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[bookmark: _ub60syjo1d4m]Introduction
Employment and unemployment have become uncertain in the British market since 1979 as the labor market faced two major recessions; one occurred in 1980 and another one in early 1990 The latest labour force survey has shown that there is a little decrease in the rates over the period; a small increase in the unemployment rate and a little decrease in the employment rate but still the economic inactivity rate is unchanged. The UK employment rate for the citizens belonging to the age group 16 to 64 has decreased by 0.1 percent in recent periods. In the pre-corona virus period, it was also in the stage of decreasing rate. The number of full-time workers has increased in the last 3 months. The rate of employment of part-time employees has increased in early 2021; it was shown that the rate is increasing which has felt in the corona a virus period. The number of self-employed workers was decreasing in the first phase of the pandemic and remained low but in early 2022 it started to increase. A huge number of people who became unemployed in the last year have started to work in the last 3 months. 
The objective of this assignment is to reveal the current stage of the labour market in the present days in the UK as well as what strategies are taken by the UK government and other appropriate organisations to grow the employee engagement rate after combating the coronavirus pandemic. 

[bookmark: _ce8mk8v7rtcs]The current state of the labor market in the UK
Across the whole world, Covid 19 has had a spontaneous impact on the economic level. Like any other country, In the country of the UK, has facilitated to a great fall in the labour need in various sectors of the economy and also led to initializing the shortage of labour in the other sectors.  During the post-pandemic recovery, the UK labour market is combating some difficulties such as different complications in wages (Fiaschi and Tealdi, 2022). As per the most recent Labour Force Study, it is shown that the rate of the workforce has increased From February to April 2022 (Jones, 2022). But the rate of financial activities and underemployment is decreasing gradually. This study will be reviewed how the post-pandemic labor market has developed in the UK. There was an imbalance between the demand for labour and the supply of labour in the country during the phase of recovery. This can turn into broad-based wage pressure (Pizzinelli, Sozzi, and Tavares, 2022). Which leads to  inflation as well. The increasing rate of the labour market tightness has expanded the wage pressure on the labour market. 
While there was expanding the chance of high-level vacancies across the industries, till the second quarter of this present year, this was limited to leisure and hospitality. As the industry tries to make these vacancies contact-intensive and the low-paid jobs are mostly preferred.  In the third quarter of this year, it is found that the rate of wages has accelerated in some industries such as manufacturing, financial industries and the professional service industries. But the three industries remain in the same wages found in the past. This development has further indicated that there may be another risk of expanding wage pressure; this may lead to a wage-price hike. In the United Kingdom, the labour force participation rate and the employment rate are slowly approaching the pre-pandemic level.  The present graph rate and the February 2020 graph rate have been compared and it is shown that it is in the phase of recovery (Favero, 2022). As the UK market is facing demand for goods and services, the vacancies are increasing sharply. Beyond this, the UK market has also faced a decreasing level of skilled EU workers. The NHS has launched some recruitment forces to overcome the coronavirus scenario. The initial policy-based response focused hugely by securing employment ties so that it could not be severed in the struggling sectors (Romanko and O’Mahony, 2022). Also focused to protect the income of the workers. In the country of the UK the government planned to provide loans to the sectors that are badly hit by the pandemic. These policies will be beneficial for the firms as well as the workers to cope with the crisis. The business will be able to speedily and effectively resume after the pandemic (Engbom, 2022). This scheme is also committed to the laid-off workers so that they can make their housing loans as well as other financial commitments easily. The CJRS focused on the protection of the income of the workers who have been retrenched from their job due to the crisis. This approach has been designed to take an attempt to preserve the workers to resume their actual job when the crisis will be passed. There is another aspect taken to reallocation of the workers across the various sectors so that the worker shortage can be recovered and foe better long-term prospects.
Policy tools could be beneficial together to enhance job recruitment, new job creation (Berry and McDaniel, 2022), labor reallocation, and secure workers and their families against economic destitution. This direct approach is taken to facilitate advantages of less opportunity cost over the public sector hiring that will launch public sector projects that will be helpful for the unemployed public to gather more knowledge and skills. Recent research shows that the younger employees are who have lost their jobs mostly during the pandemic. It is also crucial to correctly identify the most possible job matches between the job seeker and the vacant jobs. In addition, it will be necessary to observe very clearly the characteristics of the vacant job or the skills required for the job with the skills of the job seeker thoroughly. However, it will be difficult to find good matches as there are a lot of systematic mismatches between the skills the unemployed workers acquire and the demand for the skill in any job openings. This happens as during the pandemic the requirement of the industries tend to be highly skilled whereas the low-skilled workers have been critically affected due to the permanent job losses (Azar, Marinescu, and Steinbaum, 2022). Training may be the solution to this problem. 
The government may take some progressive approach and can arrange some equipment tools so that the unskilled workers may take the positions by upgrading themselves. The characteristics of the economic shock that happened due to the Covid 19 are unusual. The scale of the economy has taken a downturn and after combating the crisis period the steps that are taken by the UK are likely to be successful in a matter of days. Much of the steps are likely to be temporary and policies focused on putting the economic level ready to return to combating the dramatic, immediate impact of the pandemic. Also the workers are also expecting a great change in their workforce over the present year and so on. Over the coming periods, the policymakers are planning to make some policies that will be able to very delicately balance between the employer-employee matches.

