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The Covid judgment has radically altered the UK job scene.
The COVID-19 outbreak has killed roughly 90.000 people in the UK so far (Rudy, 2021). Lockdown techniques are the most effective way to stop COVID-19 spreading (Anand, 2020). "Lockdowns" or "shutdowns" refer to national or regional regulations requiring company closures, assembly and transit restrictions (Chariss, 2021). Various administrations have used lockdown limitations in various ways. Those in Sweden, Japan, China, and Germany have more restrictions on assembly and company creation than people in other countries (Aurther, 2021).
This is why the UK's middle-ground lockdown policy worked well for the country. Unlike several other European nations, the UK established its own legislation on March 26, 2020, with the Health Protection (Coronavirus, Business Closure) (England) Regulations 2020 entering effect on March 26th, 2020 (Linda, 2020). This was a few months later than many other European countries at the time (Van, 2020). "Lockdown" was the collective term for these restrictions on movement, public meetings, and company closures (Holland, 2021). From May 13th till now, tougher controls were preserved or re-implemented in some seriously affected areas, and regulations were later amended, such as the "rule of six" and the "tier system," and there were additional nationwide lockdowns and limitations (Aurther, 2021).A framework for labor market statistics is used to describe important ideas and their linkages (Vyas, 2022). The supply and demand of labor allows for a complete picture of both individuals and organizations. The International Labor Organization (ILO) has approved the method's success (Mvnally, 2020)Job seekers in the UK aged 16 and over will be able to find work in one of the following categories (Almirah, 2020):
Employed 
People who had at least one hour of paid work in the preceding week, as well as people who had a job but were on vacation (Almirah, 2020).
Unemployed
A person who is looking for work and is prepared to start immediately (Varun, 2020).
Economic inactive 
Not looking for work or not available to start a new job when advertised (Mvnally, 2020).
Employers, self-employed persons, and people on government assistance programmes are all included in our approach, as are long-term illnesses or disabilities (Andrew, 2022). Surveys of households and individuals are done to assess labor availability (Youson, 2020)
Employers are people who have a need for work and are willing to compensate their employees for it (Aurther, 2021). Employers categories this labor to meet their demands. Businesses are polled to gauge market demand for workers. The surveys also look at locations where companies are actively hiring, as well as positions already filled (Crispo, 2021).
Wages and salaries are paid to employees of firms. Both businesses and households report their employees' take-home earnings (Chariss, 2021). Businesses' information is considered as more reliable and is utilized as the main measure of earnings. However, household data is employed when commercial sources, such as government databases, do not give sufficient information (Jane, 2021)
[bookmark: _Toc100394696][bookmark: _Toc101548520]Labor Market Status
By comparing the most recent published employment and unemployment statistics for November 2021-January 2022 to those for January-March 2020, it is possible to assess how the epidemic affected the labor market (Andrew, 2022).
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BLS reported 32.49 million employed in November-January 2022, up from 33.01 million in January-March 2020 (Andrew, 2022).  Employers shed 519,000 jobs in the last two quarters, or 1.6%. It declined from 76.3 to 75.6 percent of 16-64 year olds employed (Jhones, 2022). Between November 2020 and January 2021, the outbreak cost 32.11 million jobs. (2021) even while employment has begun to rise months after the pandemic began, it is still 519,000 below pre-pandemic levels. The pandemic's job impact hasn't been uniform (Mcleavy, 2020).
Since the epidemic started, 8% of older workers and 3% of 16-24 year olds have lost jobs. Only 1% of workers aged 25-64 were laid off (Andrew, 2022). A growth in the number of young workers From November to January 2022, 63,000 more 16-24-year-olds were employed, up 2%. (Linda, 2020)
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Figure 1Fall in employment
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Since the outbreak began, HMRC PAYE data-based monthly estimates of paid personnel have been provided. There is a large information gap between current official employment and experimental data, which provides a more rapid signal of the pandemic's influence on employment (CIPD, 2022). Non-inclusion of self-employed workers distorts the overall labor market trends (Varun, 2020)
In February 2022, there were 678,000 more employees than in March 2020, when there were 29.7 million. 3 Between March and May 2020, the Bureau of Labor Statistics reported a 661,000 reduction in wage earners (Jane, 2021). As a result, by November 2020, 951,000 fewer employees were earning a salary than in March 2020. Employers have gradually expanded since then. Despite the end of the furlough programmes in September 2021, they continued to rise (Varun, 2020)
[bookmark: _Toc100394699][bookmark: _Toc101548523]Unemployment
From January to March 2020, 1.34 million people were unemployed. Last year, youth unemployment declined from 4% to 3.9%. (Crispo, 2021). From January to March 2020, the unemployment rate for 16-24 year olds declined, while that for those 50 and above rose. Among those aged 25-49, unemployment remained 6% higher than before the outbreak (Varun, 2020)Finding job is becoming increasingly difficult as the number of unemployed increases. Since the epidemic began, economic inactivity has climbed 3.8% among 16-24 year olds, 3.0% among 65+, and 3.9% among 25-64 year olds (Aizhan, 2021)
According to the data, the number of new hires has reduced dramatically in COVID-19. A year's worth of data gives a more precise depiction of the disease and the level of healing. Unlike the hotel and graduate recruitment industries, the care and education recruitment industries have largely escaped the recession (Crick, 2021). In general, contract terms and working hours appear to have remained stable since COVID-19. The data collected suggests a slight but statistically significant movement toward higher earnings, non-permanent positions, and part-time work. If lower-paying jobs are not created to prepare for market instability, the median income may rise (Holland, 2021). Part-time and fixed-term contracts are becoming more common in the job market as companies brace for market uncertainty. Your data sets may also show seasonal and long-term patterns. This pattern requires more information to fully grasp (Vorley, 2021).
