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The report explores the current state of the labour market in the UK. It also describes the emerging transformations in human resource strategies after the COVID-19 pandemic and after the Brexit external environment. The report explains the employment and unemployment status in the labour market of the UK. Vacancy and economic inactivity's status in the labour market of the UK have been explored in brief. It describes the working hours and working hours and earning status in the labour market of the UK. Job redesign and the COVID-19 training, corporate social responsibility, employee development as well as hiring have been described as the emerging changes in the strategies of human resource management after the COVID-19 pandemic. 
[bookmark: _Toc112356372]The current state of the labour market in the UK
Apart from hiring new staff and rising pay, employers in the UK labour market are looking at upscaling the existing employees to tackle retention as well as recruitment difficulties. The public health responses to the COVID-19 crisis have steered to the sharp drops in labour demand in various industries of the economic activities in the UK. A significant labour shortage has been experienced in different industries. 
Employment
The COVID-19 crisis steers to a large number of employees leaving their professions, and over the last two years, the employment rate is remaining below where it was before the pandemic. There was a huge fall in the employment rate following the first COVID lockdown (White, 2022). Although the employment rate fell for all the age groups, the fall was particularly identified among the young generation. As per the view of Powell et al. (2021), over 40% of the total fall in the employment rate was for employees aged 16 to 24. 
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Figure 1: Fall in employment 
(Source: Powell et al. 2021)
The fall in the employment rate throughout 2020 was experienced mostly because of the fall in part-time employees and self-employment. On the other hand, the number of full-time employees has increased. In full-time work, the number of women also improved; however, the number of part-time and full-time men and part-time women has fallen. Although, throughout 2021 as well as 2022, the employment rate has gradually increased, however, the employment rate remained below its pre-pandemic rate (Powell et al. 2021). As mentioned before, the age group that experienced the most significant fall in employment rate in the first lockdown was employees aged 16 to 24; this was also the age group which experienced the most significant improvement in the employment rate in 2021 as well as 2022. In June 2022, the employment level in the UK was 75.5% as compared to 75% in the same period in 2021 (Statista.com, 2022). After almost falling below 70% in 2011, the employment level started to rise in the UK at a relatively fast speed in early 2020. However, after that specific time, the employment level dropped precisely because of the enforcement of social lockdown due to the COVID-19 pandemic.
Unemployment
Although the COVID-19 crisis steered to an increment in the unemployment rate, it did not reach the rate forecasted during the initial outbreak of COVID. As opined by Wang et al. (2021), the unemployment rate increased throughout 2020, and it reached its peak of 1.77 million between Octobers to December 2020. However, the unemployment rate has fallen through 2021 as well as has continued to drop in 2022. The drop in unemployment below pre-pandemic levels may be partially described by the increment in economic inactivity. The unemployment level is the proportion of economically active employees who are unemployed (Wang et al. 2021).
 The unemployment rate drops as the number of economically active employees drop, as occurred during a pandemic. The rise in the unemployment rate was smaller than the forecast rise because of the "Coronavirus job retention scheme", which meant that millions of the furloughed people could continue their jobs. At first, the job retention scheme was introduced for three months; however, it has been extended on various occasions and kept in place until 2021 (Wang et al. 2021). However, there was an exception that the unemployment rate would increase whenever the job retention scheme finally closed. However, the unemployment levels continued to drop in the months following the closure of this scheme because the labour market had recovered through this point.
Vacancies
The number of job vacancies has dropped to a record low in the labour market following the beginning of the COVID-19  crisis before rising to a record high. The earliest indicator of the effect of the COVID-19 crisis on the labour market was the massive drop in job vacancies. Based on the view of (), the job vacancy rate reached a record low from 467,000 in January to march 2020 to 329,000 from April to June 2020 (Wang et al. 2021). The number of unemployed workers per vacancy rose following the COVID-19 pandemic and increased to 4.3 people per vacancy. Although the job vacancy rate recovered throughout the rest of 2020, however, the rate could not return to the pre-pandemic rate. However, the job vacancy rate has continued to rise since then. 
