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1. [bookmark: _Toc123133525]INTRODUCTION
The external environment has an impact on the business environment and it influenced different areas of the business organization. The outbreak of the deadly pandemic caused an impact on various sectors and consequently affected the labour market worldwide. The UK labour market is not exceptional and the pandemic affected the market. The travel and movement restrictions owing to the pandemic caused the closure of the borders that resulted in UK-based workers losing their jobs. On the other hand, Brexit challenged the ability of the business sector to manage the EU migrants who were able to freely move to the UK and play a vital role in the British labour force. Considering such a scenario and other external environmental impacts on the labour market and the business domains, the present report tends to discuss the current state of the labour market in the UK. It further discusses the changes within the HR strategies owing to different external forces such as Brexit and Covid. 
2. [bookmark: _Toc123133526]ANALYSING THE CURRENT STATE OF THE LABOUR MARKET IN THE UK
Based on the report of Ons.gov. (2022), it has been found that the UK employment rate in the last quarter of the fiscal year 2022 was 75.5% which is 0.3% less than the past quarter which had reported a high employment rate than other quarters. Although the number of workers decreased in the quarter, the number of self-employed workers increased. However, the employment rate accounted for 1.0% less than in the years before the crisis. 
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[bookmark: _Toc123133557]Figure 1: The unemployment rate in the UK
(Source: Ons.gov, 2022)
The above data denotes that the unemployment rate of the country increased by 0.05% in 2021 which was 4.47% in 2020. The pre-pandemic situation was much improved in terms of the unemployment rate. 
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[bookmark: _Toc123133558]Figure 2: Employment Rate in the UK 
(Source: Statista, 2022)
The above graph suggests that in the three months to October 2022, the employment rate in the UK was 75.6% when it is compared with the same period in 2021 which accounted for 75.4%. 
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[bookmark: _Toc123133559]Figure 3: Employment rate in the UK
(Source: Statista, 2022)
This data also supported the fact that the employment rate in the UK currently decreased in the third quarter of the year. However, it has improved when compared to 2021 data. However, another report by British chambers (2022), revealed that the UK is experiencing the tightest labour market in years. The research conducted by the reporter suggested that labour shortages hinder the ability of several business organizations to cater their services to existing consumers and grow in the industry. Businesses in the UK face different external challenges ranging from global supply chain disruption, rampant inflation and soaring interest rates. The shortage in labour is thus a challenge that affects the confidence of businesses in the UK. Despite the decline in the unemployment rate, the rising economic inactivity rate is a matter of concern. Inflation has also affected the average weekly earnings of the workers. However, the impact is on the jobs of the workers due to the tightest labour market. Reportedly, a wider gap has been found in the labour market of the UK. Such shortage in labour has affected the entire economy with fewer unemployed people per vacancy than ever before. The shortage is also hindering the economic recovery of the country (Powell and Francis-Devine, 2022). It has been recorded that around 657000 employment opportunity is below the levels that has been accounted for before the pandemic. Along with this, average earnings data are hindered by the influence of the pandemic whereas the cost of living hit the country. The data reveals that the country faces challenges to manage employment for the unemployed population currently. In a report, the CEO of LTE Group opined that the country is in urgent need of skilled and young employers in order to overcome the economic challenges owing to the crisis. This implies that the current market of labour is in need of skilled labour. 
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[bookmark: _Toc123133560]Figure 4: Shortage of labour in the UK market
(Powell and Francis-Devine, 2022)
Based on a report, the tight labour market has caused the workforce to shrink over the past few years (Fenews, 2021). This is because of the economic inactivity driven by long-term ill health. The inflation rate has also increased which affected the real pay packets and is expected to shrink. Economic activity also surged to 2.17% in the last three months due to the older workers in the labour market. Therefore, these trends of strengthening pay growth and high inactivity cause challenges for fiscal and monetary policymakers. The growth agenda developed by Government is affected due to the high levels of economic inactivity. As a result of supporting pay growth, the Bank of England has to increase interest rates to manage inflation. 