Regional differences in the US are less prominent than sectorial disparities, which supports their conclusions. Despite appearing to be rebounding quicker than the national average, this region has far less advertisements than other locations (Vorley, 2021) For example, the neighborhood's popularity with Reed (UN), a slow employment market, and the fact that many positions accessible in this area aren't generally visible on the internet. More research is needed before drawing any conclusions. However, while lockdowns appear to have little impact on the job market, more research is required to confirm this (Krasna, 2021).
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Figure 2 Loss of income since Covid-19
[bookmark: _Toc101548524]Post Brexit impact 
As a result, while nothing in the agreement has a direct impact on worker rights or employer obligations in the United Kingdom (such as discrimination law or holiday pay) it does establish the principles that will govern future changes in EU and U.K. employment law, now that the United Kingdom is not bound by EU directives or subject to the jurisdiction of the European Court of Justice (CJEU) (CIPD, 2022).
A commitment by both the EU and the UK to maintain a level playing field in areas such as employment, taxation, social policy, and the environment was one of the prerequisites for a tariff- and quota-free trade pact. This is to provide a level playing field for competition between the UK and the EU (Crick, 2021)
As a result, both sides agreed that the high levels of employment protection that had been a characteristic of UK law until Dec. 31, 2020 (when a large portion of UK employment law was grounded by EU directives) could not be diminished in a way that harmed bilateral trade or investment (Jane, 2021). Additionally, the United Kingdom and the European Union agreed to continue working to enhance their respective labor and social protection standards (CIPD, 2022).
[bookmark: _Toc101548525]Overall employment 
Brexit's impact on employment has continued to grow since the country's vote to leave in 2016. Employment growth has decreased this year, but the labor market is still extremely competitive (Youson, 2020).
[bookmark: _Toc101548526]Impact on Recruitment 
Increasingly, firms are struggling to recruit skilled staff. As a result, newly arrived EU workers in the UK have struggled to keep up with overall job growth (Crispo, 2021).
Employers reported difficulty filling more than three-quarters of available positions in the spring 2019 CIPD Labor Market Outlook (LMO) report (up from 56% in spring 2017). Several corporations have increased salaries for key personnel and new hires. About two-thirds of private sector employers surveyed by LMO in autumn 2019 increased compensation to attract new staff (Jane, 2021)
[bookmark: _Toc101548527]Employing EU migrant workers 
Brexit appears to have had little effect on businesses' desire to hire EU migrant workers (Jane, 2021). Approximately two-thirds of businesses indicated that they will continue to hire EU nationals at the start of the year. Employers, for the most part, do not hire based on nationality, but rather on finding the best individual for the job. Corporations were reported to be unable to fill semi-skilled or unskilled positions due to a lack of domestic candidates.
Prior to the adoption of new migration limits in 2021, companies must ensure that they have made the required arrangements to ensure that they have access to the talents their businesses require (CIPD, 2022)
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Do you think you could change the company's HR policy right now?
In attempting to identify a "new normal" (Crick, 2021), most of the information and discussion on these subjects is generic in nature. Changing corporate policy or working from home may impact productivity. With a global epidemic like Covid-19, we can do this, but we need to understand how it affects unique workplaces, employee health, and HR management (Varun, 2020). We should expect global changes, but also localized variations due to the large range of institutional peculiarities (Jhones, 2022)
With COVID-19, the workplace changed, as did the workforce (Aizhan, 2021). The epidemic poses both an opportunity and a challenge for human resource managers seeking to transition from static to agile planning (Van, 2020)
The new remote work guidelines stand out. Gartner anticipates a 48% increase in remote working after the outbreak. But it is a huge move in this age of flux.
Many corporate activities will be rethought after the pandemic. HR leaders must grasp talent and skill gaps (Mishra, 2021).
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[bookmark: _Toc101548530]Recruiting, Hiring Hurdles
Work permits will make hiring personnel from outside the UK harder, says Radius employee Mike Butler. Butler is on SHRM's global special expertise panel. Adding a large number of new employees would cause problems (Crick, 2021).
