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1- Introduction:
The purpose of this report is to define and analyse the Labour market in the UK. This report defines the labour market and analyses the frame work of the labour market within the UK. It analyses the characteristics of the labour market and how these characteristic influences the labour market. This report discusses the labour situation inside the Royal Mail and the role of the Royal Mail in the labour market. It analyses the changes in the HR department in the Royal Mail in the post covid-19 and post Brexit era, and also analyses the HR emerging changes and strategies adopted by the Royal Mail during these era and make recommendation deem necessary.

2- What is the Labour Market?
The Labour market is a place where workers, skilled and unskilled, professionals, and experts offer their skills and services to employers in exchange for salaries and wages. The employer can either an organisation, small businesses, or a sole trader. The employers compete to hire the best skilled worker. According to OECD (2021. “The labour market is a term used to describe the interaction between job seekers and employers in the economy. It refers to the market where individuals offer their labour services for wages or salaries and where employers compete to hire workers.” "The labour market is the interaction between buyers and sellers of labour, which results in the determination of the wage rate and the quantity of labour demanded and supplied" (Carole Green, 2013). “The labour market is the market for the supply and demand of labour, where workers provide the labour services that employers demand in exchange for wages or salaries.” (Ricardo and Mohamad, 1994). The labour market be a physical or virtual space where the job seeker go to search for employment possibilities and opportunities. It is a place where employers advertise jobs as well. Candidates be employed and hired directly in the labour market if they are deemed suitable for the vacancy that is being advertised.

3- Characteristics of the Labour Market:
The labour market is characterised by the following characteristic:
a) Labour Supply: The labour market provides workforce for employers and industries. Both skilled and unskilled labour force can be obtained from the labour market. According to Rosen, S. (2017). “The labour market is characterised by the competition among employers to hire workers, the competition among workers for available jobs, and the role of human capital in determining wages and working conditions.”
b) Labour Demand: This factor refers to the number of workers that the employers are willing to hire for a particular job and for specific wage or salary. According to Mankiw, N. G. (2014). “Labour demand is characterized by the interaction of supply and demand forces, which determines the price of labour and the quantity of labour supplied and demanded.”
c) Wage Rates: Wage rate is the amount of compensation paid to a worker for their labour and services. It is usually expressed in an hourly, daily, weekly, or annual amount. It can also vary depending on factors such as the skills and experience of the worker and the type of job or occupation, as well as the demand for labour in the market.
d) Working Conditions: Working conditions are the physical, social, and organizational factors that affect the health and safety, and the well-being of workers on the job. These also include factors like the physical environment (temperature, noise levels, lighting), the nature of the work, (repetitive and physically demanding tasks), the work schedule, like shift work, overtime, and the social environment (workplace culture, relationships with colleagues and supervisors).
e) Labour Mobility: The ability of workers to move between their homes and the job within the geographical location. This can also be the ability of firms to adjust their employment levels in response to changes in market conditions or production processes. Blanchflower, D. G., & Oswald, A. J. (2017). Argues that;  “Complex set of factors like the supply and demand for labour, including demographics, technological change, and government policies can shape the opportunities available to workers and the wages they are able to earn.”
f) Education and Training: This is the level of education, skills and competence required for different jobs and occupations. This could be knowledge and know-how acquired either through apprenticeship or studies.
g) Labour Market Institutions: This refers to the laws, regulations, and policies that governs the interaction between employers and the workers.  The labour market institutions regulates employment contracts,  minimum wage laws, collective bargaining agreements,  working hours, health and safety and unemployment insurance, as well as the behaviour of the market.

