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[bookmark: _heading=h.1fob9te]Introduction
Human resources are considered as the most valuable asset that offers competitive edge to an organisation (Mayo, 2016). Therefore, hiring right candidates, having necessary skills and competencies, is highly essential to achieve desired business outcomes (Gamage, 2014). However, as there is increased competition for talent in recent times (CIPD, 2022), hiring a top performer is a crucial task and finding the best resourcing strategy to attract them is an even more challenging job (Cappeli, 2019). Hence, the purpose of this report is to identify the present state of the labour market in the United Kingdom (UK) and to evaluate the upcoming changes in human resourcing strategies that are existing in the external environment of the UK post the recent Covid-19 pandemic as well as post Brexit. 

[bookmark: _heading=h.3znysh7]Current State of Labour Market in the UK 
The recent data from Labour Force Survey by Office for National Statistics (ONS) confirmed that in the year 2022 the UK had experienced tight labour market wherein the employment and unemployment rate had seen an upward trend, while the economic inactivity level had a downward trend for the period August to October 2022 (ONS, 2022) (Please refer to Fig. 1). 
Figure 1: Employment, Unemployment and Economic Inactivity Rate in the UK 
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Source: ONS (2022)
As shown in Fig. 1, the UK employment rate rose to 75.6%, which was around 0.2% points higher than the previous quarter and also more than the prediction of the economists (Strauss, 2022). However, this rise is still considered as low in comparison to the pre-pandemic employment level of 1.0% point (ONS, 2022). In terms of gender, Clark (2022) published that there was higher employment among the UK male (79%) than the female (72.2%). The increase in employment rate was caused by more economically inactive individuals (16 to 69 years old) moving to employment in the post-pandemic period (ONS, 2022). In addition, Powell, et al. (2022) and Clark (2022) stated that the upward trend for employment was also attributed to increase in the number of full-time employees (around 24.6 million), self-employed workers (4.2 million) and people having two jobs (around 1.253 million) (Please refer to Fig.2). With the increase in employment, employee payrolls in November 2022 had increased by 107,000 (ONS, 2022).
Figure 2. Employment Rate in the UK by Contract Type
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Source: ONS (2022)
The unemployment level across all age groups had also increased to 3.7%, which was 0.1% point more on the quarter and 0.3% points lower than before the Covid-19 period (ONS, 2022). On the basis of the gender statistics by Clark (2022), there were more unemployed men (3.8%) in the UK than the women (3.5%) (Please refer to Fig.3). As claimed by Partington (2022), the increase in unemployment in the UK is driven by shortage of skilled labour in key occupations like health and care, hospitality, logistics and manufacturing (Walker Morris, 2022); increase of 2.5 million people in summer 2022 with long-term sickness (ONS, 2022); and decrease in wages by 3.9% on the year 2022 (ONS, 2022). Furthermore, Powell, et al. (2022) explained that after Brexit, there are fewer people migrating from Europe and therefore less number of individuals are entering the UK labour market. 
Figure 3: Unemployment Rate in the UK by Gender
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		Source: Clarke (2022)
[bookmark: _heading=h.gjdgxs]With regards to economic inactivity (21.5%), that includes workforce (termed as economically inactive) who do not have an employment or are not even looking for a job, there was a decrease of 0.2% points for August to October 2022 in comparison to previous quarter period and an increase of 1.3% points than the pre-pandemic level (ONS, 2022). This drop indicates that people in the UK, especially aged 50-64, have started searching for jobs may be because they are facing difficulty in meeting their basic needs after the pandemic ease (Elliot, 2022). Although economic inactivity had fallen in recent months, it was still high in comparison to the historic level from Dec. 2019- Feb. 2020 (ONS, 2022). In 3-months to October 2022, ONS (2022) survey stated that economic inactivity was observed more in women (25.1%) than in men (17.9%). Powell, et al. (2022) further stated that young adults (16-24 years age) and people in the age range 50 to 65 were highly inactive in the UK (Please refer to Fig. 4). Furthermore, the recent data shows that 489,000 people (16-64 years) were economically inactive in August-October 2022 due to poor health and prolonged sickness following the extended Covid-19, and young adults moving back to studies after the pandemic (The Health Foundation, 2022; Powell, et al., 2022). 
Figure 4: Economic Inactivity in the UK by Age
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Source: Powell, et al. (2022)
The current data from ONS (2022) shows that although the regular pay had increased (6.1%) for August-October 2022, the rising inflation in the UK (11.1% Consumer Price Index in the year to October 2022) had directly impacted the real wage growth that fell by 2.7% on the year (Sillars, 2022). Furthermore, there was a large disparity observed between the public and private sector pay, in 3-months to October 2022, as the former increased by 6.9% whereas the latter grew by 2.7% (ONS, 2022). As a result, the public sector employees had demanded a pay rise that would match with the surging inflation and that would help them to overcome the cost-of-living crisis (Goncalves, 2022). 