As opined by Powell et al. (2021), 1.29 million vacancies were released between January to March 2022, which was the highest since records started in 2001 and 491,000 higher as compared to January and March 2020. The variety of the vacancies across the industries gradually returned over 2020 and 2021. By the year 2021, the vacancies were at the pre-pandemic rate; however, the recovery was skewed heavily towards the warehouse, construction as well as the driving occupations. Different types of vacancies started to return in 2022; however, the lower paying vacancies make up the more significant share of the vacancies compared to pre pandemic.
[image: ]
Figure 2: Vacancy in the labour market
(Source: Powell et al. 2021)

Economic inactivity
One of the impacts of the pandemic crisis is the smaller labour market because of a rise in the economic inactivity among employees aged 16 to 64. The labour market is defined as the number of human beings who are either in the job or seeking a job and had around 4, 00,000 fewer people in the two years from the beginning of the pandemic. As per the findings of Blundell et al. (2022), it has been identified that 8.86 million people who were aged between 16 to 64 were economically inactive from January to March 2022; however, it was 8.45 million between January to march 2020. Between these two quarters, the economic inactivity rate of people aged 16 to 64 improved by 419,000, an increment of 5% (Blundell et al. 2022). The core reason for the increment in the economic inactivity from the beginning of the COVID-19 crisis was being a student or having a long-term illness. The only category which decreased in this period is the people who were looking after homes or people (Pearce et al. 2022). This category is mainly associated with the women being more likely to stay or enter the workforce to make up for the partner losing income or due to the increased flexibility.
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Figure 3: Rise in economic inactive 
(Source: Powell et al. 2021)

Working hours
The significant decline in working hours was another indicator of the impact of the COVID-19 pandemic on the labour market because millions of workers were furloughed after the introduction of the "Job retention scheme". As per the view of Mayhew and Anand, (2020), the total number of working hours in the labour market of the UK dropped to 848 million hours. The working hours across the economy enhanced because the number of furloughed jobs has fallen significantly; however, it could not return to the pre-pandemic level until the closure of the "Job retention scheme". As compared to the total number of weekly working hours from January to March 2020, the total number of weekly working hours from January to March 2022 was slightly higher (Deshmukh, 2022). 
Earnings
After the introduction of the first lockdown, the average weekly earnings dropped gradually. This drop was partly experienced because many furloughed employees were receiving only 80% of their real wages, as well as because the working hours of many of the employees dropped Mayhew and Anand, (2020). However, after the end of the first lockdown, the usual earnings started to rise quickly because lockdown restrictions were lifted, and hence the workers began to raise their working hours. This rise in earnings was also partly because of a drop in the proportion as well as the number of the lower-paid jobs and partly because the annual earnings growth was being compared to the period impacted by the pandemic (Blundell et al. 2022). However, the growth in the earning again declined as the second lockdown was introduced. Although the earnings continued to increase as the restrictions of the second lockdown started to be lifted, however, it coincided with the increase in inflation which consequently dampened the growth in usual earnings. The continued increase in the inflation in 2022 limited the growth in the usual wages, with earnings excluding bonuses draping from the end of 2021 (Mayhew and Anand, 2020).
[bookmark: _Toc112356373]Emerging changes in the human resource strategies after the COVID-19 crisis 
As employees are a most significant asset of any firm, hence the human resource management of any firm is required to take care of its employee’s wellbeing (Hamouche, 2021). Thus a health disaster like a pandemic poses great challenges to the human resource department in order to reduce the negative impacts of the COVID-19 crisis on workers. There has been a certain emerging transformation in the strategies followed by the human resource management after the COVID-19 as well as Brexit.
Job redesign
Job redesign plays a significant role in the human resource management practices in pandemic situations as it considers the impact of the workplace on the workers. The COVID-19 crisis has caused several transformations in job design on the global level of the organisation. The HRM department in the firm ensures that they align the employees and the operations of the organisation with the transformation (Dirani et al. 2020). They also support workers to adapt to these transformations in order to ensure the long term benefits in enhancing job redesign. The HR professional conducts proactive review of the job design, regulations, risk analysis, practices as well as guidelines to protect the health of employees in pandemic situations (Hamouche, 2021). 
