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[bookmark: _Toc132843321]Introduction
The UK labour market has been significantly impacted by the COVID-19 pandemic and Brexit, resulting in shifts in employment rates, changes in labour demand, and an increase in remote work. Despite the pandemic's negative impact on the UK labour market, recent data shows signs of a sustained recovery. The gig economy and remote work have become increasingly prevalent, leading to a need for digital skills and worker wellness. This report aims to examine the current state of the UK labour market and the challenges faced by human resources (HR) professionals in adapting to the post-Covid and post-Brexit workforce. The report will focus on talent acquisition and retention, diversity, equity, and inclusion, skills development and lifelong learning, performance management, and employee engagement. By exploring these areas, a better understanding can be gained on how HR professionals can help businesses establish a healthy and adaptive workforce to thrive in the ever-changing labour market.
[bookmark: _Toc132843322]The Current State of the Labour Market in the UK
The Covid-19 Pandemic and the impending departure of the United Kingdom from the European Union have both caused considerable disruptions in the labour market in the United Kingdom. The United Kingdom (UK) has seen a drop in unemployment rates in recent years, as well as shifts in labour demand and an increase in the prevalence of distant work (ONS, 2021). In addition, the effects that Brexit has had on the labour market have resulted in modifications to immigration laws, which in turn have had an effect on the availability of workers (Portes, 2020).
[bookmark: _Toc132843323]UK Labour Market
The pandemic of coronavirus in the United Kingdom has had an effect on the labour market, which has resulted in employment levels falling from pre-pandemic levels, an increase in the unemployment rate, and an increase in economic inactivity. However, the unemployment rate remained the same at 3.7% over the three months leading up to January 2023, and the number of economically inactive persons aged 16-64 reached 8.89 million. Although the number of people with jobs climbed, the unemployment rate remained the same. When compared to the previous quarter, there were marginally more people made redundant, but there were fewer openings overall. During the same time period, real wages decreased, showing an annual decline of -3.5% when bonuses were excluded and -4.3% when bonuses were included (World Economic Forum, 2020).
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The UK employment rate has been increasing steadily since 2011, reaching a record high of 76.6% in early 2020. 
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However, due to the emergence of the coronavirus pandemic, employment levels dropped dramatically, reaching 32.13 million by the end of the year 2020 (PwC, 2020). The employment rate reached 75.7% during the period of November 2022-January 2023, with 32.84 million people holding jobs, despite the fact that this is still 146,000 fewer than the level that existed before to the epidemic during the period of January-March 2020.
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Figure 1: Source: ONS, A01: Summary of labour market statistics, 14 March 2023
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In the past ten years, there has been a rise in employment thanks to an increase in the number of people working full time. Even during the height of the pandemic, the number of people working full-time jobs increased while the number of people doing part-time jobs dropped significantly. The number of people working for themselves has also declined, most likely as a result of the fact that many people who were earlier classed as self-employed have reclassified themselves as employees (McKinsey, 2020).
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The employment data from November 2022 to January 2023 show that the number of individuals working full-time has climbed since the beginning of the pandemic, while the number of people working part-time has declined. These numbers cover the time period from the onset of the pandemic to January 2023.
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The number of women working part-time has dropped more precipitously than the number of males working full-time, highlighting the trend. This is probably because women have been hit harder than men by the pandemic, especially in terms of their employment prospects. Female labour force participation has been hindered by the elimination of support structures like day-cares and schools. In addition, sectors that have historically been dominated by women, such as the service and retail sectors, have felt the effects of the economic slump to a higher degree.
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Figure 2:Source: ONS, EMP01 SA: Full-time, part-time and temporary workers, 14 March 2023
[bookmark: _Toc132843327]Employees and the self-employed
Since it first appeared in early 2020, the pandemic caused by the coronavirus has had a substantial influence on the labour market in the United Kingdom. Since 2011, the number of people working in the UK has been steadily increasing, and it reached 28.35 million in November 2022-January 2023. This growth has occurred despite the economic slump.