He added that obtaining visas for 50 Romanian workers would be challenging. "Your professional reputation may be damaging. It's impossible to compete globally "the ban on cross-border travel (Crispo, 2021).
According to Butler, "the assumption you can just drop into Europe to locate it" will no longer be possible. If you cannot rely on a worldwide talent pool, you may need to look within your own organisation to build the necessary capabilities (Van, 2020).
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"HR needs to know where you might establish up employment companies" in other countries, he says. As a result, HR may be able to do "another level of study" into overseas tax benefits (Andrew, 2022).
[bookmark: _Toc101548532]Steps HR Can Take
Prepare HR and their organizations for the activation of Article 50 and the UK's exit from the EU (Holland, 2021):
Analyze your personnel to see who the new rules may affect. Employees who have resided in the UK for six years are eligible for British citizenship (Jane, 2021).
"A vital evaluation. Companies may have always hired from the same skill pool." It was stated they were international. "We know there will be changes to work immigration (Mvnally, 2020)."Another option is to change the current immigration system or make immigration easier (Crick, 2021).Try to minimize your team's options.
It doesn't matter if nothing new has happened. A lack of communication can lead to rumors and low morale (Aizhan, 2021)
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[bookmark: _Toc100394702][bookmark: _Toc101548534]The location of talent is no longer geographically limited
Because of the advent of remote employment, talent can be found practically anywhere. As a result of:
· There has been a significant shift in the battle for talent.
· Low-cost talent acquisition options are becoming more prevalent.
· It is simpler to attract a diverse group of people (Krasna, 2021).
[bookmark: _Toc100394703][bookmark: _Toc101548535]Work done from home offers more flexibility, more productivity, and cheaper expenses than standard office work arrangements.
The use of distributed labor models creates new opportunities for digitization and segmented operations (Andrew, 2022). 48 percent of full-time remote workers put in extra effort, compared to 35 percent of those who are never away from their jobs, and 41 percent contribute significantly to the organisation as a whole (Aurther, 2021).
[bookmark: _Toc100394704][bookmark: _Toc101548536]Roles were once the currency of talent planning, but they are increasingly being divided down into skill clusters
As a result of these clusters of abilities, we now think of "critical skills" in a new light. Workflow assignments are no longer bound by a hierarchical organisation plan. 40% of employees say they routinely undertake tasks outside of their job description, suggesting that roles are insufficiently created to capture the skills required in today's workflows (Aurther, 2021).
[bookmark: _Toc100394705][bookmark: _Toc101548537]Gig workers and other ad hoc workers can more easily cover any skill gaps.
This type of worker is used to handling several projects, organizations, and workflows. When asked about the best ways to build a future-ready workforce, companies typically say using contract workers is the greatest approach (Youson, 2020)
Human resource professionals are assisting workers who have been laid off or furloughed due to the epidemic. The new normal requires HR managers to keep their employees engaged and productive.
For HR managers seeking a career change, focusing on four key areas is vital.
Revisit your shared objectives
Everyone on the team is made aware of and committed to the clear and defined goals that have been established as part of the re-launch process (Vorley, 2021).
Reassess available resource 
The re-launch offers the team with an opportunity to reevaluate information, financial resources, and existing networks in order to better serve their objectives.
Understand member restrain 
Re-launches provide an excellent opportunity for team members to take stock of their current positions and how they've been contributing to the group's overall goals (Aurther, 2021).
Return to the status quo
In general, this is a time for team members to reevaluate how they conduct themselves and engage in new situations in light of the current conditions.
[bookmark: _Toc100394706][bookmark: _Toc101548538]Cultivate the seven “C” attributes shared by effective coronavirus leaders
Calm 
You will be looked to as a leader to keep your composure in the midst of this challenging and unexpected period (Holland, 2021).
Confidence 
Relaxation is not the same as sleep. You must show confidence in your capacity to complete this project for the firm, but also for all stakeholders who rely on your leadership to help them through the difficult days and months ahead. This involves not only the firm, but also all stakeholders who look to you for guidance in the next weeks and months (Linda, 2020).
Communication
It is absolutely essential that you communicate at all times with one another. This is done in order to prevent the spread of misinformation that could lead to misinterpretation (CIPD, 2022).
Collaboration 
Now is the time to seek the assistance of all of your employees and team members, as well as to build task forces and sub-task forces with them, in order for everyone to play a role in resolving the problem and overcoming the current state of unpredictability (Mvnally, 2020).
Community 
Every one of us is a member of a group of people. Consequently, it is vital that we set an example by engaging in behaviors that are welcoming and supportive of the community (Rudy, 2021).
Compassion 
It is vital at this time to be compassionate with one another. We can rise to the occasion with the support of a strong team, but there are many folks in our organizations who rely on us and who are not as resilient as we are. Leaders who display compassion are especially essential during times of crises (Jhones, 2022).
Cash 
When it comes to commercial Cs, Cash is by far the most prominent. Your ability to pay your employees the following week will be determined on how well you manage your funds this month. It is essential to save money (Chariss, 2021).
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