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The report is going to highlight the details of UK labor market and the current state of the market along with the demerging changes within the human resource strategies in the post covid as well as post Brexit environment in UK.
[bookmark: _Toc134612285][bookmark: _Toc134613367]Discussion
[bookmark: _Toc134612286][bookmark: _Toc134613368]a) The current state  of the labor market in UK
In the three months leading up to January 2023, real average salaries decreased by -3.5% on an annual basis (excluding bonuses) and by -4.3% (with bonuses). The United Kingdom's labour force peaked between November 2022 and January 2023 at 32.84 million individuals. The employment rate (the percentage of the population between the ages of 16 and 64 that are employed) was 75.7%.The employment rate for British citizens aged 16 to 64 declined by 0.2 percentage points between May and July 2022, bringing the total to 75.4%; this is still lower than it was before the Coronavirus (COVID-19) outbreak (Fana et al., 2020). The proportion of full-time workers and freelancers increased during the last three months, while the proportion of part-time workers decreased.  Payroll workers are expected to reach a new high of 29.7 million in August 2022, according to the most recent projection, an increase of 71,000 from the revised July 2022 statistics.
May 2022–July 2022 had the lowest unemployment rate (3.6%) since May–July 1974, a reduction of 0.2 percentage points from the previous quarter. In the most recent quarter, the number of persons without jobs for up to six months hit a record low, but the number of those without jobs for six months to a year rose. Meanwhile, the number of persons who have been jobless for over a year has been steadily falling. From May to July of 2022, the economic inactivity rate rose by 0.4 percentage points, reaching 21.7% (Marsden, and Ryan, 2019). Those between the ages of 16 and 24 as well as those between the ages of 50 and 64 contributed most to this growth in the most recent three-month period. If we break down economic inactivity by reason during the last three months, we see that individuals who are unable to work due to school or illness have increased the most. June-August 2022 had the sharpest quarterly decline in job openings since June-August 2020, with a 34,000 drop to a total of 1,266,000.
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Figure 1: Average wages in UK over the year
(Source: satista, 2020)
June 2022 saw a quarterly increase of 290,000 jobs in the UK labour force, bringing the total to 35.8 million, a new high that surpasses the pre-coronavirus level of December 2019 for the first time. Employees' base salaries went up 5.2% from May to July of 2022, while their total compensation (including incentives) went up 5.5% at same time. After adjusting for inflation, regular pay fell by 2.8% year over year, while total pay fell by 2.6%. From May to July of 2022, regular salaries in the private sector rose by 6.0% on average, while public sector salaries rose by 2.0%. This is the widest disparity that has been seen between the private and public sectors since the height of the coronavirus pandemic period (Bell et al. 2020).
Over the past several years, there have been major changes in the UK labor market, which have been influenced by a number of causes. The present situation of the UK labor market, especially trends in job creation, joblessness, and earnings.
[bookmark: _Toc134613369]Employment
The UK's workforce numbers have remained largely constant in the past few years, with the unemployment rate hovering at or near 75% since 2015. The level of employment in the UK reached 75.9% in the fourth quarter of 2021, slightly higher than in the third quarter. The continued COVID-19 outbreak has nevertheless experienced a substantial effect on the labor force, with many companies struggling to remain operational with certain sectors, like lodging and tourism, being impacted especially negatively (Blundell et al. 2022)
The younger staff members will be particularly affected by the global epidemic in the immediate future, with the job rates for individuals aged sixteen to twenty-four decreasing to 55.5% during the fourth month of 2021, as opposed to a 75.9% overall job rate. On the labor market, the global epidemic's lasting impacts are still unknown.
[bookmark: _Toc134613370]Unemployment
The UK's jobless rate has increased in the past couple of years, rising from 3.8% during the comparable period in 2019 to 5.1% in the final quarter of 2021. However, government assistance programs like the vacation system, which has assisted in keeping people in labor, are helping to slightly alleviate the detrimental effect of the worldwide outbreak on the unemployed.Additionally, there has been a considerable movement in the labor market towards entrepreneurship, with 15% of the workforce in the UK currently falling into this category (Dolado et al., 2022). The expansion of the independent contractor sector and the increasing variety of independent employment have fueled this trend. Independent contractors haven't been especially struck by the worldwide epidemic, and many remain especially vulnerable to shifts in the market.
