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[bookmark: _Toc113447572]Introduction 
Human Resource management is one of the most vital parts of managing a business successfully. This management process is impacted by external environmental factors. In the UK labour market, there have been several ups and downs in these recent years. The pandemic is one of the causes behind this. Also, there is the impact of Brexit on the current state of the UK labour market. This report is going to focus on exploring the current state of the UK labour market. This will further discuss the emerging changes in the HR strategies in the post-Brexit and post-pandemic scenario. 
[bookmark: _Toc113447573]Background 
In April 2022, the employment rate in the UK increased. During this time, unemployment and economic inactivity rates have declined. The employment rate was 75.6% in the aforementioned quarter, up 0.2% from the previous quarter. Despite a recent increase, the number of independent contractors has remained low since the coronavirus outbreak. The total number of working hours each week also increased. These days, inflation significantly harms the UK labour market. The studies show that the pay, excluding bonuses, has increased by 4.2%. The pay, including bonuses, on the other hand, increased by 6.8%. In the UK's present labour market situation, youth unemployment is a significant issue. The statistics on the labour market's employment situation in this context can aid in improved knowledge development. On the other hand, Uncertainty surrounds how the end of the pandemic will affect the workforce, employee management, and employee experiences from an HR standpoint. It's not easy to manage Brexit. A multitude of challenges and difficulties will unavoidably arise during the actual process, despite the fact that it has been avidly anticipated for years and that firms on both sides of the Atlantic have made every effort to prepare.
[bookmark: _Toc113447574]The current state of the labour market in the UK 
[bookmark: _Toc113447575]UK labour market review
According to the report of LFS (Labour Force Survey), the employment rate of the UK has improved in April 2022. The rate of economic inactivity and unemployment has decreased during this time. In this mentioned quarter, the employment rate has increased by 0.2% from the previous quarter and became 75.6% (commonslibrary.parliament.uk, 2022). However, it is still less than the employment rate of the pre-Covid UK market. Over the quarter, there were more full-time employees than ever before, although this was largely offset by a drop in the number of part-timers. Despite an uptick over the past quarter, the number of self-employed people has remained low since the coronavirus outbreak. The weekly hours of working also increased in total. It has increased by 12.2 million hours than the previous quarter. From the quarter of February to April 2022, the total working hour was more than 1 billion hours (Bick and Blandin, 2021). Though, if compared to the pre-pandemic labour market, it can be found that the total working hour is still less than those times by at least 7.5 million hours (commonslibrary.parliament.uk, 2022). Because fewer people are employed, there are fewer hours worked overall than there were before the coronavirus (ons.gov.uk, 2022). The rate of unemployment in the UK labour market in the mentioned quarter decreased by 0.2%, as highlighted earlier. It became 3.8% after this decrease. The last three-month period saw a rise in people who had been unemployed for up to six months, the biggest increase since late 2020. However, this was partially offset by declines in those who had been jobless for more than six months, with those who had been jobless for between six and twelve months reaching a record low (commonslibrary.parliament.uk, 2022). The number of people without a job for more than a year also decreased.
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Figure: UK Labour Market Review
(Source: ft.com, 2022)
The rate of economic inactivity has lessened by 0.1% and became 21.3% in the mentioned quarter. Since most of them were students, the number of economically inactive people decreased when compared to the preceding three months. The job vacancies in the market touched the number of 1300000 in the period between March to May 2022 (Abdurakhmanova and Abdurakhmanov, 2019). Though, underneath this, there is a negative point also. The growth rate of job vacancies has decreased these days. 