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[bookmark: _Toc123133561]Figure 5: Labour market of the UK
Despite the rising economy of the country, the labour market faces challenges to manage the labour shortage. However, critics have responded to the matter and argued that the labour market is unable to get back on its feet post-pandemic. The labour market currently has a weak focus on attracting the number of workers who are required for the present and future of the organization. As a result, employers face severe challenges due to the decline in the number of unemployed individuals per vacancy. Reportedly, the job vacancies are more than the unemployed population in the UK. Another argued that the health of the UK employees is not focused on by the organization which has resulted in consequences (Elliott, 2022). Due to ill health, a wide number of populations take off work that is accounted for 51% more than in the past five years. Around 1% of the total workers of the country are absent in the organization at any time compared to the last five years. However, the reasons are struck between the mental-health-related factors that cause absenteeism in the workplace. Consequently, organizations in the UK face high costs due to rising absenteeism. Therefore, businesses have shown concern towards the shift to investment in the people to overcome the challenges of the labour shortages in the UK labour market. 
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[bookmark: _Toc123133562]Figure 6: Economic inactivity rates in the UK
On the other hand, the increase in employment levels over the past few years has been influenced by full-time employees (Powell and Francis-Devine, 2022). The number of full-time employees is increasing since the outbreak of the pandemic. However, there is a decline in the number of self-employed to the large number of employees switching from describing themselves. In 2022. 24.60 million people were employed on a full-time basis whereas 8.17 million were employed on a part-time basis (Powell and Francis-Devine, 2022). Therefore, the number of employees continued to improve during the post-pandemic situation. 
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[bookmark: _Toc123133563]Figure 7: Full-time and part-time workers in the UK
(Source: Powell and Francis-Devine, 2022)
3. [bookmark: _Toc123133527]EVALUATING EMERGING CHANGES IN HR STRATEGIES IN THE POST-COVID, POST-BREXIT AND EXTERNAL ENVIRONMENT
A report revealed that 92% of HR professionals believed that the labour shortage has affected the UK job market. Among them, 42% opined that their revenue has declined due to the shortage of skilled workers (Cumming, 2022). The HR professionals also pointed out the lack of talent causes pressure on the existing employees with more work. 44% of HR professionals believe that this reduces employee morale and affects revenue. The survey results also revealed that 52% of HR professionals invest in HR agencies to combat the challenges related to the lack of skilled workers. Whereas, 46% of the businesses are found offering additional benefits. Again, 45% have made efforts to minimize the work pressure to reduce the probability of leaving the organization (Cumming, 2022). Finally, the increment in pay scale is another strategy that has been used by 36% of the total HR professionals. It is also revealed that the preference of the workers has also changed dramatically since the onset of pandemic and Brexit. Therefore, the HR professionals included several strategies to combat the challenges. In the post-pandemic scenario, the HR strategies have been drastically altered for managing sufficient labour efficiency within the organization so that they can collectively overcome the challenges. The HR executives have started to offer more personalized benefits and online tools to the employees. There have been changes in the policies of the HR managers which suggest changes in HR strategies in post covid. Before pandemic, the HR strategies include one benefit package for the employees (Houston and Sissons, 2022). However, now the HR managers are integrating a wide array of options such as tuition reimbursement, pet insurance and so on to fulfil the needs of the candidates belonging to any group. Another trend in HR strategies has been a focus on wellness. As the pandemic gave rise to anxiety and stress among the employees, the HR managers are focusing on the mental health and overall well-being of the employees. The strategies now include holistic benefits for the employees that include financial security and mental well-being. For example, Sainsbury’s one of the leading British grocery retailer is committed to a holistic approach to the well-being of the employees and support the three pillars which are mental, physical and financial (Sainsbury's, 2022). The HR strategies have benefitted the company to engage the employees and achieve long-term success for the business. Furthermore, HR managers have shifted their focus from rigid workplace timing and destination to a more flexible environment. Therefore, HR strategies include providing flexibility to the employees which boosts motivation and productivity among the employees. Not only this, the HR executives are emphasizing the need for work-life balance for the employees so that they can retain the employees for the long term. For instance, Marks and Spencer which is a leading fashion retailer based in the UK have shown its focus on work-life balance and flexible workplace program for retained professionals (Webber, 2022). In response to the tight labour market, Marks and Spencer have developed Worklife, a program for retail managers to provide flexibility to their working pattern. A report by Deloitte revealed that the inability to learn and grow is a major cause behind employees leaving organizations in the UK (Jackson, 2022). Therefore, HR managers are developing strategies to accelerate skill development programs for employees. this encourages to look for growth opportunities and advance career opportunities for the employees. Another trend in HR strategies is the integration of automation in the workplace. For example, Artificial Intelligence has been integrated into the workplace as HR managers look to reduce expenses in the down economy. AI is employed by HR to help the human capital and retain employees (Przytula, Strzelec and Krysinska, 2020). Even, technology is used by HR managers to automate the screening process of candidates and effectively hire employees. This also saves the time the employers recruit. The automation technology has also benefited the monitoring process of the HR managers towards the employee’s performance on an individual basis. Therefore, the HR strategies have been updated based on the changes in the post-pandemic situation. 
