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[bookmark: _gjdgxs]Introduction 
The labor market is the place in which the employees and workers meet and interact with each other. It usually offers the demand and supply of labor. In a labor market, the workers compete with each other to get hired by the best employers, and the employers in a competition to hire the best workers from the market. This report contains the evaluation and analysis of the current status of the UK labor market. The second part of the report is about the HR strategies. HR strategies are important for a business in order to conduct HR activities properly. During this post covid time, there are many strategies are conducted by the HR department. Human resourcing is an important activity by HR. It is important to appoint workers with high efficiency and skill. This part includes the emerging changes in the Human Resourcing strategies in the post covid environment.
[bookmark: _tyjcwt]Current status of the UK labor Market
From the details of the latest labour force survey, there was an increase in the rate of employment and unemployment and economic inactivity is decreasing. Britain’s exit from the European unions and covid pandemic affected the labor market in a lot of ways. Some workers in the market were hugely impacted by the pandemic. Low-paid workers were most affected by the pandemic, particularly hospitality and non-essential retail, so were most likely to be put on experience falls in income at the beginning of the pandemic (Nickell, 2001). However, the rise in vacancies in 2021 and 2022 was increased by low-paying jobs, and by February 2022 unemployment rates in low occupations had almost completely come back to normal. Before the pandemic, the unemployment rates of minority groups were higher than before. And witnesses a huge increase between January to march of 2020 and January to march of 2022. Employees of minority ethnic groups were experiencing a loss of income at the beginning of the covid -19 pandemic. By that time unemployment rate has increased widely for minority ethnic groups over the pandemic (Averett, Argys and Kohn, 2012). And due to the decrease in economic inactivity rates employment rates had also increased. A lot of changes have occurred within the past 2 years in the labor market. One of the major changes is an increase in the rise of employees as self-employment falls. 5,51000 people were working part-time in January-march 2022 more than when compared January march 2020. The number of full-time employees increased by 7,56000 when compared to the past 2 years. The difference occurred in the self-employment level due to workers reclassifying their labor market status as employees, even if they remained in the same job. Covid-19 affected also the working of men and women differently. In the case of men, it causes a fall in full-time employment. But for women, the number of full-time employees increased. It is because of the fall in the number of full-time workers (Herz and Van Rens, 2020). Public sector employment in the labor market is high while comparing to the previous time. Earlier it was 1.3 percent, now it is increased to 5.1 percent. UK labor market is tightened by falling unemployment and rising the number of vacancies. It is the first time in the number of job vacancies is higher than the unemployment level. Workers are taking the advantage of this situation from one work to another (Green and Henseke, 2021). Bonuses are used for hiring difficulties. For the three months ending June 2022, the highest employment rate estimate in the UK was in the East of England (78.4%) and the lowest was in Northern Ireland (69.7%). Most regions of the UK saw a rise in the employment rate equated with the same period last year, with the largest increase seen in Yorkshire and The Humber, which was up by 1.6 percentage points; Wales was the only region sighted a reduction, down by 1.4 percentage points (Shibata and Pizzinelli, 2022). For the three months ending June 2022, the highest unemployment rate estimate in the UK was in the North East (5.1%) and the lowest was in the East Midlands (2.4%), a record low rate for the region; Scotland had an unemployment rate of 3.2%, which is a combined record low for the region (Fidrmuc and Tena, 2018). All regions in the UK saw a decrease in the unemployment rate associated with a similar period last year; the East Midlands saw the largest decrease, of 1.9 percentage points, while the smallest decrease was in Wales, down by 0.3 percentage points. For the three months ending June 2022, the highest economic inactivity rate estimate in the UK was in Northern Ireland (28.3%) and the lowest was in the East of England (18.9%) (Rappaport, Pizzinelli and Dabla-Norris, 2022). Compared with the same period last year, the largest change in the economic inactivity rate was in Wales, with a growth of 1.7 percentage points, while the largest cut was in Yorkshire and The Humber, which was down by 1.3 percentage points. Between June and July 2022, the number of payrolled employees in the UK continued to increase in all regions, with the largest percentage increases in London and Northern Ireland, and the smallest in the East Midlands and Wales.
	INDICATORS 
	VALUES

