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[bookmark: _Toc112634315]Executive Summary  
The UK labor market has undergone significant change throughout the years, from its inception in the 1970s to its current operations in a high-tech and dynamic market. The discussion of the UK labor market's current performance also emphasized the serious implications of the market's current underperformance. The COVID-19 and the Brexit decision both had a significant impact on the UK labor market. In order to examine the current state of the UK labor market, the changes made to human resource strategies as a result of COVID-19 and Brexit were also thoroughly explored. 
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1.0 [bookmark: _Toc112634316]The Labour Market in UK 
Post 1979, the government of UK has made changes to the labor market that have frequently been referred to as a "deregulation" program intended to promote a widely "flexible" labor market (Bamber, 2021). In comparison to a wide number of other European nations, the UK's labor market was already regulated less in 1979, therefore it is far from certain that all labor market policies has since moved in the path of "deregulation." 
Despite the strong labour market establishment and progress made in the 1970’s the present labour market in UK has been heavily influenced by the effects of the COVID-19 pandemic and also due to the Brexit (Bamber, 2021). The most recent figures show that wages are not increasing quickly enough to maintain pace with rising inflation. After accounting for price inflation, regular pay has decreased by 1%. The results also demonstrate that, in addition to the rate of employment rising from the last quarter, inactivity of the economic has risen as well. 
The most recent data indicates that, the post-pandemic labor market is still recovering. During the last quarter, the employment rate grew 0.1 points of percentage and the rate of unemployment decreased, and this gives off a positive impression of the future (Scarano and Colfer, 2022). 
The UK's current inflation rate of 5.4% is the highest recorded in thirty years (Haveman and Nedzhvetskaya, 2022). Most people wonder if earnings will increase quickly enough to successfully offset the increase in living expenses. The most recent data indicate that they it has not increased accordingly. Over the course of the year, actual regular pay—defined as salary minus bonuses which is adjusted for prevailing inflation—has decreased by 1% (Scarano and Colfer, 2022).
Between the last quarter of 2021 and the first quarter of 2022, the average total compensation increased nominally by 3.8% and by 4.8% when bonuses are taken into account (Pavolini, Fullin and Scalise, 2022). In actuality, the positive rate of growth has been maintained over the past half year by these substantial bonus payouts.
However, not all industries provide bonuses, and those that do tend to be in the top paid positions. The banking and the business sector has seen the most increase in overall earnings (Whyman and Petrescu, 2021). Within the private sector, it is far more common to see bonuses than within the public sector, resulting in a big difference in wage growth amongst the differing two sectors. 
There is probably a large base effect available within this data. There were stringent measures for lockdown in place throughout the UK during this time, with most individuals being dismissed or working less hours, as the data measure the growth yearly (McGuire, McVicar and Tariq, 2022). The year-over-year increase figures may overstate the degree to which the improvement of pay is due to a very low salary base.
The percentage of adults between 16 to 64 years, who are neither working nor looking for job has increased to over 21% (Pavolini, Fullin and Scalise, 2022). It is measured as a 1.1 percentage points greater than it was before to the epidemic and has increased by 0.1 percentage points during the previous quarter (Haveman and Nedzhvetskaya, 2022).
According to the most recent figures, over three-quarters of those who are not working are between the ages of 50 and 64 (Scarano and Colfer, 2022). The fact that there are fewer candidates eager now to fill the large number of openings may be of concern to both companies and policymakers. In the months between 2021 end and 2022 beginning, the number of unemployed persons per open position reached a historic low of only one (Haveman and Nedzhvetskaya, 2022).
75.6% is the estimated rate of employment in the UK (Pavolini, Fullin and Scalise, 2022). This is one percentage point lower than pre-pandemic, but it is 0.1 points of percentage greater than the prior quarter. With a 0.2 point percentage decline from the last completed quarter, the rate of unemployment was established to 3.9%. which was the rate prior to the pandemic (McGuire, McVicar and Tariq, 2022). 
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Figure 1.1: Current Employment and Unemployment Rates 
Source: Simms, (2022)
Increase in employment for full-time workers was the primary factor driving the employment rate's growth (Jelonek, 2021). The decline in self-employment helped to offset this in some measure (this trend has remained consistent throughout the entire pandemic period). Although it has been rising since 2021 April, part-time opportunities for employment is still lower that levels maintained prior to the pandemic (McGuire, McVicar and Tariq, 2022). 
