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[bookmark: _2ivq3x7cqphm][bookmark: _Toc119153905]Introduction 
Human Resource Management (HRM) is the process of giving employment to people, besides training and compensating them with benefits by developing the required policies and strategies for their retention. It also involves the appraisal of performance of the employees, providing them with certain benefits that lead to employee satisfaction and retention. This study highlights the current scenario of the labour market in the UK, mentioning the various factors that impacted the different aspects like employment rate in the UK in both pre and post pandemic periods. It also discusses various changes that are implemented in the HRM strategies for overcoming the impact of both Brexit as well as pandemic period in the UK market.    
[bookmark: _kfv8pc25xeyz][bookmark: _Toc119153906]Findings and analysis 
[bookmark: _p7k5mcob8msc][bookmark: _Toc119153907]The current state of the labour market in the UK 
The employment rate in the UK for the month of June 2022 was observed to be about 75.5%, which is noted to be lower than the previous quarter that is from the month of March until May, by about 0.3 percentage points (Gov, 2022). Nevertheless, this employment rate was found to be higher than some of the other periods in the UK. The number of the workers was observed to have decreased during the quarter while the number of self-employed workers was noted to have increased. The employment rate in the UK is observed to be about 1.0 percent less than that, which was before the situation of the pandemic (Gov, 2022). This showed the fact that the pandemic caused an upsurge in the rate of self-employment that resulted in a decrease in the overall employment rate of the labour market in the UK.   
The pandemic is known to have produced a lot of impacts on the labour market in the UK. In the beginning phase of the pandemic, with the first ever coronavirus lockdown, a large fall in the employment rate of the UK was observed. Even, issues of economic inactivity as well as unemployment were also noted that caused a decrease in productivity of the labour market in the regions of the UK. During January to March 2020 and October to December 2020, the number of workers within the UK market decreased by 825,000 (Parliament, 2022). Besides, the number of individuals that were economically inactive rose by 327,000 and the unemployment rose by 400,000 (Parliament, 2022). The individuals claiming for the benefits of unemployment were observed to have doubled within the months of March to May in the year 2020 (Parliament, 2022).
By the beginning of the year 2021, both unemployment and employment levels were observed to have undergone a lot of improvements but the issue of economic inactivity was observed to continuously increase. Between December 2021 and January 2022, economic inactivity in the UK market was observed to be at its peak, valuing about 8.89 million (Parliament, 2022). This value of inactivity was observed to be about 450,000 more as compared to the economic inactivity in the month of January to March 2020 (Parliament, 2022). This depicted the fact that even after two years from the initiation of the pandemic, the levels in employment were still noted  to be lower by about 350,000 as compared to the levels of employment before the period of pandemic (Parliament, 2022). Throughout the months of January to March 2022, the redundancies were observed to be below the levels of pre-pandemic. Apart from this, the records also showed an upsurge in the availability of job vacancies. Thus, the pandemic is seen to have produced a lot of negative impacts on the labour market of the UK, increasing the issue of economic inactivity that still affects the labour market. The timely estimate of the payroll employees showed a monthly increase by about 69,000  in the month of September 2022, which was according to the revised figure for the month of August and it recorded to about 29.7 million (Gov, 2022). 
According to the Neoclassical Theory of the Demand for Labour, the product market determined the product prices along with the product quantities exchanged (Porumbescu, 2018). Similarly, based on this theory, various arguments are made by the neoclassical economists that the rate of the wages along with the employment rate are determined by the labour markets. However, there is also evidence that the labour market is not always characterised by factors like competitive supply or demand framework (Gov, 2022). Rather, organisations providing employment possess the power of setting a definite amount of wage that they should be paying to their employees. In a competitive labour market that is imperfect, a minimum wage that is considered to be higher can also reduce both the turnover and vacancies instead of actually destroying the jobs. In the initial phase of the first lockdown, during the pandemic, the average wages of all the employees were observed to have decreased.    