	Pay rolled employees (monthly change)
	121,000

	The employment rate (aged 16-24)
	0.1ppt

	Unemployment rate (quarterly change)
	-0.3ppt

	Inactivity rate
	0.1ppt

	Redundancy rate (quarterly change)
	-0.1 ppt

	Hours worked 
	14.8 million

	Job vacancies (quarterly change)
	33,700

	Nominal earnings
	Base effect

	Real earnings
	Base effect


 
The above table shows some key indicators of the UK labor market in the year 2022. The current population of the UK is about 68 million. The rate of the monthly change in payrolled employees is 121,000 which is more when compared to the pre-pandemic state. The employment rate of youth aged between 16 to 24 is 0.1 people per thousand. It is growing at a rate. But still, it is below than pre-pandemic level. Another indicator is the unemployment rate (Shibata and Pizzinelli, 2022b). The quarterly change for unemployment is -0.3 person per thousand, which is lower than the pre-pandemic level. The inactivity rate is the part of the population outside the labor force. It is considered as 0.1 people per thousand of the population. quarter change of inactivity is higher, but compared to the pre-pandemic level it is still more. The redundancy rate is the amount people turned to not using for the work or losing the work. The quarterly change in the redundancy rate of the UK labor market is -0.1 people per thousand which is lower than the pre-pandemic level. Another indicator is the working hours of the people (Forsythe, 2020). The quarterly change in the working hours is 14.8 million. Actual working hours are lower than the pre-pandemic level. The number of job vacancies in the market rate according to the quarterly change is 33,700 increased to a higher level than in pre-pandemic time. The other two indicators are nominal pay and real pay (Kozlova, 2020). Real pay is the real income of the person and nominal pay is the per-hour payment of the person. Growth rates were affected upwards for both these indicators and also a small base effect is also shown due to the winter lockdown.  The number of full-time employees is increased to a high. The number of part-time employees is also increased which shows growth from the fall during the time of the covid pandemic (GOVOROVA, 2020). The number of self-employed workers also increased. Besides covid, another reason for these changes is Brexit. It makes a huge impact on the employment of the people. The labor market becomes tight and the number of job vacancies increases.  The recruiters of the market now facing many difficulties in recruiting people. Migration restrictions also affected the employment of people. Importers face several problems like the need for health certificates and submitting paperwork. many countries stop working and left the country after Brexit. More people are working on zero-hour contracts (Langer and Tetenyi, 2018). This means firms are not ready to give a minimum number of paid hours. It increases both flexibility and uncertainty. Labor market participation is reduced. It is because of the shift to working from home evaluate that people’s work-life balance. This is the current state of the UK labor market.
[bookmark: _3dy6vkm]Emerging changes in Human Resourcing Strategies
Several changes occurred in the Human Resourcing strategies after Brexit and covid pandemic. Many changes occurred in the recruitment of human resources after Brexit and Covid - 19 pandemic. Remote interviewing is one of the major recruiting strategies in 2022. Job interviews are taken on various online platforms. The employers collaborate with different technologies to hire suitable people. Another change is occurred in the experience of candidates, due to covid pandemic the employers started to hire employees with more experience. It is because of the loss of the market during Brexit and covid time and the need to bring up to positive work-life balance. Another change in the strategy is diversity. Gender bias for recruitment is minimized in this style. Organizations are looking forward to boosting the diversity of the workforce (Stephens, 2001). It helps in bringing highly qualified and experienced candidates. Nowadays robotic process automation is used for recruiting. It helps in recruiting on a large scale and it also helps in the fast hiring of candidates. It can also evaluate different types of documents at a time and also can screen, sort, and rank candidates. Artificial intelligence also placed an important role in human resourcing. With the help of these AI programs employers in the market can identify and select suitable candidates. Assessing skills and competencies used to screen the candidates is another change in hiring. Particular skills and competencies criteria are provided by employers for the selection. One of the important trends in HR is that Hybrid work becomes mainstream. Remote knowledge workers increased their working flexibility. The organization begins to upskill the employees to improve their performance. It is important to fill skills needs both effectively and efficiently. One of the recruiting trends is flexible schedules (Ridgway, 2019). Employers focus on the flexible schedule of the