The expense of life is steadily increasing. According to a latest survey, a third of UK residents worry that if electricity and gas prices keep rising, they will not be capable of paying their bills (Simms, 2022). Since wages have not successfully kept pace with changing inflation rates, consumers are even now under pressure from rising living expenses.
The COVID-19 pandemic's effects on the labor market provide significant conceptual measuring difficulties. For instance, more workers are likely to take time off work temporarily due to illness or workplace regulations like dismissal (Jelonek, 2021). The employment levels documented during the period of the pandemic may be significantly impacted by how these brief absences are categorized. Similar to how social distance metrics was introduced and the modifications in business practices will affect people's capacity to seek for and obtain jobs (Wilson, et al., 2020). The ratio of persons classed unemployed effectively or as economically inactive to the employees who are classified and is expected to vary as a result of this.
However, other nations with comparable economies are actively dealing with these issues; they are not specific to UK only (Simms, 2022). To assist statisticians in measuring the labor market within the current environment, the International Labour Organization (ILO), the company that supplies the internationally accepted definitions that support labour market statistics, has given a guidelines set (Wilson, et al., 2020). These recommendations are being used by the National Statistics Office to guide their choices.
The most recent surveys of business that are currently available within the UK with indicators in real-time indicate a sharp fall in economic related activity, while preliminary estimates for any other nations show the scope of the effects on the actual economy thus far (Jelonek, 2021). Additionally, the emergence of social distance has altered how people work or own capacity to hunt for and land a job.
The limits and guidelines put in place in order to respond effectively to the pandemic (COVID-19) have an effect on the Office for National Statistics' (ONS) capacity to gather and process collected data in addition to having an overall impact upon the UK labor market collectively (Wilson, et al., 2020). Data collection from within this sector of the country’s economy is difficult because of the amount of enterprises that have stopped operating or that now operate remotely. In a simple context, simple social distancing policies prevent us from now doing interviews that are face-to-face with households to gather required information.
There may be some erratic movements within estimates as a result of the coronavirus's effects. By taking into consideration a selection of this influence to be a shift in the seasonality which is an underlying factor, methodology for adjustment seasonally can sometimes smooth out this overall impact (Bamber, 2021). As more outputs that are weighted become easily available, a reevaluation of adjustment strategy seasonally, to make sure that the altered outputs accurately reflect upon the evident irregular impact. 


2.0 [bookmark: _Toc112634317]Changes in Human Resourcing Strategies post COVID-19 and Brexit external Environment
Latest years have experienced a tremendous growth in jobs within the UK labor market, as depicted by record-high rates of employment (Yang and Han, 2021). It is realized that the labor market in UK is relatively "tight" in these circumstances. This will make it further difficult for HR experts to hire and retain employees.
The furlough plan made sure that losses of job were kept to a minimum during the COVID-19 pandemic. Similar to before the epidemic, the job market is recovering now (Diab-Bahman and Al-Enzi, 2020). Inflation rate has accelerated to a high rate than ever before, and the labor market is very tight.   
Brexit is also a factor that cannot be avoided when considering the labour market of UK and its developments in recent times (He, et al., 2021). Will new migration restrictions being introduced post Brexit it has also emphasized impacts on employers and it also has had implications upon the UK employment law. 
2.1 [bookmark: _Toc112634318]Post COVID-19 
COVID-19 pandemic was an unexpected issue that the labour market of UK and most other countries faced (Roumpi, 2021). This was an undetected problem that caused massive losses to businesses and hindered economic growth and performances in many nations. COVID-19 pandemic also brought across many strategic level changes in how businesses operate and the impact of these changes seem to have a lasting effect on most businesses (Yang and Han, 2021). Several such changes that was brought across human resourcing strategies as a result of COVID-19 are discussed as follows:
More remote work 
With the rising travel restrictions and prolonged periods of lockdown, the need for physical working environments decreased drastically, thereby promoting more remote work (Diab-Bahman and Al-Enzi, 2020). This grew in popularity also because it enabled organizations to reduce its overhead costs significantly by not functioning corporate offices. This also facilitates the organizations in managing resources optimally especially since these times require the management of costs and expenditure to cover the losses made due to the pandemic (Adikaram, Naotunna and Priyankara, 2021). 
