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Report  
 
a) The current state of the labor market in the UK  
 
b) The emerging changes in Human Resourcing Strategies in the post-COVID, 
post-Brexit external environment.  
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INTRODUCTION 

 

As the country navigates through a transitional moment highlighted by the twin 

pressures of COVID-19 and Brexit, understanding the dynamic movements within the 

UK labor market is of utmost importance. The economic environment has undergone 

significant changes as a result of these extraordinary occurrences, which affect how 

people work and how firms run. This study examines the complex interactions 

between various factors that affect the labor market, elucidates their ramifications, 

and the project's possible futures. (Economics Observatory, n.d.) 

The COVID-19 pandemic caused seismic shifts in the workplace, forcing organizations 

to quickly adopt remote work arrangements and changing the need for a variety of 

skills. Parallel to this, a new layer of complication was added by the UK's decision to 

leave the European Union, or Brexit, which may have an impact on trade 

agreements, immigration regulations, and the labor market. (Braje, n.d.) 

This paper will examine the labor market's numerous effects of COVID-19 and Brexit. 

We will examine how remote work trends have changed workplace expectations and 

job preferences, as well as possible difficulties brought on by labor shortages as a 

result of changes in immigration laws. The paper will also examine how these 

changes may affect wage distribution, job security, and skill demand. (Braje, n.d.) 

We will analyze case studies of certain sectors in the sections that follow to give you 

a better understanding of the sectoral variances in reaction to these disruptive 

occurrences. This paper intends to provide insights into the difficulties, possibilities, 

and tactics that might help people, firms, and governments in navigating this new 

economic environment by evaluating the changing labor market through the lenses 

of both COVID-19 and Brexit. 

 

 

 

 

 



The Current State of the Labor Market in the UK 

 

The employment rate in the UK from December 2022 to February 2023 showed a 
modest increase to 75.8%, driven by part-time and self-employed individuals. To 
reach 30.0 million in March 2023, there were 31,000 more paid employees (Leaker, 
2023). 3.8% of the workforce was jobless, primarily for up to six months, which is an 
increase. In the 16–24 age range, economic inactivity dropped by 0.4%, mostly as a 
result of students. 

In Q1 2023, there were 47,000 fewer openings due to industry uncertainty. Regular 
pay increased by 6.6%, while average total pays increased by 5.9%. Overtaking public 
sector growth was the private sector. Both total and regular salary decreased in real 
terms, highlighting a difficult economic situation. (Leaker, 2023) 

348,000 working days were lost due to labor conflicts in February 2023, mostly in the 
educational sector. In conclusion, the UK's labor market was dynamic, with changes 
in employment, unemployment, wage, and labor conflicts occurring while shifting 
economic conditions. 

The United Kingdom's labor market has undergone significant transformations in 

recent years, primarily driven by the interplay of the COVID-19 pandemic and the 

aftermath of Brexit. These twin forces have shaped the job landscape, altering 

employment dynamics, sector disparities, and the demand for specific skills. In this 

article, we delve into the various facets of the UK labor market, examining its present 

condition and the factors that have contributed to its evolution. 

The COVID-19 epidemic and the fallout from Brexit have chiefly been responsible for 

the enormous changes that have occurred in the labor market in the United Kingdom 

in recent years. These opposing forces have altered employment dynamics, sector 

inequalities, and the need for particular skills, changing the nature of the job market. 

In this essay, we explore the many dimensions of the UK labor market, analyzing its 

current state and the variables that have influenced its development. (Leaker, 2023) 

 

 

 

 

 



 Covid-19 Pandemic Impact 

 

The COVID-19 outbreak had a significant impact on the UK and complicated the 

labour sector in a variety of ways. Lockdowns and slowdowns in the economy led 

to a significant loss of jobs, which significantly raised the unemployment rate. 

Due to company closures and dwindling consumer demand, businesses across all 

industries had to cut back on their workforces in order to withstand the financial 

instability. Numerous firms immediately adopted remote work and digitalization 

as defining trends in order to guarantee corporate continuity. (Mayhew & Anand, 

2020) 

 

The epidemic also caused established employment procedures to be re-

evaluated. As uncertainty grew, recruitment freezes were prevalent, and virtual 

interviews started to take over as the preferred method of applicant assessment. 

