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· [bookmark: _Toc112797953]Introduction
The labor market statistics is able to offer an insight into an economy by considering different measures in the labor market. Different number of aspects are measured in this process which varies from working patterns of the people in an economy, the benefits and earning these people receive, different types of work they do and their participation in the labor force. Different aspects to measure the current state of the labor market has been taken into consideration in the below. 
· [bookmark: _Toc112797954]Measures of the Labor market
The key measured to the labor market have been analyzed.
[bookmark: _Toc112797955]Hours Worked
According to Bick et al. (2022), The estimates of earning and pay are covered by three main areas general which are pay, bonuses and overtime. It is notable here that the earnings are excluding the non-standard ways of paying to a an employee in the form of compensation for travelling expanses, benefits in kind and shares offers in the firm etc (Bick, Fuchs-Schündeln and Lagakos, 2018).  in addition, earnings statistics can further be classified into two different categories, short-term indicators and structural statistics, where average weekly earnings is a short term statistics whereas the annual surveys of hours and earnings can be taken as the structural statistics An increase in the actual week hours worked was observed in Feb to April 2022 by 12.2 million hours to nearly a billion hours. It seemed to be an increase from the past quarter but this still can be considered below pre-pandemic levels by nearly 7.6 million. On the other hand, if something that has returned now to the levels similar to pre-pandemic, is the weekly hours worked. Koebel and Pohler (2020), Argued in this regard that the increase in the weekly hours during the Feb to April is due to the fact that par time workers have increased their working hours by 0.6 hours from their pre-pandemic working hours. 
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[bookmark: _Toc112711516]Figure 1: hours worked in millions from (Feb to Apr 2007) to (Feb to Apr 2022)
Source: Office for National Statistics – Labour Force Survey
[bookmark: _Toc112797956]Employment Rate
In addition, the number of people in employment in the UK is measured by the labor force survey and are consists of people aged 16 years and over who did one hour or more of paid work per week. As per the recent record of the April June 2022, the in employment number of people aged 16+ was recorded nearly 32.79 million whereas the employment rate was nearly 75.5% during this period. In the previous quarter of Jan-Mar 2022, the in employment rate was nearly 75.6% a slightly higher than current quarter. There is no doubt that the employment levels have been found rising gradually over the past quarters after the devastation brought by pandemic but they are still below by nearly 192,000 their pre-pandemic level. According to Saridakis (2020), the numbs of the full time employees have been found increasing over the past quarter to a record high. Chandola and Rouxel (2021), argued that the increase in the full time employees starting 2022 was the result of part time employees turning into full time employees as their numbers significantly decreased. Besides, a significant decrease in the numbers of the self-e employed workers are fell during the pandemic, were now found to be gradually picking up. 
[image: ]
[bookmark: _Toc112711517]Figure 2: Unemployment rate in percentage from (Feb to Apr 2007) to (Feb to Apr 2022)
Source: Office for National Statistics – Labour Force Survey
[bookmark: _Toc112797957]Real Earnings
According to Alhadab (2018), The average wages in the UK fell in real terms in the three months to June 2022 where an annual change of -4.1% brought into notice excluding bonuses whereas -3.7% including bonuses. In addition, a growth in the average total pay of the employee’s inclusion of bonuses was observed by nearly 6.8% and from the period of feb to April 2022.  Moreover, regular pay dropped down on the year by 2.2% when adjusted for inflation.
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[bookmark: _Toc112711518]Figure 3: Real Earnings annual growth rate from (Feb to Apr 2007) to (Feb to Apr 2022)
Source: Office for National Statistics – Labour Force Survey
[bookmark: _Toc112797958]Job Vacancies
Moreover, when it comes to the vacancies, nearly 1.27 million vacancies fell on the quarter in may to July 2022 which is an unprecedented downfall knowing after a rise steadily since April June 2020. Keeping in view the new normal era in the post-COVID era, a drastic increase in the number of job vacancies from march to May 2022 reached a new record of nearly 1,300,000 but at the same time the rate in the growth of the vacancies pre-pandemic level continued slow growth. Mayhew and Anand (2020), Argued in this regard that after such a huge increase in the redundancies, the UK economy had to revive back as things are coming back to normal a bit. Besides, the Brexit impact cannot be denied as there is need to fill in the important positions. 