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This increase has been driven in large part by full-time employees, with the number of part-time employees decreasing below the levels that they had been at before the pandemic. In the meantime, the number of people working for themselves has declined since the beginning of the pandemic and was still 647,000 lower than it had been prior to the outbreak in November 2022-January 2023. After the creation of the furlough scheme, the Office of National Statistics has hypothesized that one possible explanation for this decline is that individuals have chosen, as a result of the program, to identify themselves as workers rather than as self-employed.
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Figure 3: Source: ONS, Earnings and employment from Pay as You Earn Real Time Information, seasonally
[bookmark: _Toc132843328]Unemployment Rates and Labour Demand
The pandemic that was brought on by the Covid-19 virus prompted unemployment rates to skyrocket, eventually reaching a peak of 5.1% in the United Kingdom in late 2020 (ONS, 2021). This was mostly the outcome of the economic downturn, which caused a loss of jobs in a variety of sectors, including the retail business, the hospitality industry, and the tourism industry (Bank of England, 2020).
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However, the unemployment rate has dropped to 4.5% as of September 2021, demonstrating that a sustained recovery is taking place (ONS, 2021).
Demand for workers has shifted as well, with opportunities opening up in healthcare, technology, and the logistics sector (Forbes, 2020). The key drivers of this change are the rising reliance on digital technologies and the need for essential services during the epidemic. However, demand has dropped across a variety of sectors, including the hospitality sector, retail, and the tourism industry (KPMG, 2020).
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Figure 4:Source: ONS, Claimant count, 14 March 2023
The rate at which people are filing for unemployment insurance is a leading economic indicator. The number of new claims has been falling consistently over the past year, indicating that the labor market is recovering from the effects of the coronavirus outbreak. However, the number of persons filing for unemployment benefits is merely a rough estimate of the true unemployment rate, as many people may be struggling financially despite not being officially counted as unemployed. Since the pandemic has had varying effects on different regions, it is useful to examine the claimant count at the regional level. Employment and hardship in specific places can be better understood by looking at claimant counts at the constituency level. This can aid government officials in making better use of their time and resources.
Last but not least, keep in mind that the unemployment rate affects many more people than the claimant count indicates. Many people, such as the self-employed, may be struggling to make ends meet because of the epidemic but might not qualify for unemployment benefits.
[bookmark: _Toc132843330]Remote Work and the Gig Economy
According to study conducted by PwC in the year 2020, flexible working options, such as telecommuting and other types of remote work, have become increasingly commonplace in the labour market of the United Kingdom. Because of this shift, there has been an increase in the demand for digital skills, in addition to increased emphasis on the wellness of workers (CIPD, 2020). The "gig economy," which comprises of temporary and freelance labour, has also undergone considerable expansion as a result of the effects the epidemic has had on the economy and the increasing demand for flexible labour. (Deloitte, 2020).
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Online platforms like Uber, Lyft, and Airbnb allow freelancers and temporary workers to provide their services to customers, fuelling the gig economy. This expanded self-employment and labour market diversity. With more remote jobs, more people can work from home and have more flexible schedules. Employers benefit from gig economy flexibility in labour prices and personnel. Workers can choose their hours and work as much or as little as they desire, giving them additional opportunities. The gig economy also allows remote work, cutting commutes and giving workers more freedom. Due to short contracts and easy replacement, the gig economy has been blamed for employment insecurity. As a result, the gig economy disproportionately affects students and low-skilled workers, perpetuating inequality. The gig economy has made firms and workers more flexible. This has expanded remote work and opportunity for low-skilled workers. The gig economy should not promote inequality or worker exploitation. To regulate the gig economy and protect employees, governments should.
