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[bookmark: _Toc130961643]Introduction
Following the decade after the culmination of the global crisis of finance that occurred between 2007 and 2009, the employment rate in the UK improved steadily Andy percentage of economically inactive population dropped considerably. In the country, employers had no such major issues filling in vacancies and as a consequence, had an advantage in regards to the negotiations of wages. The earnings growth from a yearly perspective continued to be modest even if the rate of unemployment drops to levels, which was not observed since the mid 1970s. However, following the occurrence of the global pandemic, inactivity started to increase again in the UK, and, while still lower than it was 10 years ago, it is up by 1.4% from that of 2019-2020 (Reuschke and Houston 2022).  The departure of the UK from the European Union has resulted in the modification of the HR strategies in order to hire, reach, and develop the best talents following the occurrence of Brexit. 
[bookmark: _Toc130961644]Overview of the Current Conditions of the UK Labour Market
The rate of employment in the UK for May to July, 2022 for people aged between 16 and 64 years has decreased by 0.2% on the quarter to approximately 75.4%, and it instills deeply below the levels of the global pandemic. The full time employees and the self-employed workers have increased during the summer of 2022, and on the other hand, the number of part time employees decreased. The timely forecasts made in regards to employees who are on their payroll for August, 2022 shows and increase on a monthly perspective. The rate of unemployment during the summer of 2022 has also decreased by 0.2% on the quarter to approximately 3.6%.The rate of unemployment in the UK was observed to heat the lowest rate since the summer of 1974. During the latest three month span, the number of people who are unemployed for up to six months significantly decreased, and those who were unemployed during the last 6 to 12 months increased (Trinh and Bukodi 2022). In the meantime, the number of people was unemployed for about 12 months continue to decrease considerably. The current economic activity also improved by .4% on the quarter was approximately 21.7% during the summer of 2022. This major improvement could take place because of the increase in the size of the workforce for 16 to 24 years old employees. Alongside these, the 50 to 64 years aged employees also contributed significantly to the increase in the size of the workforce.
Until January 2023, the highest estimate regarding the rate of employment was experienced in the South West, which was considered to be approximately 80%. On the other hand, the lowest where observed to be in both the Northern Ireland and the North East with approximately 72%. The largest improvement that has been observed in regards to the rate of employment as could be observed to be the same in the North East and the Northern Ireland (Callard 2022). This figure witnessed an increase by approximately 3.1%, with Wales experiencing the largest decrease of approximately 2%. Up until January, the largest increase in the rate of unemployment was estimated in the UK were in London and the West Midlands, which was observed to be approximately 4.5%. On the other hand, regions such as the South West, the North East, Yorkshire and The Humber, and Scotland all experienced record low rates of unemployment during that span. Alongside this, the rate of economic inactivity also increased by 0.4% during the third what are to approximately 22% in 2022 (Portes 2022). This increase was observed to take place during the three month period, and was driven largely by those who were between the age range of 16 to 24 years and 50 to 64 years. The reason for the economic activity could be attributed to the increase of inactive people as they were students or were long term sick following the occurrence of the global pandemic.
[bookmark: _Toc130961645]Comprehending the Labour Market from a Macroeconomic and Microeconomic Perspective
As per the theory of macro economy, the fact that the growth of wage in the UK lags productive growth implies that the supply of labour has surpassed demand. During the operations of such a circumstance, there exists a downward pressure on the aspect of wages, as the workers typically compete for a restricted number of the feasible jobs and the employers have the final say on their labour force. Conversely, if the aspect of demand surpasses supply, and there is an upward pressure on wages, as workers have considerably more power of bargaining and are more capable of switching to jobs that pays them higher (Howson et al. 2022). On the other hand, employers, during these times would be competing for scarce labour. Some factors are instrumental in influencing this aspect of labour demand and supply. For instance, an increase in the aspect of immigration to the UK has resulted in the increase of supply of labour and potentially surprise wages, and it is particularly true for unskilled jobs. An aging population has the capability of suppressing the supply of labour and potentially improving wages, and these factors do not have such direct consequences always. A country that has an aging population would be confronting demand for numerous services and goods that would be minimising, while on the other hand, the demand for industries such as healthcare would be increasing. This does not mean that every worker who loses their job could be shifting to the healthcare industry as these jobs demand highly proficient and skilled nurses and doctors (Rawlings 2022). For this reason, during the occurrence of the global pandemic, demand has increased supply in some particular markets, even if the supply exceeded demand in the labour market as a whole within the UK.