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[bookmark: _Toc112711519]Figure 4: Number of Job Vacancies in thousands from (Mar to May 2007) to (Mar to May 2022)
Source: Office for National Statistics – Labour Force Survey
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Furthermore, there is a decline in the unemployment rate observed in the recent quarter from February to April 2022 where a decrease of nearly 0.2% points was observed on the quarter to 3.8% (Simionescu, Streimikiene and Strielkowski, 2020). The UK unemployment rate has been 3.8% and in other words people aged 16+ were found unemployed which makes it a number of nearly 1.29 million people. in addition, the levels of the unemployment fell since the previous year of 306,000 but this number is still below by 82000 to the pre-pandemic levels (Gupta, Pierdzioch and Salisu, 2022). 
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[bookmark: _Toc112711520]Figure 5: Unemployment rate (all aged 16+) from (Feb to Apr 2007) to (Feb to Apr 2022)
Source: Office for National Statistics – Labour Force Survey
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On the other hand, a total number of 8.89 million people between the age of 16-64 were found economically inactive with an inactivity rate of 21.4% (Barr, Magrini and Meghnagi, 2019). The levels of inactivity increased on the quarter but this level is way above than the pre-pandemic level by nearly 445,000 which does seem to be a big difference. During the period of February to April 2022, the economic inactivity rate had a decrease by 0.1% points to 21.3%. O'mahony and Samek (2021), Argued that the decrease in the economic activity for this period is a result of the students becoming economically active in this period. 
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[bookmark: _Toc112711521]Figure 6: Economic Inactivity rate (all aged 16 to 64) from (Feb to Apr 2007) to (Feb to Apr 2022)
Source: Office for National Statistics – Labour Force Survey
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In addition, the redundancy rate during Feb to Apr 2022 per 1000 employees was found on a decline by nearly 0.5 people per thousand when compared with the period of Dec to Feb 2020 where nearly -1.9 people per thousand redundancies was recorded (Petzer, 2020). This somehow makes the rate of redundancies for the quarter of Feb to April 2022 decreasing at record low levels since the first quarter of 2021. 
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[bookmark: _Toc112711522]Figure 7: Redundancy rate per 1000 employees from (Feb to Apr 2007) to (Feb to Apr 2022)
Source: Office for National Statistics – Labour Force Survey
· [bookmark: _Toc112797962]Conclusion
In the three months to June 2022, the earnings continued to fall in real terms due to high inflation rate continuous. It was also found out that the fall of the earnings since 2001 excluding bonuses was the largest. In addition, the number of vacancies were found falling for the first time since April June 2020 but the thing to be noted here is that they remained well above the pre-pandemic levels. Moreover, the employment is on an increase when compared with the previous quarter but the signs indicate that it is slowing down whereas the economic inactivity and unemployment levels both are on an increase in the latest quarter as well.
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· [bookmark: _Toc112797964]Introduction
The dynamics in the UK business environment have been changing rapidly for over half a decade which have been reflecting in the labor market. These dynamics changes that are taking place in the environment are somehow influencing the intra-organizational context of the HRM the most when compared with other functional units. The dynamic changes have been enforcing the HRM to shape the HR practice and policy relevant to the cultural, structural and strategic conditions within the organization. The two most influential events in the history of UK business environment occurred in the form of Brexit approval and Outbreak of COVID-19 Pandemic in the previous half a decade or so which somehow resulted in shaping the HR strategies and enhanced their significance in the modern day business environment. when it comes to analyzing the business environment of the UK, the status of the potential trade disruption to cross-border and UK approval to Brexit has been the topic of discussion for past half a decade now and captured the attention of the world. The workforce has been the key area in this regard that have impacted the originations operating in the UK the most and this is where the enhanced role of the HRM comes into play. This report attempts to identify the emerging strategies of the HRM as a result of occurrence of these two major events in the UK business environment. 
[bookmark: _Toc112797965]Remote Working
The BCG group also kwon as the Boston consulting group asserted that before the pandemic, the employees used to work remotely nearly 25% of their estimated time and the research also reveal that this number could rise to 50% or more approximately in the coming years (Watermeyer et al., 2022). There is no doubt that the pandemic has enforced to adopt remote working which is the result of nearly 63% people believing that they will certainly be reliant on the digital technologies even well after the subsides of COVID-19. The shortage of the talent and qualified people in the UK after the approval of Brexit has also been counterbalanced with the adoption of the remote working which is why the people in the UK have been relaying too much on the digital technology and why not (Lloyd, Ibbotson and Pournouri, 2021). The employers in the UK as per the recent research asserted that the pandemic forced them to incline towards sharing of nearly 50% of the employees to remote working during the pandemic and nearly 25% employees to hybrid mode. In addition, the employees as per the research carried out by Johnson et al., (2020) also want flexibility in when and where they would like to work in the post-COVID era. Now things are a little complex for the human resource management as there is not much best practice available on leading the remote team as the research revealed that technology issues like the lost connection have resulted in interrupting the virtual meeting for 85% of the remote workers as per the survey carried out by (Anka, Thacker and Penhale, 2020). 