On the other hand, Brexit affected the HR strategies in UK businesses. The effect of Brexit caused changes in the hiring strategies of the HRM (Przytula, Strzelec and Krysinska, 2020). The hiring strategy now includes a diversified and inclusive approach so that they can attract candidates from different overseas markets. The HR managers are now more inclined towards the hiring process so that they can fill the vacant positions with the skills required to play the roles. Talent management is another concept that has gained immense importance in the UK labour market. Understanding the impact of the labour shortage in the UK, HR managers have focused towards attracting talents from diverse backgrounds and nationalities. Whereas, diversity is central to the recruitment process. This also incentivizes businesses with improved employee retention rates. The HR managers have also realized the need for retaining the skills of employees over 55 years because of the increasing economic inactivity in the labour market of the UK (Ridgway, 2019). The HR strategies are considering the recruitment and retaining plan to benefit the organization with the knowledge, experience, and diversity that older people bring to the workplace. Thereby, employers are now sensitive to age-related changes and are including enough support for the employees such as flexible working, paid carers leave and phased retirements for older workers so that they can reduce the inactivity rate (Ridgway, 2019). On the other hand, HR executives have included mentoring programs in order to foster a culture of knowledge exchange and interaction between the generations in the workplace and combat the stereotypes that built barriers in recruitment. Work-life balance and flexibility are also included in the existing HR strategies so that they can consider the consequences of Brexit and retain the employees. Brexit also affected the labour shortage in the UK and employers were in need of improving the retention rate (Styliani, 2019). Payment is still a critical factor that affects employees. Hence, the HR strategies have changed significantly as the HR managers are using long-term incentive models such as stock option plans and shares of employees in order to improve the contribution of the employees to the success of the business. The remuneration scheme as an incentive has been proven a potential tactic that has been used by businesses in the UK after Brexit. 
Overall, the external challenges have induced businesses in the UK market to change their traditional strategies over the past two-three years (Kumodji, 2022). The external forces have impacted people management and ultimately contributed to the high labour shortage. Despite this, the HR managers are making effort to include a skill-based recruitment practice. The urgency for filling the skill gaps has induced HR managers to undertake the skill-based recruitment approach due to the impact of external factors such as Brexit and the COVID-19 pandemic (Kumodji, 2022). For example, ASOS, the online retail giant has tech hubs in various areas across the world which help it to attract and recruit potential talents. 
4. [bookmark: _Toc123133528]CONCLUSION 
From the overall discussion, it can be continued that the labour market of the UK has faced a significant impact due to external forces such as pandemic and the Brexit. This has resulted in a labour shortage in the job market that affects the companies' revenue currently. The lack of skilled workers is also an issue found in this report. The labour market is tight in the UK due to the pandemic and the increasing rate of economic inactivity. The growth in the employee attrition rate has also influenced the job market in the UK. However, HR professionals have employed several strategies for benefitting organizations and the environment. The HR strategies are changes drastically and now include different measures and policies for the management of the people in the company. The HR professionals focus on effective recruitment and improving the pay scale. They provide flexibility and have improved technological adoption for reducing the work pressure from the employees. Therefore, the strategies are helping the HR managers to improve the situation. 
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Full-time and part-time workers
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UK. Unemployment Rate - Historical Data
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Employment rate in the United Kingdom from March 1971
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