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Part A
The employment landscape in the United Kingdom has changed dramatically as a result of the Covid decision.
Too far, around 90.000 persons have died in the United Kingdom as a result of the COVID-19 outbreak, according to the Office for National Statistics. Researchers have discovered that lockdown mechanisms are the most effective method of preventing COVID-19 from spreading (Anand, 2020). "Lockdowns" or "shutdowns" are the terms used to describe national or regional regulations that require the closure of businesses as well as limits on assembly and transportation activities (Chariss, 2021). Different governments in different countries have employed lockdown restrictions in different ways. More restrictive restrictions on assembly and company formation were imposed on people in Sweden and Japan, as well as in China and Germany, compared to people in other nations.
The United Kingdom's lockdown policy, which fell somewhere in the middle of these two extremes, proved to be beneficial to the country. In contrast to many other European nations, which implemented their own regulations on March 21, 2020, the United Kingdom implemented its own restrictions on March 26, 2020, with the Health Protection (Coronavirus, Business Closure) (England) Regulations 2020 taking effect on March 26th, 2020 (M, 2020). This was a few months later than many other European countries were putting their legislation in place at the time (Van, 2020). These restrictions on people's freedom of movement, as well as the prohibition of public meetings and the closure of businesses, were together referred to as "lockdown." Tougher controls, on the other hand, were retained or re-implemented in some severely afflicted areas beginning on May 13th, and the regulations were later changed, such as with the "rule of six" and the "tier system," as well as additional nationwide lockdowns and restrictions, as a result (Aurther, 2021).
For the purpose of describing the important ideas and their relationships in the labor market, a framework for statistics on the labor market is employed. The foundation of labor supply and demand allows for the creation of a complete picture for both individuals and organizations. Several organizations, including the International Labor Organization, have endorsed the success of this method (ILO) (Mvnally, 2020).
There will be jobs for job searchers in the United Kingdom who are at least 16 years old and who fall into one of the following categories:
Employed 
People who had at least one hour of paid work in the preceding week, as well as people who had a job but were on vacation (Almirah, 2020).
Unemployed
A person who is looking for work and is prepared to start immediately.
Economic inactive 
Either not seeking for work or not available to begin a new job at the time it is advertised (Mvnally, 2020).
Working arrangements (including those of employees, self-employed individuals, and people on government assistance programmes), economic reasons for economic inactivity, and other considerations are taken into consideration in our approach (such as a long-term illness or disability). When determining the availability of labor, surveys of households and the individuals who dwell in them are conducted (Youson, 2020).
People who have a need for work and are prepared to compensate their employees for doing so are referred to as employers, and they are those who represent the demand for labor in the marketplace (Aurther, 2021). Employers divide this labor into discrete positions according to their needs. Surveys of businesses are conducted in order to determine the degree of labor demand in the marketplace. Additionally, the surveys look at locations where employers are actively hiring, in addition to positions that have already been filled (Crispo, 2021).
Employees of businesses are compensated for their efforts through the payment of wages and salaries. Businesses and families both submit information on the take-home pay of their employees. The information provided by businesses is seen as more reliable and is used as the major indicator of earnings. On the other hand, household data is used when it provides information that is not readily available from commercial sources, such as government databases (Chariss, 2021).
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By comparing the most recent published employment and unemployment statistics for November 2021-January 2022 to those for January-March 2020, it is possible to assess how the epidemic affected the labor market (Gemillia, 2020).
[bookmark: _Toc100394697][bookmark: _Toc100706865]Employment
According to the Bureau of Labor Statistics, 32.49 million people were employed from November 2021 to January 2022, up from 33.01 million in January-March 2020. People 16 and older looking for work saw a drop of 519,000 jobs, or 1.6 percent, over the last two quarters. The employment rate (the proportion of people aged 16 to 64 who are employed) has fallen from 76.3 to 75.6 percent (Jhones, 2022). Between November 2020 and January 2021, employment fell to 32.11 million people as a result of the epidemic. Employment levels in the United States have begun to increase a few months following the beginning of the flu pandemic, but they are still 519,000 lower than they were before the pandemic began. Not all age groups have borne the full weight of the pandemic's job impact (Mcleavy, 2020).