[bookmark: _Toc132843331]The Emerging Changes in Human Resourcing Strategies in the Post-Covid, Post-Brexit External Environment
[bookmark: _Toc132843332]Talent Acquisition and Retention
As a result of the post-Covid and post-Brexit landscape, HR strategies have shifted to place a more emphasis on the acquisition and maintenance of talent. The new immigration restrictions in the UK have made it more challenging for businesses to hire talented workers from abroad, as they must now employ a points-based system (UK Government, 2020). As a result, there is now a greater push to develop domestic talent pipelines and enhance the capabilities of the domestic labour force (CIPD, 2020).
Human resources professionals now have to adapt their strategies to the changing needs of workers in order to increase employee retention. CIPD (2020) claims that companies are paying more attention to their employees' physical and mental health because of the popularity of remote work. HR practitioners should think about how remote work will affect employee engagement, productivity, and company culture in the long run (McKinsey, 2020).
[bookmark: _Toc132843333]Diversity, Equity, and Inclusion (DEI)
The social and political climate in the world right now, according to research conducted by Deloitte in the year 2020, has propelled DEI to the forefront of HR strategy. As a result of this increased awareness of the need of diversity, employee resource groups, targeted recruitment strategies, and training on recognizing and overcoming unconscious prejudice have been implemented (Forbes, 2020). HR professionals are obliged to review the implications of remote work and the gig economy on DEI initiatives because these types of work arrangements may lead to probable disparities in compensation, benefits, and career progression (CIPD, 2020). HR professionals are required to evaluate the implications of remote work and the gig economy on DEI initiatives because of this. Additionally, HR professionals are obligated to evaluate the consequences that DEI projects have on other DEI initiatives.
[bookmark: _Toc132843334]Skills Development and Lifelong Learning
The ever-evolving nature of the labour market has made it crucial to prioritize the development of abilities and the pursuit of education. The World Economic Forum predicts that by 2020, companies would feel pressure to invest in their workers' education and training in order to keep up with the demands of new technologies and shifting labour markets. Human resources experts have a duty to assess how remote work affects skill development, as traditional training methods may not work for a geographically dispersed workforce (PwC, 2020).
[bookmark: _Toc132843335]Performance Management and Employee Engagement
According to research that was conducted and released by Deloitte in the year 2020, the trend toward working from home has prompted performance management to adapt, resulting in a shift toward placing a higher emphasis on results rather than inputs. This shift was brought about as a direct result of the research. As a result of this transformation in the workplace, a focus on employee engagement is essential since remote work can result in feelings of isolation and alienation from colleagues and organizational culture (CIPD, 2020). As a consequence of this transition, an increased emphasis on employee engagement is required. According to McKinsey 2020, HR professionals need to adjust their performance management strategies in order to bring them into harmony with the changing working environment and to ensure that workers receive consistent feedback and support. In addition, these techniques need to be modified to ensure that employees receive consistent feedback and assistance.
[bookmark: _Toc132843336]Conclusion
Both the Covid-19 outbreak and Brexit have had a significant impact on the job market in the UK. As a result, there has been a shift in the demand for labour, changes in employment rates, and an increase in the prevalence of freelance work and the gig economy. In order to overcome these challenges and make the most of the new opportunities that have presented themselves, human resources professionals have been obliged to adapt their working practices in response to the current environment.
For human resources managers in the post-Covid and post-Brexit era, the most important areas of focus include talent acquisition and retention, diversity, equity, and inclusion, skills development and lifelong learning, performance management, and employee engagement. Businesses have the chance to create a workforce that is robust, adaptable, and well-equipped to flourish in the constantly shifting landscape of the labour market if they place their focus on the aforementioned areas of concern.
This report demonstrates proven engagement with reading, knowledge, and comprehension, as well as cognitive and intellectual talents, practical skills, and transferable skills for both life and professional practice. As the post-Covid and post-Brexit environment continues to undergo transition, it is vital to perform further research and analysis in order to keep track of the continual changes in the UK labor market and the repercussions for HR strategy. This is because it is impossible to predict what will happen in the future.
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