people as the remote work and other potential office changes are continued. Human resourcing is conducted to the requirements and flexibility of the people. Pandemics also affect the payment of the workers. It changes the traditional approach to doing things. The organization provides more payroll flexibility. After recovering from the issues of the pandemic companies choose HR systems and platforms which are easy to browse and with a seamless user interface. Nowadays reskilling, upskilling, and flexible development opportunities are priorities of HR (Zhuravska, 2019). Employee upskilling is a sustainable approach to developing the workforce. It helped the HR department reduce recruitment costs and boost the morale of retaining employees. The organizations bring upskilling activities to help the workforce compete in the job market. The activities of HR are conducted now on based on driven and people analytics. HR executives today use data generators to fill the gaps in their workforce and skills. Social media recruitment is another trend in human resourcing. Several surveys show that the average UK company spends a lot of its recruitment budget on its social media. Social media are considered a unique tool to connect with potential talent. There are several changes occurred in the criteria for the selection of employees. Employers are given importance to the cognitive ability of the workforce. Employers provide pre-employment texting to evaluate how the candidates use mental processes, abstract thinking, problem-solving, etc (Fedoseev, 2017). Technology impacted the recruitment and selection process a lot. The application tracking system helps to sort the candidates and helped to manage the applications sent by the candidates. HR is facing difficulties in tracking employees digitally. Before the pandemic employees would come to the office, scan their id proof, and get attendance. And also tracking can be done while they log into their computer. Now it depends upon online tools like l, virtual time sheets, virtual attendance, etc. Analytics are used for recruiting. The use of analytics in the talent research process helps in delivering data-driven decisions by identifying the areas of strength and weakness, it also reduces the cost of talent acquisition practices, identifies problems in the process, and also helps in the filling of vacancies more quickly. Analytic helps to provide recruiter details about the source of higher, time to fill, time to hire, diversity, cost per hire, and vacancy cost. It also helps the recruiter in the project and prediction of future trends such as estimation of future performance of the candidates and the probability of acceptance of interview (Aryatama, 2020). Employing branding strategies is another change in human resourcing. It helps job seekers to expose what your company is about even before they submit the job application. It helps candidates to know about the organizations. The adoption of agile hiring methods is also a current trend. It includes the process of asking the candidates to complete different tasks and projects to test their skills and abilities.
[bookmark: _1t3h5sf]Conclusion
This report is a detailed report on the current status of the UK labor market and human resourcing strategies. The first part of the report includes the evaluation of UK labor markets after the pandemic and Brexit. The major thing about the labor market is job vacancies are increased more than the unemployment rates. The labor market shows a growth rate. Unemployment and economic inactivity of the market are reduced than in previous years. A lot of job vacancies are rising and it helps to reduce the unemployment rate. It leads to providing jobs without any gender bias, giving importance to skills and agile learning. Incan the case of women, the number of full-time workers increased. Most of the regions of the UK witness a rise in the employment rate. The employment rate is below than pre-pandemic level. The number of full-time employees increased due to the fall during the time of Covid -19 pandemic. The number of self-employed workers also increased. Besides covid Brexit has also made a huge impact on the labor market. The second part is about the strategy changes in human resourcing. After covid pandemic and Brexit, there are many changes occurred in the selection of the workforce-. Technology plays many roles in the selection of the workforce. Most of the activities are done through different online platforms. Gender bias in the selection of workers was reduced. Another strategy is the reskilling, and upskilling of the current workers. To recover from the chaos of past years, employers want employees with more efficiency and ability.  The employers reskill and upskill the workforce for this. Data tracking and artificial intelligence help to sort the applications of the candidate and selection of appropriate workers for filling the gap. Workers are provided with flexible schedules and payments. Remote working become a trend in HR. Branding strategies are also made by employers to attract potential customers.
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