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INTRODUCTION 

The following report has been developed with the purpose to state literature and data about the current state of the labour market in the UK and the second discussion will be related to emerging changes in Human Resourcing Strategies in the Post COVID-19, Post Brexit External Environment. 
MAIN BODY 

a) The Current State of the Labour Market in the UK
Even though labour market scarcity is a causal factor in the growth of nominal wages and has exerted some upward inflation pressure, recent increases in inflation are almost exclusively attributable to astronomical increases in the global prices of commodities and energy. Most of the increase in employment levels that has occurred over the past decade can be attributed to full-time labourers as the primary factor (Brell, Dustmann and Preston, 2020). 
Since the beginning of the epidemic, there has been a steady increase in the number of individuals with full-time jobs, while there has been a significant decrease in the number of individuals with part-time jobs. There was also a decline in the number of self-employed individuals, which may have been caused in part by workers in the same position electing to stop referring to themselves as self-employed and start calling themselves employees instead (Watermeyer and et al. 2021). This resulted in a decline in the number of self-employed individuals.
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Figure 1: Summary of Labour Market Statistics, 2023
Source: ONS, 2023

The consensus forecast for the United Kingdom's employment rate from October to December 2022 was 75.6%. In the most recent three-month period, part-time employees accounted for most of the employment growth (Jayachandran, 2021). The most recent estimate of the number of employed people in January 2023 indicates another monthly increase, bringing the total to 30.0 million and representing an increase of 102,000 over the revised figures for December 2022 (ONS, 2023). The unemployment rate for the period of October to December 2022 was 3.7%, which represents an increase of 0.1 percentage points compared to the previous quarter. During the most recent three-month period, the number of individuals who have been unemployed for up to six months increased (UK Parliament, 2023). The age group between 16 and 24 years old led to an increase in this specific statistic.

During the most recent three-month period, those between the ages of 16 and 24 were the most significant contributors to the increase in economic activity. A decrease in the number of people who are not working because they are students, retired, or chronically ill was the main factor in the quarterly decline in economic inactivity (Rees, 2022). A decrease in the number of unemployed people, because they are students, is what caused this decline. This was due to individuals transitioning from economic inactivity to employment, which drove the estimate to its highest level ever.

For the three months between November 2022 and January 2023, it is anticipated that the number of unfilled positions will decrease by 76,000, bringing the total to 1,134,000. This is the seventh consecutive quarterly decline, with the downward trend beginning in May 2022 and continuing through July 2022 (ONS, 2023). As respondents to the survey continue to cite economic concerns as a factor inhibiting recruitment, the decline in the number of available positions reflects the prevailing uncertainty in all industries (Fana, Torrejón Pérez and Fernández-Macías, 2020). This is evidenced by the decline in the number of available positions. From October to December of 2022, the average total pay (including bonuses) of employees increased by 5.9%, while the average regular pay (excluding bonuses) increased by 6.7%. Outside of the period during which the coronavirus (COVID-19) outbreak was active, this is the fastest rate of growth for regular pay ever recorded (Hakim, 2018).

The employment rate for individuals aged 16 to 64 increased from the previous quarter's rate of 75.6% to 75.8%. During the period from December 2022 to February 2023, 32.95 million people aged 16 and older held occupations, and the employment rate for those aged 16 to 64 also increased. Although employment levels have increased over the past three months and the past year, they are still 34,000 lower than they were before the outbreak (Graham and Anwar, 2019). Even though employment levels have increased over the past year, this is still the case. 
There were 1.29 million unemployed individuals aged 16 and older in the United Kingdom, which had a 3.8% unemployment rate. The number of unemployed people has increased slightly over the past three months, but it is roughly comparable to where it was approximately one year ago. They have decreased by 83,000 since the beginning of the disease outbreak. The number of 16- to 64-year-olds who did not participate in the labour force was 8.79 million, and the rate of inactivity was 21.1% (UK Parliament, 2023). The percentage of inactive individuals increased over the course of the year and the quarter but was still 346,000 higher than it had been before the pandemic (Aronson, 2019).
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Figure 2: UK Labour Market Statistics, 2023

Source: UK Parliament, 2023

There were 90,000 employees laid off, which represents a slight decrease from the previous quarter's total number of layoffs. During the previous quarter and throughout the year, the number of available positions decreased to 1.11 million, but this was still 304,000 more than before the outbreak (Gericke and et al. 2018). In the three months preceding February 2023, the real value of average wages declined by -3.3% annually when bonuses were excluded and by -4.0% when bonuses were included (UK Parliament, 2023).  