Since the epidemic began, 8% of older workers aged 65 and up and 3% of 16-24-year-olds have lost their jobs. Only 1% of the workforce between the ages of 25 and 64 has been laid off. The number of young people working has climbed in recent months. From November 2021 to January 2022, 63,000 additional 16-24-year-olds were employed, representing a 2% increase over the previous quarter (M, 2020).
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Since the outbreak began, there have been experimental monthly estimates of paid staff based on HMRC PAYE data, which have been published. Between the most current official employment and the experimental data, which provides a more immediate signal of the impact of the pandemic on employment, there is a significant gap in the information. Because self-employed people are not included in the figures, they do not accurately reflect the overall developments in the labor market (R, 2020).
678,000 more employees were on the payroll in February 2022 than there were in March 2020, before the outbreak, when there were 29.7 million people on the workforce. 3 People who receive a paycheck decreased by 661,000 between March and May of 2020, according to the Bureau of Labor Statistics. This resulted in an overall decrease in the number of people getting a salary of 951,000 by November 2020 when compared to the previous peak reached in March 2020. Since then, the number of employers has gradually increased. Despite the fact that the furlough programs was set to terminate in September 2021, they continued to climb (Mcleavy, 2020).
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1.34 million People were out of employment between November 2021 and January 2022, a reduction of 39,000 over the period January-March 2020. The number of persons aged 16 and older who are out of work has reduced from 4.0 percent to 3.9 percent in the last year (Crispo, 2021) During the period January-March 2020, the unemployment rate for 16-24 year olds has fallen, but the rate for those 50 and older has reverted to levels seen before to the epidemic. Unemployment among those aged 25 to 49 continues to be 6 percent higher than it was prior to the outbreak of the epidemic (Van, 2020). It is becoming more difficult to find work, and the number of unemployed people continues to climb, reducing the amount of available labor. As indicated above, there has been a 3.8 percent increase in economic inactivity among 16-24 year olds since the beginning of the epidemic, a 3.0 percent increase among those aged 65 and older, and a 3.9 percent increase among those aged 25-64 (Aizhan, 2021).
In the COVID-19 scenario, according to the data, the number of new hires has decreased significantly. In comparison to previous studies, such as those conducted by and indeed, a year's worth of data gives a more precise depiction of the disease and the extent of healing. In contrast to the hotel and graduate recruitment industries, the care and education recruiting industries have mostly remained unscathed by the economic downturn (Crick, 2021). In general, it appears that contract terms and working hours have not changed significantly since COVID-19. It appears that there has been a minor but statistically significant shift toward higher earnings, non-permanent positions, and part-time work as a result of the data collected. As firms prepare for market instability, it is possible that the median income will climb if lower-paying job posts are not made available (Holland, 2021). The use of part-time and fixed-term contracts is becoming more frequent in the job market as businesses prepare for the possibility of market instability. Additionally, it's probable that seasonal and long-term patterns will be seen in your data sets. This pattern requires additional information in order to be completely comprehended (Vorley, 2021).
The fact that regional differences in the United States are less pronounced than sectorial disparities is consistent with their findings. Despite the fact that it looks to be recovering at a faster rate than the national average, there are considerably less advertisements in this region than in other regions (Vorley, 2021). Some of the additional elements to consider include Reed's (UN) popularity in the neighborhood, a sluggish job market, and the fact that many of the positions available in this location aren't widely visible on the internet, just to name a few instances. Further investigation is required before any conclusions can be reached. In contrast, even while lockdowns appear to have little impact on the labor market, further study is needed to corroborate this conclusion (Krasna, 2021).
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As an HR manager, how would you go about making any necessary changes to the company's human resource policies right now?
Even while human resource management (HRM) is increasingly being examined in the context of Covid-19, much of the material and commentary on these subjects is of a generic nature, giving observations and/or concepts that try to define what would constitute a "new normal (Chariss, 2021)." The prevalence of working from home or the adaptability of workplace policies, for example, could have an impact on productivity. This is a possible in the case of a global epidemic such as Covid-19, but further research into how it affects specific workplaces, employee well-being, and human resource management is needed before we can be certain. Because of the large range of institutional differences between countries, we can expect a wide range of changes around the world, but we can also expect regional variations in outcomes (Van, 2020).
