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INTRODUCTION
The labour market or the job market is the market where the employers provide the demand and employees provide the supply. There are many factors that affect the labour market and human resource strategies. In recent years some major factors affected the labour markets in the world. The covid-19 pandemic and lockdown are highly affecting all these areas and in case of UK there is also one major factor, Brexit, and it also affected the human resource strategies. Here the report makes a detailed analysis on the existing state of UK’s labour market and it also make a detailed discussion on the emerging changes in the human resource strategies after the exit of Britain from the European Union and also the recent changes in the human resource in the post Covid-19 pandemic.



CURRENT STATE OF UK’S LABOUR MARKET
A labour market simply means the market where the employers provide the demand and employees provide the supply. if there is a higher wage offered in the labour market then it will attract potential employees and they will enter in the labour market for better jobs(Seo, 2021). Trust is important for a strong management-labour relationship, trust allows the employees to feel secure and comfortable in their jobs and it helps in reducing turnover (Bloom Philip Bunn. et al., 2019). There factors like the unemployment rate, employment rate, job turnover, income inequality, economic climate, discrimination, etc are some of the factors that affects the labour market and its operations(Worth and Faulkner-Ellis, no date).
The latest Labour Force Survey (LFS) estimates show that over the quarter the employment rate was increased and the economic inactivity and unemployment rates are decreased as per the estimates on February to April 2022. There was 0.2 percentage increase on the unemployment rate points on quarter to 75.6%. But it is still lower than the pre-Covid-19 levels. There is an increase on the number of full-time employees and the part time employees are decreased. During the pandemic the total number of self-employed workers decreased (Ruth, 2021).

The unemployment rate decreased by 0.2 per cent on quarter to 3.8 per cent for February to April 2022. In February to April 2022, the Economic inactivity rate was decreased by percentage points to 21.3%. While comparing with the previous year the total public sector employment was increased in march 2022, here the increase is because of the response of the Civil Service and  NHS to the Covid-19 pandemic. The estimated public sector employees in UK is 5.74 million in march, 2022 and it is higher than the previous year. The central government employees are estimated 3.54 million in march 2022 and which was an increase from the previous year (Lietzmann and Frodermann, 2021).
While considering the currently available vacancies there was approximately 1274400 vacancies in 2022, here the number of vacancies was decreased from the previous year by approximately 19800. The following graph shows the three months growth rate here in May to July 2022, the growth fell to a negative 1.5 %. The majority of industries faced a falling trend during and after the pandemic, and now all the industries try to overcome all its challenges and the pandemic’s impact (Wang et al., 2021).
In recent years the UK labour market showed a major job boom and this is reflected in high employment rates. Here the labour market of the UK becomes tight and the HR professionals experienced more difficulties in retaining their existing employees and recruiting new employees also. The furlough scheme helped very much during the Covid pandemic, because it ensured job losses as minimal level. The UK labour market seemed as it did in before the Covid 19 pandemic. Also, Brexit becomes as one of the important factors that influenced the labour market and the economy and its development. The new migration restrictions for the EEA workers during January 2021 also impacted the UK labour market (Zhu, Warner and Feng, 2011).  
The exit of UK from the European Union also affected the labour market of the UK. This leads to a make new governance arrangements and adopting high quality standards in the UK economic statistics. The governance arrangements helped in comparability in an international level. The current employment rate of UK is estimated as a 75.6 percentage and it is higher than the previous year three months period basis and also it is lower than the before Covid 19 pandemic period (2019-2020). There total working hours became same as the pre Covid-19 pandemic but is higher than compared with the previous 3 months. The unemployment rate is lower than the previous 3 months and it is returning to the stage of before pandemic levels. The estimated inactivity rate of UK is 21.3 % and this rate is higher than previous quarter and also higher than pre covid 19 level (International Labour Office, 2022).
While considering the current Huan Resource trends of UK, the job vacancies are hit the record of 1.1 million in the end of 2021, this indicates the overall business confidence. The unemployment rate is decreasing in UK in the year 2022 compared with the previous years. the HR trends of UK shows an increased resignation, various studies identified that approximately 69 percentage of employees are searching to change their existing job. While considering the cultural factors approximately 24 percentage of workers tries to change their job position and they have lower sense of belongingness with their job (International Labour Office, 2022). The higher number of resignations creates more recruiting opportunities and this attracts the new talents. The major transformation is sourcing and recruitment through the social media platform. This created wider opportunities to the candidates and the companies gets more availability of best talents. Social media recruitment, video resumes, etc are important examples of the new trend. Through this transformation, companies could reduce the cost of these HR activities. In the recent years there was a great change that all the entities are moving towards the hybrid work model (International Labour Office, 2022). The lockdown created complete restriction to work and companies and employees are shifted to online through works. The hybrid working model became as a solution to the pandemic job restrictions and also after the pandemic the people became confident in using digital media regularly for their work and personal uses. The digital media also provided better communication facilities in between employers and employees. Various surveys identified that there is a higher demand for flexible works and the people are searching for it. The employees become highly comfortable in flexible working and this enable less employee turnover and there is more scope and opportunities to hybrid working (Ruth, 2021).