The economy of the United Kingdom is exhibiting all the classic symptoms of stagflation, and the most recent changes in the labour market make the symptoms abundantly clear. It appears to be a very complex image. Despite a decline in the number of available positions, the number of individuals actively pursuing employment increased. The number of hours worked decreased in the economy in 2022, while the number of days lost due to strikes reached an annual high not seen since 1989. Establishing the diagnosis is straightforward (Chung and Van der Horst, 2018). While annual inflation was greater than 10% during the final three months of 2022, there was no growth overall. The Bank of England is attempting to reduce inflationary pressure by increasing interest rates; however, these efforts have only a modest impact on economic activity. There has not been another calamitous failure comparable to the one that occurred during the 2008 global financial crisis (UK Parliament, 2023).
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Figure 3: Pay growth continues to lag behind inflation, 2023

Source: The Guardian, 2023

According to the most recent data from the Office of National Statistics, there are a few issues to address. The legacy of the pandemic has had an impact on the labour supply, primarily since individuals in senior age groups have ceased working, either voluntarily or because they have been ill for an extended period. Even though the number of vacant positions has decreased since the summer of last year, there are still significantly more than before the outbreak (Bramley and Fitzpatrick, 2018). They are accumulating personnel to a significant degree, hiring individuals for part-time rather than full-time positions, and increasing salaries for these positions (Machin and Vignoles, 2018). In the three months preceding December, it was determined that the annual increase in regular pay was 6.7%. This growth excludes any incentives. The private sector's profit growth increased by 7.3% (UK Parliament, 2023). 
b) Emerging Changes in Human Resourcing Strategies in the Post-COVID, Post Brexit External Environment 
The Human Resources Management performance management strategies have been modified to include the use of task management software to monitor staff productivity levels. This led to the determination of what needed to be completed and by whom, followed by the assignment of tasks (Gericke and et al. 2018). Managers can obtain task status updates to monitor employee performance. Communication between human resources departments and all other employees within an organisation is valued more. To maintain a higher level of human interaction at home, several teams decided to transition to working in pairs. 
This led to an increase in the quantity of informal feedback received by employees from their colleagues. The HR department is responsible for sustaining employee motivation and engagement within the organisation (Aronson, 2019). They evaluate how individuals feel about their colleagues, supervisors, and the workplace environment. It is now crucial to conduct frequent virtual check-ins with employees to inquire about their work-life equilibrium and perceptions of the assistance they receive from their employers. 
Due to the fact that D&I is fundamental to every business, HR departments have assumed a greater role in combating and preventing discrimination. The coronavirus pandemic began in Southeast Asia, and human resources professionals have been working to eliminate the racial discrimination and harassment that have resulted from the outbreak (Bratton and et al. 2021). According to research conducted by Gallup, between February 2020 and February 2021, there were 2,3 million more women than men who departed the labour force. Women who worked from home reported a greater sense of strain to perform domestic responsibilities and a decrease in promotion expectations. Therefore, HR departments must persist in their efforts to promote gender equality in the workplace. 
Due to the fact that it is the responsibility of HRM to motivate employees and bring out their finest work, training and development are essential components of the function. Due to the growing number of remote workers, it is now more important than ever to provide employees with the training they need to utilise the proper business software and information technology platforms (Roumpi, 2021). However, PwC found that only 23% of employees are acquiring new technological skills in the workplace. As HR departments encourage the reskilling and upskilling of employees, they will become more proficient in this area. Employees have the chance to acquire new skills that are readily transferable to other roles and help them become more flexible.