With the implementation of COVID-19, not only did the workplace environment change, but so did the demographics of the workforce as well. Human resource professionals face both an opportunity and a difficulty as a result of the epidemic when migrating from a static to an agile planning model capable of adjusting to changing business and skill requirements, as described in this article (Van, 2020).
The introduction of new remote work guidelines is the most visible change. According to Gartner estimates, there will be a 48 percent increase in remote working following the pandemic. This is far not the only, or even the most significant, transition in this age of change.
Furthermore, when businesses recover from the epidemic, many aspects of their operations will be rethought. HR leaders must understand where and how these developments will impact their organization's talent and skill requirements (Mishra, 2021).
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Because of the advent of remote employment, talent can be found practically anywhere. As a result of:
· There has been a significant shift in the battle for talent.
· Low-cost talent acquisition options are becoming more prevalent.
· It is simpler to attract a diverse group of people (Krasna, 2021).
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The use of distributed labor models creates new opportunities for digitization and segmented operations. 48 percent of full-time remote workers put in extra effort, compared to 35 percent of those who are never away from their jobs, and 41 percent contribute significantly to the organisation as a whole (Aurther, 2021).
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As a result of these clusters of abilities, we now think of "critical skills" in a new light. Workflow assignments are no longer bound by a hierarchical organisation plan. 40% of employees say they routinely undertake tasks outside of their job description, suggesting that roles are insufficiently created to capture the skills required in today's workflows.
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Employees with this skill set are accustomed to managing several projects, organizations, and workflows. When asked about the best strategies to establish a future-ready workforce, firms most usually responded to the usage of contract workers as the best solution (Youson, 2020).
Workers who have been laid off or furloughed because of this problem are being helped by human resources professionals as the pandemic worsens. All of these goals are dynamic in the new normal, and HR managers are working hard to keep their staff engaged and productive.
The focus on four important areas is critical for HR managers looking to restart their careers.
Revisit your shared objectives
Everyone on the team is made aware of and committed to the clear and defined goals that have been established as part of the re-launch process (Vorley, 2021).
Reassess available resource 
The re-launch offers the team with an opportunity to reevaluate information, financial resources, and existing networks in order to better serve their objectives.
Understand member restrain 
Re-launches provide an excellent opportunity for team members to take stock of their current positions and how they've been contributing to the group's overall goals (Aurther, 2021).


Return to the status quo
In general, this is a time for team members to reevaluate how they conduct themselves and engage in new situations in light of the current conditions.
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Calm 
You will be looked to as a leader to keep your composure in the midst of this challenging and unexpected period (Holland, 2021).
Confidence 
If you're relaxed, it's not in the same way that you would be if you were sleeping. For the firm, but also for all of the stakeholders who are relying on your leadership to get them through the difficult days and months ahead, you must demonstrate your confidence in your ability to see this project through to completion. This includes not only the firm, but also all of the stakeholders who are relying on your leadership to get them through the difficult days and months ahead. (M, 2020)
Communication
It is absolutely essential that you communicate at all times with one another. This is done in order to prevent the spread of misinformation that could lead to misinterpretation.
Collaboration 
Now is the time to seek the assistance of all of your employees and team members, as well as to build task forces and sub-task forces with them, in order for everyone to play a role in resolving the problem and overcoming the current state of unpredictability (Mvnally, 2020).
Community 
Every one of us is a member of a group of people. Consequently, it is vital that we set an example by engaging in behaviors that are welcoming and supportive of the community.
Compassion 
It is vital at this time to be compassionate with one another. We can rise to the occasion with the support of a strong team, but there are many folks in our organizations who rely on us and who are not as resilient as we are. Leaders who display compassion are especially essential during times of crises (Jhones, 2022).
Cash 
When it comes to commercial Cs, Cash is by far the most prominent. Your ability to pay your employees the following week will be determined on how well you manage your funds this month. It is essential to save money (Chariss, 2021).
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