Figure 2: The three-month growth rate fell to negative 1.5% in May to July
2022
May to July 2022 three-month average vacancies in the UK, quarterly percentage growth from February to April
2022 and percentage growth from pre-coronavirus pandemic January to March 2020
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Source: Office for National Statistics - Vacancy Survey











Table 1: Summary of latest headline estimates, and quarterly changes, for regions of the UK, seasonally
Adjusted January to March 2022
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Source: Office for National Statistics - Vacancy Survey





Table 2: summery of latest headline estimates, and annual changes, for regions of the UK, seasonally adjusted, April to June 2022
adjusted, April to June 2022
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(Source: Office for National Statistics- Labour force survey)








EMERGING CHANGES IN HUMAN RESOURCE STRATEGIES
The HR professionals plan and invest in various innovation and growth. The covid-19 and Brexit made some changes in the emerging trends and human resource strategies. The human resource strategies may include recruitment, compensation, learning and development, performance appraisal, succession planning, etc (Lee and Stead, 1998). As an example of the changes of HR strategies before and after the Covid 19 pandemic, Infosys made a task for enabling their employees more flexible work environment after the Covid pandemic. The employees of Infosys are provided work from home option. Also the company’s health and safety measures are improved(Khanna and Palepu, 2021). A detailed discussion on the post covid and post-Brexit external environment is discussed below.
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(Source: Selecthub)

POST-COVID EXTERNAL ENVIRONMENT
The global pandemic was declared on 2nd march, 2022 and it made a great impact on the world. This pandemic also affected in business areas and made a question on how to manage the business during the lockdown (Taylor, 2019). The business environment had been entirely changed during the pandemic and the authorities faced too much difficulty in managing their business during the pandemic. Covid-19 pandemic and the lockdown has a higher impact on the global economy also because the global trade was became stuck and affected the entire economic sector (Almeida, Duarte Santos and Augusto Monteiro, 2020).  The WTO expected a 32 per cent decrease in global trade in the year 2020 as a result of the covid-19 impacts. As per the forecast for the year 2020, the global GDP decreased by a 4.5 percentage and there was a loss of 7669 billion US Dollars. The pandemic also affected the labour market, through three main areas like quality of work, quantity of work and effect of specific group (Nandi et al., 2020).
The employment rate of the UK increased by 0.2 percentage points in the quarter to 75.6 percent, this is still below pre-Covid-19 levels. There is an increase in the number of full-time employees and a decrease in the number of part-time employees. The number of self-employed workers decreased during the pandemic and has remained low(Nandi et al., 2020). After the pandemic crisis the companies concentrated more on the interests of employees for example Starbucks provided 4 hours of paid time off to its employees for vaccine-related problems and two hours paid time of to receive vaccines to its employees(Harrington, Ottenbacher and Fauser, 2017).
The furlough scheme helped very much during the Covid pandemic, because it ensured job losses as minimal level. The labour market after the pandemic seems like it did in before the Covid-19 pandemic era. The labour market became tight and there occurred a higher level of inflation and it is very much higher than it has been seen for thirty years(International Labour Office. Bureau for Workers’ Activities, no date b). After the pandemic the hybrid work came to mainstream, and people became more comfortable with the hybrid work. The companies adopted digital media platform for their recruitment, selection, training and development, and many other activities related to the human resources (International Labour Office, 2022). This created easiness in the operations especially during the pandemic. The entire trend was highly changed after the pandemic also. one of the major disadvantages is the fraudulent activities and less efficiency. The recruitment, selection etc through digital media platforms create chances for fraud and mistakes, but after the pandemic, the people and companies became comfortable with online operations (Brydges et al., 2021).  After the pandemic the organisations and organisational leaders put more concentration on the health and safety of their employees and also ensured that the workers are comfortable with their job and considered their mental health also(Moses and Sharma, 2020). most of the organisations made additional investments on the well being of the Human resource, this transformation is one of the great contributions of the Covid-19 pandemic on the Human resource management (Almeida, Duarte Santos and Augusto Monteiro, 2020). As an example for the change of traditional works to hybridisation, Infosys allowed flexible working to its employees, they can either use work from home or off line work as per their concerns. The company changed this strategy only because the impact from Covid pandemic(Khanna and Palepu, 2021).