4- The UK’s Labour Market:
Labour Market Institutions: The UK labour market is relatively a decentralized system with industrial relations, consisting collective bargains agreements negotiated at various sectors. The trade unions play a vital role in the UK labour market. They are key in negotiating working conditions, salaries, tariff and minimum wages. The UK labour market has a relatively well-educated workforce, with a high proportion of workers holding tertiary qualifications. The market is characterized by a diverse range of occupations and industries. The largest sectors includes the Healthcare sector, the retail, manufacturing, and financial services. The UK labour market has a minimum wage that is updated annually, as well as a living wage that is set higher than the minimum and is intended to reflect the cost of living. According to the UK Government, (2021). “The UK has a national minimum wage that is updated annually. The rate varies depending on the worker's age and whether they are an apprentice. The government also recommends a "living wage" that is intended to reflect the cost of living.” The market is characterized by a complex interplay of the economy, politics, and other social factors.
The UK labour market is guided by employment laws that govern the rights and responsibilities of employers and employees. The law regulates minimum wage, working time, discrimination, and health and safety. According to the Employment Rights Act of 1996. “All UK citizens have the right to employment.” (UK Government, 2021). The UK labour market consist of an Employment Tribunals that hear disputes between employers and employees. The role of the tribunal is to resolve issues such as unfair dismissal, discrimination, and breach of contract. (UK Government, 2021). The UK labour market consist of migrant workers coming from foreign countries. According the Office of National Statistics ONS, (2020). “There were an estimated 6.1 million non-UK nationals living in the UK, with the largest groups coming from Poland, Romania, and India.”

5- Royal Mail and the Labour Market:
The Royal Mail was founded in 1516 by King Henry the VIII, as a service, that is responsible for the collecting, sorting, and delivering letters and parcels across the country and internationally. Since then, the Royal Mail has been a major player in the UK labour market. According to the Royal Mail Group, (n,d.). “The Royal Mail has over 160,000 employees across the country and providing jobs in postal delivery, mails sorting, and in the administration.” Ofcom, argues that the Royal Mail also has a significant impact on the wider economy, with its services supporting businesses, individuals, and communities across the UK.
Though in recent years, the Royal Mail has been going through various changes and challenges, because of the impact of digital alternatives (Emails) than the traditional mail services, there is a decline in the volume of letters and this has resulted to an ongoing debates over the Royal Mails’ future, yet the Royal Mail still remains a major player in the UKs’ labour market. The Royal continues to negotiations with its workforce and trade unions over paying pensions, and improving working conditions. According to the Royal Mail Group, (n.d.). “Despite these challenges, the Royal Mail stilkl remains a significant employer and a key component of the UK's labour market and postal and logistics sector, which is worth over £120 billion and supports around 4 million jobs.”

6- Emerging Changes in Human Resourcing Strategies in the UK Post Covid-19, Post Brexit External Environment.
There have been a lot of changes in the HRM strategies post covid-19 and post Brexit. Companies had make adjustments on how their employees can work and hold meetings and conferences from wherever they may be. Companies had to HRM of companies had to create flexible and agile ways of working using technologies to support remote working. According to Deloitte, (2021). “The COVID-19 pandemic and Brexit have created significant disruptions to the UK labour market and have led to emerging changes in human resourcing strategies.” The outbreak of the covid-19 pandemic caused a severe disruption in the traditional way of working that the world was used to. However, HRM in most companies had to find a way that people could continue working in the midst of the pandemic. They had to cooperate with top technological companies to create programs Like Zoom and Microsoft Teams with virtual meeting rooms that could connect workers from their home to accomplish assigned task. Deloitte argues that organizations should focus on building a more resilient workforce that can adapt to rapid changes in the external environment. According to Deloitte, he advised that companies should invest in upskilling and reskilling programs that will equip employees with the necessary skills for the future of work. He said organizations are exploring flexible work arrangements that will promote work-life balance that will attract and retain talent in a competitive labour market. While The Chartered Institute of Personnel and Development (CIPD), (2021). “Highlighted the significant impact of covid-19 on the UK labour market, with many businesses and individuals experiencing job losses and reduced working hours. They suggested the importance of flexible working arrangements and mental health support for employees during the pandemic.
On the other hand, according to a report by KPMG, (2021). “Because of the impact of covid-19 in the hospitality, travel, and retail sector, remote work has become more widespread, and organizations have had to adapt to managing virtual teams and supporting employee wellbeing in a remote work environment.” KPMG argues that organizations should invest in digital transformation, upskilling and reskilling programs, and agile ways of working to adapt to the ongoing changes brought about by the pandemic. They also argue that Brexit will increase trade barriers, disrupt supply chains, and cause labour shortages. The Chartered Institute of Personnel and Development (CIPD), (2021). “Emphasised the need for businesses to plan for the impact of Brexit and to invest in skills development and retention strategies to address any potential skills gaps. According to CIPD the saw a huge shortage of skilled labour in the UK’s labour Market and warned that because of the lack of movement between EU and the UK, the UK’s labour market will suffer.