In terms of job vacancies in the UK, ONS (2022) data reveals that the number of vacancies dropped (5.2%) for the 5th consecutive period in September to November 2022. This was attributed to the slow hiring process by the UK recruiters and to workforce resistance to change the job as result of economic downturn and rising inflation (Milliken, 2022) as well as due to decrease in job posting (1.45 million) in the month of September 2022 (Recruitment and Employment Confederation [REC], 2022). 
Although the vacancies continuously decreased in the recent months, it remained high on a historic level as the recruiters increasingly struggled to find and retain top talents (ONS, 2022). According to the Labour Market Outlook report by CIPD (2022), 46% of the UK employers faced difficulty in filling vacancies and recruiting talented candidates in autumn 2022 (Please refer to Fig. 5). The House of Lords Economic Affairs Committee stated that the key factors contributing to hard-to-fill vacancies include early retirement after the recent pandemic (UK Parliament, 2022). However, The Committee also investigated other factors like, people leaving the labour market due to sickness and migration issues post Brexit as well as ageing UK population, causing labour shortage in the market. 
According to ICAEW Insight (2022), the increasing shortage in the labour market is forcing employers to re-evaluate their recruitment and training strategies. Business Chamber of Commerce (2022) stated that businesses need to adopt strategic labour planning that would help them to loosen the current tight UK labour market as well as aid in findings and retaining skilled labours in the midst of current shortage.  
Figure 5: Hard-to-fill Vacancies for Employers (%)
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Source: CIPD (2022)


[bookmark: _heading=h.2et92p0]Emerging Changes in Human Resourcing Strategies 
Covid-19 pandemic and Brexit had negatively affected the UK labour market due to business closure and restricted movement following the pandemic lockdown as well as because of end to free labour movement within European Union following the Brexit (TUC, 2020; ONS, 2021; GOV.UK, 2020). However, after nearly 2 years of uncertainty caused by Covid-19 pandemic and initial concerns about the impact of Brexit on the UK labour market, employment has sharply increased in recent times with economic inactivity gradually deteriorating (ONS, 2022). Despite this, UK recruiters are facing increasing challenges to find skilled and talented candidates in the highly competitive external environment (CIPD, 2022). As a result, human resource (HR) professionals are now adopting effective resourcing strategies and a proactive approach to attract top talents and to retain existing skilful workforce (CIPD, 2022).
In the changing world of work post-Covid-19 and post-Brexit, the expectations of the employees have undergone a significant change. A report by ACCA (2021) on Gen Z examined that they highly value a stable job contract, rapid job advancement and safe and healthy work environment. Similarly, Good Work Index 2022 by CIPD (2022) found that employees currently want work-life balance, work contract and pay and benefits, and development opportunities. 
Klerk, et al. (2021) stated that in the new world, managers need to cater to the needs and expectations of the potential candidates in order to attract and retain the best talent. Likewise, Bhagia (2022) explained that when planning recruitment and resourcing strategies, employees’ expectations should be taken into consideration. Therefore, CIPD (2022) recommended following resourcing strategies that can be adopted by HR professionals in the current cost-of-living and labour shortage crisis:
Inclusion and Diversity
Another strategy when resourcing is to ensure attracting diverse talent from a wide range of background and seniority in order to gain varying perspectives and viewpoints (Walters, 2019). CIPD (2022) illustrated that recruiters should follow inclusive resourcing practice, like promoting and providing flexible work, advertising jobs with only necessary qualification while eliminating unwanted requirements, and offering monetary support to the candidates if needed during the resourcing process. However, according to the survey by CIPD (2022), only 61% of the companies currently have a proper diversity policy and only fewer recruiters are actively involved in attracting candidates of all age groups (35%) and background (23%). Furthermore, in a study conducted by WithYouWithMe (2022), in association with YouGov, found that 2/3rd (62%) of the companies in the UK use curriculum vitae, cover letter and reference check for screening the potential aspirants, instead of using aptitude or psychometric assessments, which may put diverse talent at hiring risk. Therefore inclusion and diversity should be the first priority of the recruiters post Brexit and Covid-19 (CIPD, 2022). 
Flexible Work Arrangement 
Post the pandemic, flexible work arrangement is an emerging HR resourcing strategy that has proved beneficial for both the employers as well as the employees (Bontrager, et al., 2021). According to GOV.UK (2022), this arrangement includes different working patterns, like flexible or part time, work from home or hybrid working, job sharing, compressed hours (fewer days full-time work), annualised hours (specific hours over a year), and/or staggered hours (varying start and finish time). CIPD (2022) reported that 69% of the organisations currently advertise jobs with flexible working to attract maximum candidates. On the other hand, flexible working boosts job satisfaction and engagement, improves work efficiency and increases employees’ loyalty towards the organisation (CIPD, 2018). As flexible working is the top priority of today’s employees (Jackson, 2022), the UK Government has made it a legal right of the employees to demand flexible working from day one (Department for Business, Energy & Industrial Strategy and Hollinrake, 2022). 