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Figure-1: Current Employment Conditions in the UK
(Source: Trinh and Bukodi 2022)
The factors that influence the effects of demand and supply do not work remotely also. If it were not for immigration, the UK would possibly be a much older and a significantly less dynamic society. As a consequence, it can be implied that while the influx of a plethora of unskilled workers might have exerted downward pressure on the attribute of ages, it would more likely triggered the offset minimisations in demand. The other factors that are influencing the contemporary labour markets in the UK involve the growth of automation in particular (Callard 2022). It is because computer programs have garnered the capability of getting out more complicated tasks, and the impact of globalization has improved communication and better links of transportation have permitted jobs to be moved across borders; with a major reduction in associated costs, quality of the products is improving, alongside an increased feasibility of education; in addition to a thorough range of policies such as the provision of minimum wages.
On the other hand, the microeconomic theory takes into consideration analysis deliver dependent supply at the level of individual organizations and workers. Supply involves the number of hours an employee is willing to operate, which typically increases with the increase of wages. No worker would be willing to work voluntarily while remaining unpaid, except for interns, who in theory, work to garner necessary experience and improve their rate of being hired by other employers (Reuschke and Houston 2022). Alongside this, it has been observed that most people are intending to work for 20 pounds an hour than 7 pounds an hour following the occurrence of the global pandemic. The gains in supply in the UK have accelerated the increase of wages as an opportunity cost of not operating additional words has increased significantly. However, there is a significant plausibility of supply decreasing at a particular level of wage, with the difference between 800 pounds an hour and 1000 pounds an hour being hardly observable. This is compounded with the higher paid workers who are offered with the choice of working additional hours or spending their wages on leisure activities. These factors influencing demand and supply do not work together in isolation and the former at the level of microeconomy depends significantly on two factors, which are the marginal production cost, alongside marginal product revenue. If the marginal cost regarding the hiring of an employee or having the existing workforce involves more operational hours, the marginal revenue of the product would be surpassed (Howson et al. 2022). As a consequence, this profit would then be utilized to cut into earnings, and the company would be rejecting that option from a theoretical perspective.  During the occurrence of an opposite circumstance, it has made considerable sense for the UK organizations to increase their workforce, which was the case for these organizations following the uplifting of regulations. 
The impact of immigration is quite difficult to precisely measure, because of the complications and size of the current economy of the UK. Some research studies have recommended that the occurrence of a high level of immigration within the might result in the minimization of wages, which has also been the case following the global pandemic. On the other hand, some research studies have provided with a more complication perspective as they have implied that increased immigration might also have an affirmative impact on the aspect of aggregate demand. As the new workers are also consumers, these research studies have implied that the aspect of immigration could also improve the demand for labour alongside supply. 
[bookmark: _Toc130961646]Emerging Alterations in the Strategies of HR in the Post COVID Environment
Similar to most other operations in corporate in the current times, the operations of HR has also been confronting major issues following the imposition of new rules and regulations in the UK post COVID. In addition to the supervising of employees who are operating from their residencies, payroll procedures are made sure that they are thoroughly updated, and new methods are developed to make sure that training programs are conducted appropriately, there are numerous challenges for the managers of Human Resources as they are capable of navigating the turbulence in the post-COVID era (Mitsakis 2023). Alongside this, the managers of HR in the country are doubling as the employees operating in Business Continuity also. It is because they form an instrumental bridge between the employers and the workforce. Alongside this, the managers of HR have also been making sure of the aspects of logistics and supply chain of the arrangements by coordinating with the Admin operations by procuring them with laptops and provide them to the employees by developing Virtual Private Networks by liaising with the Tech Assistance.  Following the occurrence of the global pandemic, all these tasks which were previously compartmentalised now have to be carried out with the operations of the HR posing as the fulcrum via which they typically pivot (Kim, Vaiman and Sanders 2022). 