POST-BREXIT EXTERNAL ENVIRONMENT
Brexit is another important factor that highly affected the external environment in the UK. It affected the development of UK’s economy, labour market, etc. The new migration restrictions for the EEA workers during January 2021 also impacted the UK labour market (Tetlow and Stojanovic, 2018).  BREXIT or the Britain’s exit from the European Union (EU) is the withdrawal of UK from the European Union. So many benefits are there to the Brexit, and also some disadvantages are existing (Bloom Philip Bunn Scarlet Chen Paul Mizen Pawel Smietanka Gregory Thwaites et al., 2019). For example, Brexit affected Starbucks, UK because after Brexit the cost of Coffee increased and also Brexit pauses inflation, these are created risk for Starbucks and many other companies(Harrington, Ottenbacher and Fauser, 2017).
The environmental policies of UK are Profoundly affected by EU membership, here the exit of UK from the European Union made so many impacts on the external environment(Lee and Stead, 1998). The UK government promised to provide a green Brexit but the post-Brexit trade model didn’t reduce the environmental implications and it was increased because of the new trade model. there was a great role when Britain has membership in the EU in enhancing the country’s reputation, its environmental policies, etc (Great Britain. HM Government. and Great Britain. Cabinet Office., no date). While considering environmental matters, in the year 1970 Britain was considered as the Dirty man of Europe. The membership of UK in the European Union has a major role in UK’s power in the global market(Dorn and Zweimüller, 2021). The Green issues made a high profile in UK politics and the environment becomes as an important focus for politicians and votes for Brexit. The economies slowed down during the Covid-19 pandemic and the travel stopped because of the lockdown, the outcome of the pandemic and lockdown increased the concerns of people about the air quality and health. The lockdown and pandemic influences made government focus on the moving of economy and there occurred new environmental challenges (Brydges, Retamal and Hanlon, 2020). The lockdown and pandemic made an increase in the use of single use plastics and litter. The Medical wastes like masks, PV kits, other equipment, etc. from the hospitals and others are highly increased during this stage. After the lockdown the transportation through the private vehicles were highly increased, people chosen their personal car journey than the public transportation, this made a higher increase in the air pollution, Carbon emission, and other environmental impacts. Also the economic condition becomes highly challenging during the Covid 19 pandemic(Varma et al., 2021). The studies also identified that there was negative effects on the animal welfare and environment and food standards due to the Brexit. The serious consequences of Brexit made affects on the environmental standards also. in the post Brexit era some policies are expected for the closing of governance gaps that are occurred when the UK exit from the European Union. The next one is the navigation of the UK’s ongoing challenges and the internal market (Tetlow and Stojanovic, 2018). One another need for securing the trade deals of UK for maintain the environmental ambition and position. The Government sought for addressing the governance gape through the environment bill and this is due to the house of commons in September 2020. The environment bill propose a long term target for the environment, policies for the environmental principles, environment improvement plans, development of an office for environmental protection (OEP) (Tetlow and Stojanovic, 2018). The environmental governance creates some other key challenges to the UK government. The entire parts of United Kingdom have been committed to minimum European Union standards. Wales developed a Sustainable development commissioner for concentrating more on the waste policies and sustainability (Tetlow and Stojanovic, 2018). On major reason behind the creation of environment policies by EU prevents the downward spiral through the creation of level playing field underpinned by the common minimum standards. The environmental campaigners or the principles of environmental non-regression made the trade agreements for the future and so the current standards are not diluted (Great Britain. HM Government. and Great Britain. Cabinet Office., no date).

[image: ]
(Source: brexitmeans)

CONCLUSION
This report made a detailed discussion on the existing state of UK’s labour market and it also discussed about the emerging changes in the human resource strategies after the exit of Britain from the European Union and also the recent changes in the human resource in the post Covid-19 pandemic. From this study, major impacts of covid 19 and Brexit on the external environment are identified. After the pandemic there was a huge change occurred in the working trends of employees. Organisations and employees are compelled for choosing the online works as possible because  no more options are available in that pandemic crisis to move the operations. Then the online mode of work became comfortable to the employees and now it has more and more opportunities in human resource management activities also. the hybridisation also adopted in selection, recruitment, training and development, etc. Like the pandemic, Brexit also influenced the labour market, Human resource policies, and the external environment.
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