7- Emerging Changes in the HR Strategies in the Royal Mail Post Covid-19 and Brexit.
a) Remote working: The first emerging change in HR strategy that was implemented by the Royal Mail was remote working. This strategy was aimed at reducing the spread of the virus and adhere to the social distancing law. Royal Mail adopted remote work policies for the administrative staff. They were allowed to work from home. The Royal Mail introduced a range of measures to support remote working.  They provided employees with laptops, remote access to internal systems, and virtual meeting platforms to enable employees’ communication and collaboration during working. 
Post Brexit the Royal Mail had to make changes to comply with the new regulations and requirements that have been put in place. The Royal Mail has to undergo through customs declarations and charges for goods being sent between the UK and EU countries. The Royal Mail employs a significant number of workers from EU countries, and Brexit led to uncertainty on the right of workers in the UK labour force. For this reason, the Royal Mail had to adapt to a new recruitment and retention strategies that ensure and attracts foreign workforce to maintain its supply chain.

b) Health and safety measures: The Royal Mail, like all employers in the UK, is subject to regulations on health and safety in the workplace. During the Covid-19 pandemic, the Royal Mail implemented a range of measures to ensure the health and safety of its employees, including increased cleaning and hygiene protocols, social distancing measures, and the provision of personal protective equipment (PPE). Employees had to wear face mask during working hours and the work space setting was change to respect the social distancing law of 2 meters. The UK’s Health and safety regulation was enacted in 1974, and post Brexit the roles and regulation of this law still stands. Therefore, the Royal Mail still continues to guarantee that all its employees from EU countries remain employed under the Uk’s Health and safety regulations.

c) Reskilling and upskilling: Brexit impacted the availability of skilled workers in the UK labour market, the Royal Mail invested in reskilling and upskilling programs to develop its existing workforce to address the skills gaps that was created by Brexit.

d) Workforce planning: To reduce the damage caused by the impact of Brexit on its workforce, Royal Mail undertook workforce planning activities to ensure it has the necessary skills and talent to support its operations in the post-Brexit landscape.


8- Recommendations:

a) The UK government should work in collaboration with employers to Invest in education and training programs that will enhance the performance and skills of job seekers to meet the changing demands of the UK labour market.

b) The government in collaboration with the trade unions should encourage businesses to adopt flexible work arrangements like remote working to improve work-life balance. This will increase employee satisfaction and improve employees output. 

c) The UKs’ department of labour should support the development of new industries and technologies to create new job opportunities.

d) The government should provide targeted support to industries and workers who have been adversely affected by the pandemic and Brexit. For instance, giving short term loans to boost up companies so they can maintain their employees, offering funding for training and upskilling of workers, giving companies regulatory reliefs to enable them adjust to Brexit change.

9- Conclusion:
The UK labour market has been greatly impacted by the COVID-19 pandemic and Brexit. The Royal Mail, being a significant employer in the UK, had to adapt to the changes in the labour market by implementing new strategies such as remote working, workforce planning, and health and safety regulations. These changes were necessary to ensure the safety and well-being of the employees and to maintain the operations of the company. The UK government also had to play a crucial role in providing support to companies affected by the pandemic and Brexit, through measures such as the furlough scheme, bounce back loans, and other financial aid to companies. Going forward, it will be essential for the UK government and businesses to continue to adapt to the changing labour market and economic conditions, and to implement effective strategies for workforce planning, employee well-being, and targeted support to minimise the impacts of future crises.
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