COVID-19 training
For many companies, the technical aspects were not totally unknown before the pandemic because of the continuous growth of information technology and automation. However very less requirement for technology was felt before the pandemic. The pandemic and the requirement to work from home have forced the HR department to implement technology at each organisational level (Kutieshat and Farmanesh, 2022). Such changes in the organisation cause stress to the employees, hence to mitigate this stress, the HR department provides additional training to employees in order to offer support in shaping several new skills which assists employees in dealing with new situations as well as new modes of working. This additional training mitigates the stress of the workers further providing them the sense of growth as well as acquisition of new skills and knowledge (Kutieshat and Farmanesh, 2022). The COVID-19 training provided by the HR department creates remote working skills in employees and plays an important role in improving their knowledge and skills. 
Corporate social responsibility
In specific, during the pandemic, the HR department of any organisation has the obligations and responsibilities to its stakeholders. Hence, there is the need for the HR department to support the society  as well as important stakeholders of the organisation, such as customers and employees by engaging activities of corporate social responsibilities (El Dessouky and Al-Ghareeb, 2020). To fulfil these demands, the HR department has followed corporate social responsibilities as the form of entirely new international governance which promotes the ability to make a collective decision in the transitional challenges. During the COVID-19 pandemic, the HR department has taken unique responsibilities for the safety of their workers (Zhong et al. 2021). The HR department is providing the employees work from home facilities by provisioning the same condition which is similar to the office. However, for those workers who cannot get the advantage of remote work, the HR department offers full security equipment as well as maximum security in the workplace. 
Employee development
Employee as the important component of any firm significantly impacts its success, productivity, as well as future. This is the core reason why the HR department invests a significant amount in worker development. The HR professionals are playing an important role while dealing with the outcome of the pandemic that is responsible for mitigating stress among the workers in the firm (Bennett and McWhorter, 2021). The HR professionals are providing part time positions as well as flexible working hours to the employees. This offers workers with a certain sense of security, which in the situation of the global pandemic crisis have more efficient impact on employees, their intention to stay in the firm as well as their performance (Zhong et al. 2021). 
Hiring
The employee's staffing consists of two basic human resource management activities such as selection as well as recruitment. All these activities of HRM are aimed at recruiting the employees. The dynamics of staffing requires relying on a large number of variables such as political regulations as well as market demands (Przytuła et al. 2020). It is hence the responsibility of HR professionals in order to adapt to the current trends. The HR managers who intend to fill the vacancies with contractual employees deal with the challenges regarding the applicability of workplace laws upon the employee. Utilising the contingent employees offers the HRR department with a greater flexibility regarding workforce management (Przytuła et al. 2020). The HR professional has expanded their involvement in ensuring increased people connect and lives of workers (Przytuła et al. 2020). Keeping in mind the developing remote working culture as well as the possibility of an outbreak of infection in the future, the HR department is looking at digital collaboration skills of the job applicants while hiring.  
Brexit is affecting the organisational bottom line, however more than anything the Brexit impacts people. Hence the HR department implements a people strategy on the basis of their forecasted as well as current pool talent. As many of the workers could be migrated after Brexit, the HR department provides development and training programs to these employees in order to enhance their knowledge and skills (Mitsakis, 2019). The HR professionals are concentrating on retaining its existing employees by offering them better opportunities. 
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From the above report it can be concluded that due to COVID-19 pandemic a sharp drop in the demand of the labour has been experienced in the labour market of the UK. The labour market of the UK has experienced a significant fall in the employment rate in the pandemic situation, however as the restrictions of the pandemic are being reduced the employment rate is rising. The earning of people shrieked after the pandemic situation. The employees were receiving less wages due to reduced working hours. The need to work remotely due to pandemic has forced the HR professionals to adopt technology at each level of the organisation. 
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