Relation and Wellbeing of Employees 
According to a study by Gallup, around 61% of the new candidates stated personal wellbeing as a highly essential factor that they wanted in their new job (Wigert, 2022). With regards to employees’ relationship, a research by The Workforce Institute (2021) identified that 83% of the employees in the UK did not have a fair and equal say in the company. Therefore the recruiters should increasingly promote employees’ wellbeing and healthy workplace relationship, when resourcing the applicants (Rasool, et al., 2021). By supporting employees’ wellbeing, the recruiters can offer a healthy work environment, free of conflicts and stress, to the employees which will result in better productivity and development opportunities (CIPD, 2021). Through positive management-employees relationship, the recruiters can encourage candidates to share their perspective during the resourcing stage as well as throughout the employment which will lead to increase in job satisfaction and maximum retention (Ghani, et al., 2022). 
Better Remuneration and Benefits 
To attract candidates and to increase retention as well as to overcome recruitment difficulties, organisations in the UK (36%) are considering better remuneration and benefits as their emerging resourcing strategy (CIPD, 2022). According to GOV.UK (2022), the UK employers offer different types of benefits to their employees, such as paid holidays and pension, time-off from work, minimum wages for set working hours, travel allowance, healthcare benefits, achievement rewards, etc. 
ONS (2022) data revealed that this strategy is increasingly adopted by the private sectors than the public sectors organisations in the UK (Please refer to Fig.6). However, 44% of the employers, as per CIPD (2022) report, are planning to increase wages (44%) in recent times but not on a long-term perspective (Please refer to Fig. 7). 
Figure 6: Difference in Private and Public Sector Wages
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Source: Adapted from ONS (2022)
Upskilling Talents and Apprenticeships 
In the current cost-of-living and talent shortage crisis, instead of investing in new applicants, recruiters are planning to train and upskill their existing employees to meet their recruitment needs (Howlett, 2022). CIPD (2022) report demonstrated that 47% of the employers are planning to upskill their existing employees in order to overcome hard-to-fill vacancies. Upskilling employees help the organisation to save recruitment-related cost and time, whereas it offers an opportunity to the employees to develop their skills and potentials which can further aid in career progression (Showkat, 2022). 
Figure 7: Employer’s Plan for Heard-to-fill Vacancies
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Source: CIPD (2022)
Apprenticeship is another method for attracting and nurturing talented employees and it plays a significant role in addressing the shortage of talent in the labour market (CIPD, 2021). According to CIPD (2022), it is a paid work which offers both employment and on-the-job training to the potential candidates who also receive qualification after completion. According to the National Statistics (2022), around 613,900 individuals participated in apprenticeship in 2021/22. 

Digitalised Resourcing Channels 
Post the pandemic, digitalised solutions, like data analytics tools and artificial intelligences, are highly embraced by the UK recruiters to search and source talents from the vast pool of candidates (Kisi, 2022). Arora and Kumari (2021) explained that screening the candidate’s profile on various social media platforms helps the recruiters to access a 360-degree view of the potential applicant. On the other hand, data analytics tools convert raw data about the applicants into meaningful information which can be used by the recruiters to make real-time recruitment decisions (Hillion, 2018). Such technology helps the recruiters to streamline their resourcing process and saves time which is otherwise spent in manually contacting and shortlisting candidates, as well as helps to make smart hiring decisions based on the basis of the information available about prospective applicants (Kurek, 2021).
As per the annual report by Global Recruitment Insights and Data (2022), 81% of the organisations in the UK are planning to transform to digital recruitment whereas 48% have incorporated digital resourcing process into their business strategy. 

[bookmark: _heading=h.tyjcwt]Conclusion 
To conclude, human resources are a valuable organisation asset and the recent pandemic, Brexit and cost-of-living crisis had a profound effect on the UK labour market. Therefore, this report aims to examine the current state of the labour market in the UK and the emerging resourcing strategies adopted by UK recruits in the post-pandemic and post-Brexit era. After analysing the national statistics, it was found that the employment level in the UK had increased in August-October 2022 with economic inactivity gradually decreasing. However, it was also observed that during this period, the unemployment rate had also increased as a result of drop in the job vacancies and slow hiring process following the rising inflation. Furthermore, it was analysed that the expectations of the potential skilled candidates have also changed in the new world of work with health and wellbeing, work-life balance, job security and career progression being highly prioritised. As a result of this, the human resourcing strategies have also undergone significant changes and the recruiters are focusing on adopting inclusion and diversity, offering flexible work arrangement and better remuneration and benefits, emphasising on employee relationship and wellbeing, and in upskilling talents and providing apprenticeships, to attract talents and to overcome skilled labour shortage. 
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