talented staff. While it has led to positive motivation, with workers enjoying hybrid working and work-from-home experiences. 
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Appendix 1: Green LHR by country comparing the UK and the rest of the world 
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(Source: https://www.weforum.org/agenda/2021/09/sectors-where-green-jobs-are-growing-in-demand/)
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