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Figure 1: Employment in the UK labour market 
(Source: Europa, 2022)
In the post pandemic period, various developments were observed to have occurred in the labour market of the UK. It can be stated that an imbalance between the labour supply and labour demand caused an unusually high level of tightness in the beginning phase of recovery after the pandemic in the UK market (Europa, 2022). This could be translated into wage pressures indicating a risk to inflation. In comparison to other regions, this pressure is comparatively less as observed in the UK market. Even, the UK market highlights a comparatively slower recovery process for both labour markets and employment. 
Job vacancies in the UK are observed to face an upsurge in the post-pandemic period where almost all of the firms operating in the UK are known to have faced an increasing demand for services and goods. Even, the UK labour market is also noted to have faced a lot of challenges because of the Brexit (Pratsinakis et al. 2020). One such challenge includes decreased supply of EU workers with enhanced skills and this hampered the operations of various business enterprises in the UK. This resulted in slower recovery of the UK labour market leading to financial crisis globally (Europa, 2022). In the year 2020, a rise in the wages of the labourers in the market of the UK was observed. This growth in the earnings was stopped because of the various restrictions due to lockdown started from the months of November 2020 to the month of March 2021 (Parliament, 2022). Wages paid in terms of cash continued to rise after the restrictions were being lifted in the month of March 2021 and it led to rise in inflation, which referred to dampening of the real wages. The gradual upsurge in the inflation rate continued even in the year of 2022 in the UK and according to the reports of March 2022, the annual growth in the wages paid in Great Britain was observed to have increased by about 0.7% (Parliament, 2022). This is the latest scenario of the labour market in the UK, in the post pandemic period.               
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Post-Covid situation 
Human Resourcing Strategy is considered to be a roadmap that aids in solving the biggest challenges of an organisation by generating solutions that are people-centric. This approach needs HR input while the creation of policies and elevating the importance of talent management, recruitment, compensation, planning, succession along with corporate culture (Okolie, 2020). The Covid-19 pandemic has largely impacted the businesses of the UK market. This has led to the modification of various strategies used in the HR practices. It has made it very difficult for the organisations to return to normalcy, looking forward to the future of an organisation. 
This can be achieved by the implementation of certain HR strategies that can be beneficial for both the company as well as its employees. Employee personalisation is the most important strategy that works towards employee satisfaction. This means that employees want to be recognised in a particular organisation based on their unique contribution in the workplace (Clyde, 2020). The uniqueness is a factor that is embraced by the employers, that makes them introduce necessary steps for employee retention. In the post-Covid period, organisations are offering an increased amount of online tools along with more benefits that are related to the personalisation of the employees like tuition reimbursement and health insurance (Purba et al. 2021). The main idea of some of the employers is to pair these benefits with an online portal as it helps the employees to monitor their benefits and book a doctor appointment.
Technology driven Artificial intelligence (AI) is another strategy that is implemented by the companies for establishing an improved business performance. Covid-19 has led to an economic breakdown worldwide that made employers introduce various strategies in its organisation for reducing the overall cost (Menoni and Schwarze, 2020). AI leads to the empowerment of the companies to achieve more business productivity with a less effort compared to the situation before the pandemic (Damioli et al. 2021). Besides, the usage of AI is prevalent by the HR for administering the human capital. For instance, Deloitte is notified to use the combined effect of AI, automation along with the power of analytics for establishing hidden relationships in vast amounts of the existing data (Deloitte, 2022). It also ensures that implementation of the suitable technologies with the right strategies can assist in balancing the cost, speed and quality of the products that are manufactured. Intelligent automation and robotics are some of the other factors that are used in these organisations in order to emulate the human interaction, judgements and the decision making process that helps in generation of high actionable predictions (Deloitte, 2022).  