Similarly, there is clear indication about the employers in the UK struggling when it comes to adaption to the remote working which is another challenge. The HRM has been on striving to ensure reward for the virtual collaboration skills of the employees, fostering the perceived proximity, designing the ICT network and redeveloping the communication network to endorse the virtual collaboration (Adekoya, Adisa and Aiyenitaju, 2022). This emerging practice and policy related to the virtual collaboration of the HRM has undeniably benefited the employers as well as the European employees who were able to adapt to the virtual collaboration during the pandemic and this has somehow allowed the HRM in the UK to activate the mobile the global workforce after the approval of Brexit to fill in the shortage of talent and skills in the UK business environment now after UK separation with the EU. 
[bookmark: _Toc112797966]Re-skilling and re-training
According to the recent research carried out by Keep, (2020) nearly half of the employers stated that they rely on nearly half of the EU citizen’s skills and talent and find them suitable for the UK business environment. The employers also further stated that at all skill level they have found the EI migrants as valuable source of labor. Comunian and England (2019), Argued that the reason of UK employers believing in the skills and talent of the EU migrants is that they do not find sufficient practices to attract the UK candidates as well. as a result of the Brexit, both non-EU migrants and EI migrants are being treated the same way which is resulting in increasing number of challenges for the employers specially in finding the skilled employees for low or medium skilled roles. This is where the HRM had to play a significant role in filling the gaps to start the new normal era for the employers in the UK. since the rise of the globalization, the shortage of highly skilled specialists with intercultural and international experience has undeniably become a reall challenge for the international firms and the effect of the same has gone big after the Brexit approval and unwelcomed occurrence of the COVID-19. 
As per the survey carried out by Hong and Ma, (2020) stated that the only solution to this issue is either hiring or skill building where the hiring may limit the options available to the employers after the Breixt and devastation brought by Pandemic but the skills building was found a feasible option by the HRM. Since, training and development has been a major function of the HRM, they were to bring in new strategies and policies to shape the training and development in accordance to the modern day needs. The identification of the most wanted skills after the shortage of talent were identified by Faremi and Cunningham Heirs, (2022) in the survey where he found out that the skill building should be laying focus on the resilience, social and emotional adaptability and digital skills and diversity and cultural intelligence. Now the HRM are in the multinational organizations in the UK are laying emphasis on upskilling the new digital capabilities of more than half of the workforce to not only allow them to embrace the change of dynamics in the current era but also become valuable for organization after the shortage of skills and talent in the UK. 
[bookmark: _Toc112797967]Use of advanced technologies in recruitment and Selection
Since recruitment and selection is a vital and basic function of the HRM, the HR specialist are on a row to plan to invest in the HR technology which would result in enhancing the HR automation and HR analytics in the coming years (Albert, 2019). The human cloud software and employer branding through number of digital channels have been some of the focused digital ways for the HRM in the UK in the recent times. This has also been resulting in requiring change of the roles within the HRM as well (Vrontis et al., 2021). For instance, after the unwanted appearance of the COVID-19, majority of the recruitment and selection practices were being provided by ATA, application tracking system and e-bots (van Esch, Black and Ferolie, 2019). There is no doubt that the video interview usage grew after the COVID-19 appearance by nearly 58% (Herschberg, Benschop and van den Brink, 2018). In addition, reference checks also went up by 9% due to dropping of the drug test usage in selection by nearly 21%. Flower et al. (2020), Argued that the need for digital skills in the HR professionals is supposed to be skills building of the HR professionals along with the employees of the organization. The job of the HR professionals has become a little easy and complex at the same time as they are now have to have virtual communication skills to assess the talent and skill level of the employees and have control on the employee turnover rate and employee burnout to ensure sustainability for the firm (Donaghy et al., 2019). 
· [bookmark: _Toc112797968]Conclusion
To conclude, there is no doubt that the approval of the Brexit and appearance of the COVID-19 as a global external factor has undeniably enforced the HR professionals to introduce new HR policies and rules to adjust to employees to the new situation. After the approval of the Brexit, the HR were certainly making changes to the structure, culture of the organization and roles within the organization but after the occurrence of the pandemic, they were to revise and reshape what was planned. After going through number of testing for the ultimate solution to be served as a benchmark, the HR professional in the UK ensured strategic management in the areas such as use of technology during recruitment and selection process, upskilling the newly hired and existing employees and remote working. 
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