Strategic local hires
With restrictions on travel the need to hire strategically through local candidates became even more evident for UK (Roumpi, 2021). This was also influenced by the country’s decision to exit the EU as the country aimed at reducing the number of immigrant workers in the UK altogether. Many organizations are seen to be opting to hire locally from the talent available within the country rather than opting to hire from outside which would lead to higher costs (Yang and Han, 2021). 
Employee health and security obligations enhanced 
With the rising health concerns that rose due to the COVID-19 pandemic, the need for investing in social security obligations at organizations in relation to HR management has become more important than ever (Diab-Bahman and Al-Enzi, 2020). This is because as employers the maintenance and ensuring of healthy working conditions is important for businesses. Maintenance of employee health and security is a responsibility of an employer and it also acts as a measure by which the employer’s performance is measured in the views of the customer market (Adikaram, Naotunna and Priyankara, 2021). 
Less recruitment of older workers 
The emergence of the pandemic had a great impact upon the recruitment of older workers where a 8% decrease in the recruitment of people 65 and above was evident. The employment of young workers between 16-24 also decreased however, it was only by 3% (Roumpi, 2021). The employment of the middle aged workers ranging between 25-64 was the segment which was least affected which displays the inclination to reduce the aging population from the workforce and develop a strong and healthier workforce by recruiting the middle aged population (Adikaram, Naotunna and Priyankara, 2021). 
2.2 [bookmark: _Toc112634319]Post Brexit 
Since UK opted to move out of the EU in June 2016, the economy and labour market of the county has been facing several uncertainties due to unprecedented nature of the Brexit event (Ridgway, 2019). This uncertainty led to various HR practices such as certain companies opting to downsize their workforce while certain others reported shortage of required skills and so on (Mohamed, Pärn and Edwards, 2017). The following HR strategies have been identified in the UK labour market post the Brexit decision:
Retention and recruitment 
One of the highly divisive themes supporting the majority vote that was derived to exit the EU was the perception of the extent of migration that was evident from EU to the UK (Mohamed, Pärn and Edwards, 2017). While talks to control migration are ongoing, this negotiation is still crucial to the future possible relationship that could remain amongst the UK and EU in order to lessen the ensuing economic damage (Sindakis and Aggarwal, 2022). Irrespective of the assertion that immigration lessens job possibilities for UK residents, there is little factual support for the link between rising unemployment and immigration amongst "British born" people.
Employee resourcing 
The strategic need to guarantee that an organization has access to the skills it needs to accomplish its goals is the subject of the HR practice known as employee resourcing (Oxford Analytica, 2019). Prevailing uncertainty regarding how any talent movement inside the EU would change as a result of Brexit is considered a prominent result of the lack of a comprehensive policy (Whyman and Petrescu, 2021).  Four difficulties to employee resourcing are presented by uncertainty of this kind; each is described in an employee resourcing proposition before being summarized (Ridgway, 2019).
Increasing arrangements of flexible working 
Although it was promoted as a cost-saving measure during the proceedings days of the recession in 2008–2009, flexible working arrangements are currently used as a technique of engagement, reward, and also motivation (Oxford Analytica, 2019). Further, it is known that flexibility draws a wider variety of talent acquisition. The UK is positioned as a desirable job destination since flexible work arrangements are more prevalent there than within the majority of its EU partner nations. According to this viewpoint, keeping workplace flexibility is essential to luring and retaining workers from EU after Brexit (Ridgway, 2019).
Skillset of labour market 
People have the misconception that immigrants from the EU most frequently are employed in within lower skilled or unskilled job roles (Sindakis and Aggarwal, 2022). This opinion has grown after the Brexit result due to the publishing of studies showing that only approximately 50% of applications for jobs are received from the UK. Employers have underinvested in skill development as a result of having access to labor through people movement freely (Oxford Analytica, 2019). It is clear that foreign-born employees entering the UK often have better educational levels than their peers who are "British born". 



[bookmark: _Toc112634320]Conclusion 
The labour market of UK saw much change over the course of years spanning from its initial days in the 1970’s to today’s operations in a high tech and dynamic market. The current performances of the UK labour market was discussed while highlighting the critical considerations of the underperformances of the market at present. The UK labour market saw large scale wide market changes as a result of both COVID-19 and the Brexit decision. The changes brought across human resourcing strategies in UK post COVID-19 and Brexit were also discussed in detail as a means of studying the current labour market performance in the country. 
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