Inflation has a huge negative impact on the labour market of the UK these days. From the studies, it can be observed that pay excluding bonuses has grown by 4.2%. On the other hand, the pay, including bonuses, grew by 6.8% (commonslibrary.parliament.uk, 2022). Though from a general point of view, this may seem to be a positive scenario, there is a negative flow underneath. The rising inflation has made the adjusted or real growth of pay, excluding bonuses, decrease by 2.2% (Bell and Blanchflower, 2020). The adjusted or real growth of pay, including bonuses, is only 0.4%. That means high bonuses have managed to make the growth in total pay in the market. Base and compositional impacts drove up the robust growth rates from prior months (theguardian.com, 2022). These early transient elements have vanished. We are now contrasting the most recent time with one in which a growing number of workers in some industries were placed on furlough as a result of the lockdown that occurred in the winter of 2020–2021 (Mayhew and Anand, 2020). These sectors will experience a negligible base effect. This won't be as severe as what we observed when comparing times at the beginning of the coronavirus pandemic. Earnings continued to decline in real terms in the three months leading up to June 2022 due to the ongoing high rate of inflation. Since records began in 2001, the decline in earnings before bonuses was the biggest (commonslibrary.parliament.uk, 2022). Vacancies decreased for the first time from April to June 2020 in the most recent quarter, but they are still significantly higher than before the epidemic. Employment grew from the prior quarter in April to June 2022. However, there are indications that this expansion may be diminishing. In the most recent quarter, both unemployment and economic inactivity levels rose.
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Figure: UK Labour Market Statistics, UK
(Source: commonslibrary.parliament.uk, 2022)
[bookmark: _Toc113447576]Key figures 
In the period between April and June 2022, the UK labour market had around 1.3 million people aged over 16 years who were unemployed. The rate of unemployment was around 3.8% at that period. However, it has decreased from the rate of the previous quarter. Though the unemployment rate of the market has increased from the previous quarter by 35000, it is still below the records of the pre-covid labour market of the UK by the number of 82000. 
In the period between April and June 2022, the UK labour market had around 33 million people aged over 16 years who were employed. The rate of employment was over 75% during that period (theguardian.com, 2022). Though, it has decreased from the rate of the previous quarter (commonslibrary.parliament.uk, 2022). Though the employment rate of the market has increased from the previous year, it is still below the records of the pre-covid labour market of the UK by the number of 192000. 
In the same period, the market had around 8.9 million people aged between 16 and 64 years who were economically inactive (ons.gov.uk, 2022). The rate of inactivity was over 21% during that period. It has increased from the rate of the previous year (Bevelander, 2020). It is still higher than the records of the pre-covid labour market of the UK by the number of 445000. 
The average wage, including bonuses, has decreased by 3.7% with the adjusted value. Also, the average wage excluding bonuses has decreased by around 4% from the quarter of April to June 2022. 
The vacancies in the market have decreased to 1.27 million in the quarter of May to July 2022. From 2020, the number of vacancies increased gradually and reached the top of the recent records to 1.29 million in the previous quarter (March to May 2020). However, from the pre-covid market, the vacancies are lower by 478000.
[bookmark: _Toc113447577]Youth unemployment statistics
Youth unemployment is vital in the current state of the labour market in the UK. In the period between April to June of 2022, around 430000 people aged between 16 and 24 were unemployed in the UK. This has decreased by 97000 from the year 2021. Also, it is lower than the previous quarter. In this case, it is needed to be considered that the population of this segment of people has increased in this current quarter by a small percentage (commonslibrary.parliament.uk, 2022). In this context, the statistics on the employment scenario of the labour market can help in developing better knowledge. From the records, it has been found that the number of employments has risen by 182000 from the year 2021 and reached 3.7 million in this current year. The economically inactive population are those who are not searching for income or jobs. The number of inactive people rose by 1500 from the last quarter of 2022 (January to March). The current number of inactive people in the market is over 2.5 million. However, in the year 2021, it was higher by 67000.  
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Figure: Youth unemployment rate, UK
(Source: commonslibrary.parliament.uk, 2022)
The rate of inactivity has increased from the last recorded quarter by 0.20%. In the 1st quarter of 2022, it was 39.2%, which increased in the next quarter and became 39.4% (ons.gov.uk, 2022). It has been observed that over 75% of the inactive population are students and doing studies full-time. 