[bookmark: _Toc134613371]Wages
The average weekly wages grew by 4.4% within three weeks leading up to October 2021 compared with the comparable time in the year prior, reflecting recent generally constant salary increases in the UK. However, the pandemic's consequences, which resulted from numerous lower-paid employees being laid off, have contributed to this surge. Additionally, there is a large disparity in earnings between sectors of the economy and geographical areas of the UK, particularly individuals within the capital and the southeast often earning higher wages compared to their counterparts in the remainder of the nation (Walker, 2022). A significant percentage of those with low salaries in the tourism and retail industries have lost their employment or had to have workloads cut back as a result of the pandemic.
The UK labor market is currently in a complex situation, with several variables affecting employment, joblessness, and salaries. Although employment numbers have stayed mostly stable in the past decade, the impact that the pandemic is having on the labor market is yet unknown, and numerous firms and employees continue to face serious difficulties (Bastiaanssen et al., 2022). To lessen the detrimental effects of the worldwide epidemic on staff and employers, the UK government introduced several assistance regulations such as the scheme for furloughs. It is intended that these steps will promote the labor market's recuperation in the weeks and years to come. 
[bookmark: _Toc134613372]b) The emerging changes in Human Resourcing Strategies in the post Covid, post-Brexit external environment
The COVID-19 pandemic's effects, Brexit, and shifting corporate settings are only a few of the causes influencing the emergence of innovations in human resource approaches. As a result of these occurrences, businesses are being pushed to adjust to the new reality, which has had a huge impact on how they hire, develop, and keep personnel. The trend towards distant jobs and time flexibility has been one of the major shifts. Organizations are putting more focus on hiring individuals who are accustomed to flexible jobs and who have the required abilities to succeed in an online setting now that the epidemic has forced numerous companies to embrace telecommuting arrangements. Additionally, businesses are providing staff with a greater degree of autonomy at work, which may assist them to manage personal and professional lives and reduce stress (Berghs and Dyson,  2022).
The greater emphasis on digital abilities and instruction is another significant trend. The global epidemic has hastened the use of digital technologies across a wide range of sectors, increasing the need for workers with technological expertise. These days, employers are putting more of an emphasis on finding candidates with digital abilities, like coding, data analysis, and managing social media accounts. Additionally, businesses are spending money on instruction to upgrade the skills of current staff members to comply with the expectations of the information age. The recent occurrences have also refocused attention on inclusiveness and diversity in working environments. Businesses are increasingly putting more of their energies into hiring people of all backgrounds and developing welcoming cultures. This consists of the implementation of laws and initiatives designed to advance diversity and promote equality (Berry and McDaniel, 2022).

In global post-COVID, post-Brexit surroundings, responsiveness, and resilience have additionally taken on more significance. Employers have begun to place more focus on finding candidates who are capable of adapting to ever-shifting conditions and finding employment in those circumstances. This involves the capacity to operate from a distance, collaborate well with others, and swiftly adjust to the working environment at work. Finally, the health of the workforce is once again receiving attention. Employee welfare was significantly impacted by the epidemic, which has caused a renewed emphasis on psychological wellness and health in work environments. To promote worker happiness, businesses are now funding efforts and programs like help for workers programs, flexible work schedules, and psychological support (Caliendo, 2022). The effects of the global epidemic, Brexit, and shifting workplaces are just a few of the variables that are driving the most recent shifts in human resource strategies. The importance of working from home, technological abilities, inclusion and diversity of thought, adaptability, resiliency, and satisfaction with work is increasing among businesses. It will prove necessary for managers as well as staff members to modify their thinking and strategy for these alterations to have a significant and long-lasting influence on how businesses hire, develop, retain, and attract personnel.

In 2019, Brexit was front and centre, and British companies were working hard on Brexit-related business continuity strategies. However, in 2020, when COVID-19 spread, businesses' focus shifted, and many employees who had been working on Brexit were reassigned to cope with the pandemic's widespread and urgent effect. Because of Brexit, the free movement of individuals inside the EU to the UK will stop, necessitating adjustments to how you recruit from outside the UK beginning on January 1, 2021 (Moradlou et al. 2022). Under the new points-based immigration system, EU and non-EU people will be given the same opportunities to find employment in the United Kingdom.
The Human Resources (HR) department, like many others in today's corporations, is struggling to adapt to the "New Normal" caused by the Covid Pandemic. Human Resources Managers have several issues in the uncertain post-Covid era, including monitoring remote workers, maintaining accurate payroll records, and coming up with innovative approaches to educating personnel. Human Resources Managers are a key link between management and staff, thus it's essential that they also be trained on business continuity procedures (Sindakis, and Aggarwal, 2022).