Although the widespread availability of the COVID-19 vaccination suggests that it will soon be safe to return to the office, HR professionals should be aware that the remote/hybrid work paradigm is here to stay and will continue to evolve. More than half of all employees want to continue working remotely for at least a portion of their employment once the epidemic has passed (McCann and et al. 2021). HR managers should be prepared to plan for this new reality by simplifying day-to-day HR responsibilities, evaluating communication strategies, refining employee induction procedures, revising performance management plans, and developing new employee engagement strategies for the remote era. Pandemic-induced automation will have a significant impact not only on the work of HR managers but also on the lives of business proprietors. 
Many people mistakenly believe that human resources are a department that heavily relies on physical labour and that department administrators frequently carry out all their responsibilities on their own. If utilised properly, automation will relieve human resource managers of the monotonous, time-consuming tasks that prevent them from focusing on the high-value, people-focused activities that are their primary responsibility. Individuals are receiving increasingly individualised benefits and online resources from businesses (Vidmar, Rosiello and Golra, 2020). Employers are casting a wide net with specialised benefits such as tuition reimbursement and pet insurance as opposed to offering a single comprehensive benefits package. The central tenet of this strategy is that it is possible to meet the diverse needs of employees at all phases of their occupations and from all walks of life by providing a comprehensive selection of options. 
Due to the anxiety and stress caused by the COVID-19 epidemic, businesses will need to place a greater emphasis on the mental health and general well-being of their employees. Integrating health into an organisation frequently occurs through the provision of holistic benefits (Fritsche and et al. 2020). These benefits consider all aspects of a person's well-being, including their mental health and financial stability. Even though the specific benefits included in each of these plans will vary from one another, the overarching objective is to provide employees with access to benefits that go beyond the typical scope of health insurance. In addition, the employees will recognise the effort being made. 
In 2019, more than half of respondents to a MetLife survey said they would be more interested in working for a company that offered comprehensive benefits. A similar proportion of respondents indicated that if their employer offered these benefits, they would be more loyal to that employer and would be more successful in their professional and personal lives (Spanaki, Papatheodorou and Pappas, 2021). Even before the COVID-19 pandemic, the landscape of the workplace had begun to undergo a profound transformation. In today's freelance economy, 9-to-5 work hours are being replaced by less conventional schedules. Some employees may find it challenging to revert to traditional in-person office hours if they have spent the previous weeks working from home. Generally, employees are not expected to be present at their workplace for eight hours a day (Hitt, Holmes Jr and Arregle, 2021). 
Nevertheless, the policies of some businesses may be more lenient than those of others. Some businesses permit flexitime, in which employees may depart early on one day and make up the time on another, while others offer workers the option of deciding how many hours, they work each week if the total is 40. Although corporate regulations may differ, the general concept is that employees desire a certain amount of flexibility in the workplace to accommodate the numerous demands of their personal lives (Notteboom and Haralambides, 2020). It could be as simple as providing them with the opportunity to work from home on occasion. This will continue in 2020 regardless of how you choose to manage flexibility within your organisation, and its prevalence is expected to increase as remote working becomes more commonplace. 
The trend towards employee personalization demonstrates that employees want to feel valued on an individual level. Employers frequently demonstrate their appreciation for employees by providing opportunities for professional development. In addition to making employees feel more valued, this assists the organisation in closing any knowledge deficits that may exist (Nandi and et al. 2021). Enhancing one's level of expertise maybe even more important. According to the research conducted by Deloitte, the "inability to learn and grow" is the leading cause of employee turnover in the UK and also on global basis. If businesses continue to be sluggish to adapt, more employees will be cross-trained and encouraged to investigate development opportunities within the company rather than being encouraged to pursue career mobility at other companies (Nandi and et al. 2021, Deshmukh, 2022). Some companies are utilising AI technologies to autonomously evaluate applicants and move potential hires forward in the application process. This saves HR departments countless hours of labour per week. Other businesses are using AI to monitor their employees to address performance issues in an individualised and strategic manner. 
CONCLUSION 
The conclusion developed through this study relates to the analysis of market situations prevailing in the UK for labour along with the emerging changes in the human resourcing strategies in both the Brexit and post-COVID situation related to the implementation of the hybrid working situation and remote working situations. Fluctuations have been noticed in the UK marketplace in terms of the labour market available which has also been influenced because of COVID and Brexit situation. 
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