Thus, from this study, it can be stated that the pandemic has had a huge impact on the labour market of the UK. Though, in some cases, the market is on its betterment slowly, there is still a gap between the pre-covid era and post-covid labour market (Datta, Giupponi and Machin, 2019). Decreasing and abolishing the gap is the primary objective of the government at this point. Also, inflation is a huge concern in this context (theguardian.com, 2022). This is having an impact on the growth rate of average wages of the labour market. Huge bonuses and incentives are being applied to maintain positive growth of income. Though, this is not a permanent solution. The market is expected to be better in the upcoming years. This will help in developing a better labour market in the UK economy further with proper and effective policies. 
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[bookmark: _Toc113447579]HR Strategies for post-pandemic environment 
Even though the COVID-19 epidemic is far from over, increasing vaccination rates are helping us to finally see the end of the dark tunnel. As per Findlay, Lindsay and Roy (2021), the pandemic's end brings with it uncertainty about how the future of the workforce, employee management, and employee experiences will appear from an HR perspective. There will probably be a significant shift in favour of hybrid working arrangements that combine the advantages of both office and remote employment. Even if this is a good development, its effects could negatively impact the organisational culture that is now in place.
The lives of HR managers and business owners will be significantly affected by pandemic-induced automation. Managers often complete the task on their own, and human resources are frequently regarded as a very manual department procedure (cipd.co.uk, 2022). In order to prepare for this new situation, HR managers can expect to optimise employee onboarding procedures, evaluate communication strategies, streamline daily HR chores, review performance management plans, and implement new employee engagement strategies for the distant age.
In order to accommodate the new normal, organisations need HR support in revamping organisational structures and job responsibilities, with a strong focus on fostering operational efficiency (Oseghale et al., 2022). A hybrid working paradigm that enables both office and remote working will be established by organisations in an effort to take advantage of the productivity and efficiency improvements brought about by the recent success of remote working (www2.deloitte.com, 2022). For the majority of HR professionals, the last year has completely reset their work priorities and patterns. Now is the time to pick up the pieces and lay the foundation for a post-COVID recovery.
Many businesses might not be able to give higher salaries. Therefore they might consider lowering fixed pay while raising variable pay, which is directly related to worker performance and productivity. According to Collings and Sheeran (2020), HR can evaluate the experience, engagement, and satisfaction of employees thanks to workforce analytics. OOrganisationsshould continues to use analytics to estimate their labour requirements, as well as to better optimise revenues and cut expenses in order to remain competitive in the current and complicated business landscape, particularly in light of COVID-19.
[bookmark: _Toc113447580]HR Strategies for post-Brexit environment 
Managing Brexit is no simple feat. It has eagerly waited for years, and while we appreciate that businesses on both sides of the Atlantic have done their best to get ready, there will inevitably be a variety of obstacles and difficulties to face during the actual process.
Manufacturers have postponed major investment decisions, major banks are moving their headquarters out of the UK, and in the year following the referendum, the number of EU citizens leaving the UK rose by 29% (Ridgway, 2019). These and other factors demonstrate that the uncertainty surrounding trade and the rights of EU workers is a force unto itself. As per Cumming, Wood and Zahra (2020), an excellent benefits package may draw in new hiring and make current workers feel motivated, appreciated, and involved in their work, fostering stronger corporate loyalty and promoting employee retention.
Employees who have freedom and autonomy feel good about themselves and their part in the organisation's future. They also have the time and space to solve problems and come up with new ideas (Moradlou et al., 2020). The introduction of initiatives to enhance workplace culture and working relationships amongst employees from the UK, EU, and other nations worldwide can lead to inclusive workplace culture. Employers who take these employment incentives into account will be able to draw in, interact with, and keep professional and unskilled EU workers across all business areas.
[bookmark: _Toc113447581]Conclusion 
One of the most crucial aspects of running a business successfully is human resource management. The influences of the external environment have an effect on this management process. In recent years, there have been a number of ups and downs in the UK labour market. One of the contributing factors behind this is the epidemic. The current status of the UK labour market is also affected by Brexit. The examination of the UK labour market's current situation has been the primary subject of this research. Further discussion of the evolving changes in HR strategy in the post-Brexit and post-pandemic context has followed.
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