In addition, HR managers are responsible for managing the supply chain and logistics associated with WFH or Work from Home arrangements, such as coordinating with the Admin function to acquire laptops and distribute them to staff, and setting up VPNs or Virtual Private Networks in tandem with Tech Support. The HR Function must now serve as the pivot point around which all of these once siloed functions revolve. Indeed, HRM in the New Normal calls for a shift in perspective and approach. 
The first economic shock from COVID-19 will be far bigger than any short-term damage from Brexit. Particularly, lockdowns have had a more than usual effect on demand (both local and international). However, the aftermath of Brexit will be felt for a far longer period of time (Biginas, and Koumproglou, 2022).
There is no certainty that individuals can be moved across the UK and EU due to the possibility of further COVID-19 lockdown measures, and workers may be loath to migrate in the pandemic.12 This has a cascade of consequences, such as persons becoming tax residents of the new nation sooner than expected or staff not being prepared to relocate. However, delays in relocations might lead to interruptions in service. Those workers who consented to relocate from the UK to the EU sometimes had only partial relocation plans, such as semi-commuting a few days a week. Some workers may rethink their relocation plans because of the increased difficulty of doing so during COVID-19, for many of the same reasons mentioned above (Moradlou et al. 2022). 
A transformation in human resources methods has resulted from the enormous changes to the corporate climate in the UK brought about by the COVID-19 epidemic and Brexit. Companies have changed the methods by which they hire, develop, and keep personnel as a result of being compelled to adjust to the novel circumstances established by those occurrences. In the context of the post-COVID, post-Brexit outside environment, that will examine the coming changes throughout human resource strategy
[bookmark: _Toc134613373]Remote employment and adaptable work schedules
Many firms have been compelled by the epidemic to implement telecommuting practices, which have been shown to be successful in preserving production and cutting expenses. This has caused a major change in human resource strategy, with businesses now placing more of their efforts on hiring workers who feel at ease operating remotely or who have the abilities needed to function in an internet-based environment (Trondal et al., 2022). Additionally, employers are providing better scheduling options, which may aid workers establish a healthy work-life balance and experience less stress.
[bookmark: _Toc134613374]Focus on digital training and skills
The worldwide epidemic has hastened the use of digital technologies across a wide range of sectors, increasing the need for workers with digital skills. These days, employers are putting more of an emphasis on finding candidates with digital abilities, such as programming processes, analytics for data, and managing social media accounts. Additionally, businesses are spending money on training courses to upgrade the skills of present staff members to meet the expectations of the age of information.
[bookmark: _Toc134613375]Inclusion and Diversity
The occurrences of the year prior have caused a fresh emphasis on diversity and equality in the world of work. Businesses are increasingly putting more of their energies into hiring diverse staff and developing welcoming cultures. This includes enforcing laws and initiatives designed to foster diversity and inclusivity, which include education regarding implicit bias, mentorship initiatives, and the utilization of blind hiring procedures (Boon et al., 2022).
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The epidemic has demonstrated the value of flexibility and adaptability in the workplace. Employers are now putting more focus on finding candidates who can adapt to shifting conditions and thrive in those circumstances. This involves the capacity to operate from a distance, communicate well with others, and quickly adjust to the working atmosphere at work.
[bookmark: _Toc134613377]Putting Employee Wellbeing First
Employee welfare has been significantly impacted by the epidemic, which has caused a renewed emphasis on psychological well-being and health in the work environment. In order to promote worker wellness, businesses have begun to fund initiatives and programs like worker assistance programs, scheduling modifications, and psychological support.
The UK's human resource management techniques have undergone major adjustments as a result of the following COVID and post-Brexit outside world. The importance of remote employment, technological abilities, inclusion and diversity of viewpoints, flexibility and adaptability, and well-being of workers is increasing among businesses. It will be necessary for both managers and staff members to modify their thinking and strategy in order for these developments to have an effective and lasting effect on how businesses hire, develop, and retain personnel.
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Therefore, it can be concluded that the current labor condition in UK is not that great. From the statistics, it is clear that the average wages per person is decreasing and that is affecting the availability of skilled workforce in the market. In addition to this, the report also discussed the impact of Brexit alongside covid-19 on the HR. it is seen that the managers and leaders have used new recruitment strategies along with remote working techniques in order to deal with this situation. The COVID-19 epidemic, Brexit, and shifting business settings are just a few of the variables that have had a substantial impact on the UK labor market over the last few years. Novel developments and practices in methods for handling human resources have come about as a result of these shifts, which have also had a significant effect on how businesses hire, develop, and ultimately keep their workforces.
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