Focusing on the well-being of the employees is the next strategy that is implemented in the post-Covid period. The Covid-19 pandemic had led to a lot of anxiety and depression among the employees. Hence, the employers focused on the mental health and overall well-being of all the employees of the organisation. Unilever serves as an example, which focuses on developing an inclusive and supportive environment at the workplace that enables the employees to develop and learn by exposing employees to real challenges within business (Unilever, 2022). This can also be better explained with the help of the HR value chain model that focuses on employee satisfaction, retention and motivation as some of the major goals of the organisation. Thus, with the help of this model, a direct relationship can be established between the employee well-being of the organisation along with their retention. Employee satisfaction and retention are some of the major aspects that the companies need to focus on in the post-Covid period.    
Post-Brexit situation
The Brexit period has provided significant influence on people management (Luthra, 2021). There are various strategies that are implemented by organisations in order to cope with the impacts of the Brexit periods. The first major step demanded the formation of new rules and regulations, focusing on the mental health of the employees in the organisation (Gov, 2022). One way by which the impact of Brexit can be overcome, is by the development of a vivid understanding of the various impacts of Brexit on the business. It enables an enhanced communication with all the employees about the various strategies that would be helpful in overcoming the impacts of the Brexit period. The next strategy that was implemented in the post Brexit period involves recruitment of adequate talent from the overseas region. This can be best explained considering Coca-Cola as a suitable example. This company tends to offer ample opportunities for excelling with a highly diverse team that are observed to be rich in talents from differing cultures, backgrounds and regions in the UK (Coca-cola, 2022). Thus, overseas recruitment is one of the processes by which Coca-Cola is known to hire its employees in the UK. In addition, the company is known to work with about 1600 company associates that are known to have worked with European bottler employees (Coca-cola, 2022). This can also be better explained with the help of the Harvard framework for HRM, which suggests situational factors like the characteristics in the workforce that demands the presence of diverse talents (Boselie et al. 2021). This can be achieved with the help of developing an all-rounder workforce with a diverse pool of talents from all corners of the world.  
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Figure 2: Harvard framework for HRM
(Source: Boselie et al. 2021)
During pre-Brexit period, labourers could readily migrate from different parts of the world to the UK for employment. However, after Brexit, a lot of restrictions were imposed on the migration of employees to the UK that demanded seeking permission, requiring identity proofs of the individuals in case they wanted to migrate, crossing the border (Gov, 2022). This provided a lot of restrictions for the employees that had to migrate from another art of the world to the UK for employment. Thus, this acted as a barrier in case of overseas recruitment by the organisations of the UK. The next strategy that was implemented by the organisations in the post-Brexit period involved transparency within the workforce (Gov, 2022). All the employees within the organisation need to have access to all the required information and this would help them develop trust towards the business. Besides, organisational leaders guiding them in the post-Brexit period would also help in their retention. One of the best examples that can be cited includes Marks & Spencer (M&S) in the UK, which ensures fair and transparent procedures, raising concerns and appreciating the people when they have any complaint against the workplace (Marks and Spencer, 2022). M&S allow their employees to raise any issues they face without any fear; thereby, helping them to find an agreeable solution (Marks and Spencer, 2022). Hence, both Covid as well as the Brexit produced a lot of impacts on the business performance of organisations operating in the UK. These impacts could be overcome with the help of various strategies, focusing on the mental well-being of the employees along with introduction of factors that would lead to their satisfaction and retention. Besides, retention of existing employees would also decrease the overall turnover of the organisation.           
[bookmark: _cimyfa3u8y4][bookmark: _Toc119153909]Conclusion 
Based on the entire study, it can be stated that the pandemic period caused a lot of impacts on the performance of the labour as well as the employment rates in the UK market. Not only that, but the situation of lockdown amongst the Covid-19 pandemic increased levels of self-employment, which resulted in an unavailability of skilled labours for the market of the UK. Additionally, various restrictions posed on the migration of labourers overseas for employment to a different region, in the post-Brexit period, led to gradual decline in the number of skilled workers for the labour market in the UK. Employee personalisation along with various implementations in the technologies used like introduction of AI was some of the strategies that were implemented by organisations in the UK for employee satisfaction and retention. 
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