[bookmark: _tw7ctg4cgrw]The emerging changes in Human Resourcing Strategies in the post-Covid, post Brexit
[bookmark: _ughlvglrk36p]external environment  
As a direct result of the government's reaction to the pandemic, several industries had to shut down immediately. This included the tourism industry, as well as the retail, hotel, and leisure sectors. On the eve of the crisis, these industries employed almost 7 million people in the UK; following the lockdown, many of them found themselves unemployed (Costa Dias et al, 2020). At first, there was a severe lack of workers in many other industries. In order to staff up for the coronavirus outbreak, grocery stores, logistics companies, and the National Health Service all held hiring drives. The number of openings in these fields has decreased as people have assumed these positions, although the number is still larger than it was before the pandemic. Companies in the tech industry, such as Facebook and Google, have also begun recruiting efforts, in part as a reaction to the slowdown in the startup sector's recruitment efforts (Costa Dias et al, 2020). 
The present crisis involves not only a widespread slowdown in business growth but also a drastic change in the mix of economic activities, significantly more so than in a usual downturn. This highlights the need of shielding companies and employer-employee ties with promising long-term potential but limited resources to weather the storm. Workers with more years of experience incur more expenses because their present positions are more likely to be a good fit for their skill sets. They are less likely to be able to find new employment due to their susceptibility to contracting COVID-19 (Moradlou et al, 2020). 
In addition, the one-time cost of the enormous round of recruiting that would need to occur once the public health crisis passes would be substantial even if all employees are able to find a business that is as well suited to them as the firm they employed for before the crisis. Through the Coronavirus Job Retention Scheme, the British government provided loans and cash grants to businesses in the worst-affected industries, and it subsidised up to 80% of the salaries of employees who had been laid off (Costa Dias et al, 2020). These plans cushion businesses from the impact, increasing the likelihood that they will keep their employees during the pandemic.
There is presently no empirical study to understand what Brexit implies for HR practices because of the unexpected nature of the event. However, the effects of other major economic crises, such as the recession, on HR practices might be drawn upon to enlighten debate on the lack of such data (Hadjimichalis, 2021). Many businesses had to lay off employees in the wake of the global financial crisis, but retaining talented employees was considered crucial to the survival and growth of the company in the long run. The uncertainty brought on by Brexit may be compared to the global financial crisis, which allows for theoretical appraisal and educated debate of its consequences for an employee who works as an HR practise. Companies in the UK have not faced such a prolonged period of uncertainty since the 2008 financial crisis (Ridgway, 2019). Using the 2008 financial disaster as a benchmark, the authors of this research analyse how businesses reacted creatively to the unstable job market. Although the current state of the labour market has been compared to the last recession, what this means for HR in the real world is still up in the air. 
The EU countries expect that, in addition to a decrease in the influx of employees from the EU to the UK, the influx of EU workers already in the UK will grow, regardless of their resident status (Ridgway, 2019). When compared to native-born British people, migrant laborers coming to the UK tend to have more schooling. The notion of super-diversity requires us to examine socio-cultural consequences on, and views of, migrant workers, so people should just not oversimplify migration. There may be fewer jobs in the UK as a consequence of decreased output as a result of the higher cost of manufacturing, which may cause items in labor-intensive sectors to be imported from nations with cheaper labour costs.
Particular age groups' employment situation has been more affected by the pandemic so far than that of other age groups. Most workers who leave their jobs are between the ages of 18 and 25 and 60 or older. The coronavirus outbreak has a disproportionately negative financial impact on some workers. The coronavirus has had a particularly detrimental economic impact on young workers, low-paid workers, workers from ethnic minorities, and workers with disabilities. Increases in both unemployment and economic inactivity are to blame for the decline in employment. Since the beginning of the pandemic, there has been a 3% increase in the economic inactivity of 16–25-year-olds, a 3% increase for 60approx years olds, and a 5% increase for 25–60-year-olds (Powell et al, 2021). A record drop in job openings in 2020 was one of the first signs that the pandemic was having an effect on the labor market. 
In 2021, the number of open positions reached its pre-pandemic levels again, and it has since risen. As millions of individuals were furloughed following the implementation of the job retention plan in 2020, a sharp decline in working hours was yet another early sign of the pandemic's effects on the labour sector (Powell et al, 2021). Given that employment is still below pre-pandemic levels, total hours worked and hours worked per worker are currently above pre-pandemic levels. Due in part to many delayed employees getting only 80% of their regular pay during the first shutdown, earnings growth decreased and momentarily became negative. However, real salaries have been increasing quickly ever since. In sharp contrast, real profits growth following the financial crisis became zero, and took over a decade to restore to pre-crisis levels (Vidmar et al, 2020).
According to ONS.gov.uk, 2022, this pay increase was partially caused by a decline in the number and share of lower-paying jobs and partially because annual profit growth is being contrasted with pandemic-affected periods. Additionally, they stated that these transient variables would have mostly been eliminated from the most recent data. The coronavirus's effects on men's and women's jobs have largely been similar. Since 2020, male employment levels have slightly decreased more than female employment levels (Powell et al, 2021). However, while the proportion of women who are self-employed and work part-time has decreased, a growth in the number of women who work full-time has largely offset this trend.
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