These modifications not only reflected current health issues but also 

demonstrated the potential effectiveness and convenience of virtual recruitment 

practices. (Jones, 2021). 

 

 Sector Disparities 

 

The pandemic's effects were not uniform across industries. The hospitality sector, 

which depends greatly on tourism and in-person meals, experienced a sharp 

downturn. Due to travel limitations and health issues, tourism declined and 

frequent restaurant closures occurred. Similar divisions emerged in the retail 

industry, as physical stores struggled with closures and decreased foot traffic. 

However, when consumer behaviour switched towards online purchasing, e-

commerce and online retail grew rapidly. (Sama et al., 2021) 

The demand for goods and services increased significantly in the healthcare and 

technology industries, though. Due to the strain on medical resources, there was 

a strong demand for healthcare positions, and the IT industry grew to meet the 

demands of remote work and digital communication. (Sama et al., 2021) 

 

 

 

 Brexit's Influence 



 

The labor market now confronts a distinctive array of challenges due to the 

aftermath of Brexit. The alterations in the immigrant workforce, stemming from 

the cessation of free movement and the implementation of new immigration 

rules, have triggered shifts in the labor landscape.  

Sectors such as agriculture and healthcare, which heavily depended on European 

talent, found (Sama et al., 2021) In this landscape, businesses encountered 

intricate talent problems as they endeavored to fill positions that European 

workers previously occupied, necessitating swift adjustments to accommodate 

the new immigration regulations. (Portes, 2023) 

The majority of economic evaluations predict that Brexit will hurt the UK 

economy more than it would have if it had stayed in the EU. The main effects are 

fewer immigration, which causes labour shortages in particular industries, lower 

commerce because of greater barriers with the EU, and lower foreign direct 

investment and capital inflows. The nature of Brexit and the future commercial 

relationship between the UK and EU will determine the extent of the economic 

damage. The economic consequences of a "soft" Brexit with tight connections to 

the EU are projected to be between 1% and 2% of GDP. The long-term costs of a 

"hard" Brexit and trade under WTO regulations rise to almost 5% of GDP. 

Estimates contain a great deal of uncertainty. (Gudgin et al., 2018) 

 

 

 Skills Mismatch 

 

The skills gap is a recurring problem made worse by the epidemic and Brexit. This 

problem happens when job searchers' abilities do not match what companies are 

looking for. The end effect is underemployment, as people hold jobs that do not 

fully make use of their skills. It is now essential for those who want to stay 

competitive in the changing work market to upskill and reskill. 

 

Employers also have difficulties as a result of the skills gap. Finding qualified 

employees has been harder, lengthening the hiring process and perhaps 

decreasing productivity. It costs more to train current employees, yet doing so is 

frequently required to close the skills gap. 

 



 

 Supporting Data 

 

The hotel and retail industries were severely damaged, and the Office for 

National Statistics (ONS) reports that the UK's unemployment rate peaked during 

the pandemic-caused lockdowns. A substantial drop in job openings in these 

industries contrasted with a rise in demand for positions in the healthcare and 

technology industries. Industry reports from organisations like the Confederation 

of British Industry (CBI) and the Institute of Directors (IOD) provide insightful 

information about the difficulties and changes that firms have faced. (Clarke et 

al., 1998) 

 

In conclusion, the UK labor market is in an adaptable and resilient position right 

now. The Covid-19 epidemic and Brexit have combined their influence to cause 

substantial changes in how we operate and the skills we require. Industries like 

healthcare and technology stepped up to face the challenges while sectors like 

hospitality and retail traversed unfamiliar seas. In the midst of these changes, 

there is a clear need for coordination between the public and commercial sectors, 

with an emphasis on retraining and upskilling to close the skills gap. Embracing 

flexibility, innovation, and continual learning is the compass pointing both 

companies and people toward a future of dynamic development and prosperity 

as the UK labor market forges ahead into new terrain. (Hamouche, 2021) 

 

Emerging Changes in Human Resourcing Strategies 

 

In contrast to other crises that focused on finance or IT directors, the COVID-19 

epidemic moved the spotlight on HR leaders in organizations. The worldwide HR 

industry will be significantly impacted by this move. The pandemic brought to light 

flaws in research on strategic HRM, which has mostly focused on the relationship 

between HR practices and corporate performance. The pandemic highlighted the 

dual requirement for strategic and tactical HR contributions and highlighted the need 

to understand how elements like remote work affect employee behaviour. It also 

questioned the dominance of shareholder viewpoints. (Malik & Sanders, 2021) 