During the imposition of lockdown restrictions within the country, a change in the perspective was demanded from the management of human resources operating across different industries and companies operating within the country. It is because they had to come up with new plans and techniques to monitor the operations of the Virtual Workforce. In order to be familiar with the new sets of policies, the operations of the HR has been committed to the improvement of the working circumstances who partner with the banks alongside the internal stakeholders for signoffs during the times of the global pandemic (Sharma and Kumar 2022). During these times, employees typically confronted challenges both in their professional and individual lives. As a consequence, the specialists of HR were typically capable of managing any circumstance that occurred because of the global pandemic. In the UK, the department of HR has managed to garner considerable significance in most industries as its primary issue during these times involved the mitigation of the adverse impacts of the global pandemic among the workforce. As a consequence, it became necessary for the HR department to be involved during the planning and implementation of the management of crisis during these tumultuous times. 
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Figure-2: The Percentage of UK-based Global Companies
(Source: Kutieshat and Farmanesh 2022)
The previous researchers have also observed that the modern approaches implemented by the Management of Human Resources operating in the country have been more efficient during the tumultuous times than the traditional techniques, which are primarily unprecedented and edgy. As a consequence, the management of human resources have prioritised the necessity of mitigating the negative impact of the global pandemic. Alongside this, they have also been extensively utilising the new trends in digital management.  During such times, organisations have emphasised on the training of the workforce in order to inculcate new skills that were pertinent to operations in the newer working conditions. 
[bookmark: _Toc130961647]Alterations in the Strategies of HR post Brexit
As there was a transitional period of immigration from the day that Brexit took place, employers started to provide the current and future employees with a thorough guidance on the settlement schemes that have been developed by the European Union or the EU. The implementation of these initiatives has helped the workforce to feel secured and reassured following the occurrence of such an incident. By altering the strategies of recruitment and complying with the UK standards of hiring European talents, the procedure of recruitment itself has opened up to untapped pools of talent throughout Europe. As a consequence, the panel or group interviews have been made considerably difficult for these talents to go through. Alongside this, the job adverts with some particular languages might be deterring the applications from qualified candidates (Liang et al. 2022). The HRM in the country has also been working with other major organisations operating in Europe and through the reputed trading associations. Irrespective of the consequences of Brexit, a globally focused agency of recruitment had been capable of continuing its operations to provide seamless services of recruitment to the businesses operating Europe. 
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Following the conduction of the report, it could be implied that when the aspect of demand surpasses supply, there is an upward pressure on wages, as workers have more power of bargaining ender more capable of switching to jobs that pays them higher. On the other hand, employers, during these times would be competing for scarce labour. Some factors are instrumental in influencing this aspect of labour demand and supply.  This is compounded with the higher paid workers who are offered with the option of working additional hours or spending their wages on leisure activities. These factors influencing demand and supply do not work together in isolation and the former at the level of microeconomy depends significantly on two factors, which are the marginal production cost, and marginal product revenue. The rate of unemployment during the summer of 2022 has also decreased by 0.2% on the quarter to approximately 3.6%.The rate of unemployment in the UK was observed to heat the lowest rate since the summer of 1974. During the latest three month span, the number of people who are unemployed for up to six months significantly decreased, and those who were unemployed during the last 6 to 12 months increased. In addition to the supervising of employees who are operating from their residencies, payroll procedures are made sure that they are thoroughly updated, and new methods are developed to make sure that training programs are conducted appropriately, there are numerous challenges for the managers of Human Resources as they are capable of navigating the turbulence in the post-COVID era. 
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