The dynamic movements in labor markets and the changing expectations of the 

workforce are driving a considerable transition in the field of human resource 

management. Organizations are implementing a variety of cutting-edge tactics to 

manage their human resources efficiently, guarantee peak production, and promote 

an inclusive and expanding culture in response to these developments. Adaptable HR 

approaches, flexible work arrangements, skill development and reskilling, a strategic 

focus on Diversity, Equity, and Inclusion (DEI) initiatives, and the use of data-driven 

HR practices with agile recruitment methods are five key emerging HR strategies that 

are influencing the future of work. 

 

 Adaptable Approaches for Changing Labor Markets 

Organisations are seeing the necessity for flexible HR strategies as labor markets 

grow more erratic and fluid. Modern methods that are more adaptable and agile 

are replacing the outdated one-size-fits-all method. This calls for keeping an eye 

on market dynamics, foreseeing skill transitions, and promptly modifying 

methods for hiring, training, and workforce planning. Companies may gain a 

competitive edge and better match their staff with the needs of the market by 

staying ahead of these developments. 

 

 

 Flexible Work Arrangements to Accommodate Diverse Needs 

Diversity in the workforce now includes varied job preferences and lifestyle choices 

in addition to demographic variables. Flexible work arrangements are becoming 

more popular, including remote employment, part-time possibilities, and different 

timetables. This emphasizes that each person has unique requirements and that 

meeting those needs promotes work-life balance as well as employee engagement, 

loyalty, and productivity as a whole. (Braje, n.d.) 

 

 Investment in Skill Development and Reskilling for Employees: 

The importance of upskilling and reskilling has increased for both workers and 

organizations due to the rapid speed of technological development and the 

changing nature of occupations. Investment in chances for continuous learning 



empowers organizations to have a trained and adaptable workforce while 

enabling people to stay current and flexible in their positions. Companies may 

cultivate a workforce that is adaptable to change by encouraging a culture of 

learning and offering tools for skill development. 

 

 Strategic Focus on Diversity, Equity, and Inclusion (DEI) Initiatives: 

Initiatives for diversity, equity, and inclusion (DEI) have evolved from being 

merely trendy terms to crucial corporate requirements. A diverse workforce 

stimulates creativity, improves decision-making, and attracts top talent, according 

to organizations. The emphasis is on building an inclusive atmosphere where all 

employees feel appreciated and have equal opportunity for progress, not merely 

employing diversely qualified personnel. To realize a diverse workforce's full 

potential, strategic DEI activities are essential. (Khan & Millner, 2023) 

 

 Utilization of Data-Driven HR Practices and Agile Recruitment Methods: 

 

In a time where technology and data are kings, HR practices are increasingly data-

driven. Advanced analytics are being used by businesses to guide their decision-

making processes, from selecting the best people to anticipating attrition trends. 

Agile hiring practices, impacted by data insights, allow HR teams to quickly adapt to 

talent demands and modify their plans based on current facts, increasing the efficacy 

and efficiency of the hiring process. (Khan and Millner, 2023) 

The field of human resource management is going through a significant 

transformation as a result of the need to adapt to changing labor markets, take into 

account the preferences of a diverse workforce, invest in skill development, support 

diversity and inclusion, and use data-driven insights for hiring and decision-making. 

Together, these initiatives highlight the demand for flexible, adaptive, and futuristic 

HR strategies in enterprises. By using these strategies, businesses may position 

themselves for success in a complex and dynamic business environment. (Costa Dias 

et al., 2020) 

 

 



Conclusion 

In conclusion, the COVID-19 epidemic and the post-Brexit environment are shaping 

the UK labor market, which is at a critical moment. The key to effective human 

resource strategies as organisations manage these transforming difficulties is 

flexibility, agility, and forward-looking thinking. 

The pandemic's tectonic transformations, such as the growing adoption of remote 

work and sector-specific inequities, have highlighted the necessity for adaptable HR 

practises. Parallel to this, Brexit's impact on immigration and the availability of 

people has forced organisations to rethink their hiring and skill-development 

strategies. (Braje, n.d.) 

In response, forward-thinking businesses are adopting flexible work arrangements as 

a way to improve organizational resilience and employee happiness. In order to meet 

changing needs and empower their staff, investing in skill development and reskilling 

has become a strategic priority. 

It is also impossible to overstate the strategic significance of Diversity, Equity, and 

Inclusion (DEI) efforts. A paradigm change in how DEI is incorporated into HR 

strategy has resulted from organizations realizing that diversity stimulates creativity 

and propels organizational progress. 

Organizations are using predictive analytics to manage the fast-changing personnel 

market as data-driven HR practices gain popularity. Data-driven business practices 

enable organizations to proactively adapt to changing talent demands when 

combined with agile recruiting strategies. 

The secret to long-term success in this complex environment is the integration of HR 

strategy with the dynamic labor market. The capability of an organisation to draw in, 

keep, and develop top people will depend on its ability to quickly innovate and adjust 

its HR practices. 

In conclusion, the UK labor market's trajectory is marked by uncertainty and 

opportunity. By embracing the emerging changes in human resourcing strategies, 

organizations can position themselves at the forefront of innovation, resilience, and 

adaptability, ensuring a sustainable future amidst the evolving dynamics of work. 

 



 

 

References 

 Economics Observatory. (n.d.). What’s happening in the UK labour market? [online] 
Available at: https://www.economicsobservatory.com/whats-happening-in-the-uk-
labour-market. [Accessed on 18 August] 
 

Jones, M. (2021). COVID-19 and the labor market outcomes of disabled people in the 
UK. Social Science & Medicine, p.114637. 
doi:https://doi.org/10.1016/j.socscimed.2021.114637.[Accessed on 17 August ] 

 

Leaker, D. (2023). Labor market overview, UK - Office for National Statistics. [online] 
www.ons.gov.uk. Available at: 
https://www.ons.gov.uk/employmentandlabormarket/peopleinwork/employmentan
demployeetypes/bulletins/uklabormarket/april2023.[Accessed on 11 August] 

 
Mayhew, K. and Anand, P. (2020). COVID-19 and the UK Labor Market. Oxford 
Review of Economic Policy, 36(1). doi:https://doi.org/10.1093/oxrep/graa017. 
[Accessed on 20 August ] 
 

Portes, J. (2023). The impact of Brexit on the UK economy: Reviewing the evidence. 
[online] CEPR. Available at: https://cepr.org/voxeu/columns/impact-brexit-uk-
economy-reviewing-evidence.                                                                              
[Accessed on 18 August] 
 
COVID-19 on apprenticeships in England: A report for the Sutton Trust. 
Entrepreneurship & Regional Development, 1-16. 
https://doi.org/10.1080/08985626.2021.2019415 
 
Sama, S.R., Quinn, M.M., Galligan, C.J., Karlsson, N.D., Gore, R.J., Kriebel, D., Prentice, 
J.C., Osei-Poku, G., Carter, C.N., Markkanen, P.K. and Lindberg, J.E., 2021. Impacts of 
the COVID-19 pandemic on home health and home care agency managers, clients, 
and aides: a cross-sectional survey, March to June, 2020. Home Health Care 
Management & Practice, 33(2), pp.125-129. 

 



Gudgin, G., Coutts, K., Gibson, N. and Buchanan, J., 2018. The Macro-Economic 
Impact of Brexit: Using the CBR Macro-Economic Model of the UK Economy 
(UKMOD). Journal of Self-Governance & Management Economics, 6(2). 

 

 

Clarke, J., Cockram, O., Pervaiz, I., Mansaray, I. and Orkney, C., 1998. About these 
statistics. 

 

Costa Dias, M., Joyce, R., Postel-Vinay, F. and Xu, X., 2020. The challenges for labour 
market policy during the Covid-19 pandemic. Fiscal Studies, 41(2), pp.371-382. 

 

Hamouche, S. (2021). Human Resource Management and the COVID-19 crisis: impli-
cations, challenges, opportunities, and Future Organizational Directions. Journal of 
Management & Organization, [online] 1(1), pp.1–16. 
doi:https://doi.org/10.1017/jmo.2021.15. 
 
Malik, A. and Sanders, K., 2021. Managing human resources during a global crisis: A 
multilevel perspective. British Journal of Management, 32(4), pp.e1-e19. 
 
Braje, I.N., The new normal: Remote work after the covid-19 pandemic. Good Gov-
ernance and Resilience, p.64. 

 

 


