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Introduction

The existing situation of the labour marketplace can have a significant impact on the human resource function of organizations. For instance in a tight labour market, it can be difficult for organizations to attract and hire the talent they need. HR professionals requires to be more creative in their recruiting strategies by offering more competitive salaries, offering flexible work arrangements, and adopting social media and other digital channels to reach potential candidates. When the labour market is strong, employees may have more opportunities to find better-paying or more satisfying jobs elsewhere. HR professionals are required to work harder to retain their top talent by offering opportunity for career expansion and expansion, offering reasonable reimbursement and reimbursement packages that may develop a positive working environment culture. (Rîndașu, 2021). The present report is based on analyzing different aspects of changing human resource strategies that have affected the existing state of the market in the United Kingdom and the way organizations are affected by emerging changes in human resource strategies in a postcode and post-pre-exit external environment. 

Analysis of the issue

Due to covid 19 crisis, there have been various modifications and changes taking place in the working of organizations which are very important due to ensure the continuity of organizations operations. Job performance is one of the most important factors to determine such continuity of performance for the entire organization. In a situation of rigid labour market, employees may have more bargaining power when it is associated to compensation. HR professionals may need to re-evaluate their compensation strategies to ensure that they are offering competitive salaries and benefits that are attractive to current and potential employees.

The current state of the labor market in the UK 

Introduction: As of September 2021, the UK labor market was showing signs of improvement after being hit hard by the COVID-19 pandemic. The unemployment rate had decreased slightly to 4.6% in the three months leading up to July 2021, down from a peak of 5.1% in December 2020. However, the number of people who were unemployed remained higher than pre-pandemic levels, and the job market was still facing challenges due to ongoing uncertainties related to the pandemic and Brexit. The pandemic had a direct impact on certain industries, with hospitality, leisure, and travel being among the hardest hit. However, other industries like healthcare and logistics experienced an increased demand for workers. There are also changes in the way people work, with remote work becoming more preferential. It is identified that while there were some signs of improvement in the UK labor market, there were still challenges to be faced and uncertainties to be addressed (Brell, Dustmann and Preston, 2020).

[image: image1.png]UK labour market 2011-2023

Employment rate
Aged 16-64, %

%

a0 |

L~

0
&0 |

s88

20 {

10 {

[ e ———
2011 2014 2017 2020

Part-time and full-time
workers
Thousands

Full-time

Partime

Unemployment rate
Aged 16, %

2m

2014 2017 2020

Employees and self-
employed
Thousands

30,000
25,000
20,000
15000
10,000
5000
o

Employees

self-employed

2011 2014 2017 2020

2011 2014 2017 2020

Economic inactivity rate
‘Aged 16-64 olds, %
s

o | T ———

15
10|
s

04—
201 2014 2017 2020

Redundancies
Thousands

450
400
3%
300
20
20
150
100
50
o ——
2011 2014 2017 2020

Average weekly pay

Employees in GB, Jon 2023
prices. &

70 Including bonuses
600
500
b Excluding bonuses

300
200
100
o
2011 2014 2017 2020 2023

Vacancies
Thousands

1,400
1.200
1,000
00
600
400
20
)
2011 2014 2017 2020




(Source: UK Labour Market Statistics, 2023)

· From the above-mentioned image, it is analyzed that In November 2022 and January 2023, the number of people who are more than 16 years of age for employment and the rate was 32.84 million. 
· The employment rate for people between each group of 16 to 64 has been 75.7% which is rising from 75.6% in the earlier quarter. From this employ, the level has also increased in the previous quarter and over previous year but is still 1 lakh 46000 below the pre-pandemic situation. 
· UK unemployment rate has been at 3.7% and 1.25 million individuals who are each more than 16 + years are unemployed. 
· Unemployment levels have increased in the last quarter but have fallen over last year which is between 123000 below the pre-pandemic level. 8.89 million People in a group of 16 to 64 have been economically inactive and their inactivity rate has been at 21.3%. Activity levels have fallen in the quarter and state a similar level as compared to the previous year. 
· There have been 94000 redundancies that have increased likely from the last quarter. Vacancies have fallen last quarter over the year rising to 1.12 million in December 2022 and February 2023 but this figure has the main 38000 above the pre-pandemic level. 

· The average figure has fallen in real-time and 3 months to generate 2023 with negative 3.5% e tight labour market: no employment rates and high vacancy level has resulted in the labour market being tight and recruitment being more difficult than usual (Prasad, 2020). 
· The recent data has shown a sign of demand for labor because job vacancies have fallen from the peak in 2022 and the Bank of England has found that many organizations have paused their hiring plan. 
· The Bank of England expects unemployment to be a little to 4.3% by the 4th quarter of the year 2023. The market is still not flexible and the Bank of England has revised its unemployment forecast since November 2022. In certain areas there is a high crisis there for people's stipulate for goods and services is deliberate. 

Type of employment statistics as per present labour market in UK:

· Full-time/part-time: in November 2022 and January 2023 24.50 million people are employed while 8.34 million are employed on part-time bases. 
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(Source: UK Labour Market Statistics, 2023)

· It includes the figure of individuals functioning full time has augmented but apart from this there has been a large drop in the figure of people who are still operational in part-time. From the data discuss there is an analysis of the large fall in women who are working part-time (Bejaković and Mrnjavac, 2020). 

· Employee and self-employed: between November 2022 and 2023 January 28.35 million people are functioning as workers and a further 4.3 million are temporary. 
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(Source: UK Labour Market Statistics, 2023)

· It is analyzed from the above image that there is an increasing number of people working in self-employment (Greer, 2021). The figure of workers continues to augment following since the beginning of the epidemic. 

· Payroll employees: At the initial time of the pandemic there have been monthly estimates of payroll employees. The figure of payroll workers amplified in February 2023 and was 1.06 million in the year 2020 in March (Labour statistics, 2023). 
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(Source: UK Labour Market Statistics, 2023)

· There have been large falls between March 23 and May 20 when figure of payroll workforce destroy by 560000 or further they continue to drop at a slow pace till November 2020. 

· Public/private: Public sector engaged 5.80 million individuals in December 2022 and private sector employ was 27.04 million. The decrease in employment in the initial period of a pandemic is determined by private division and between March 2020 as well as December 2022 private segment employ has decreased by 2 lacks 81000 (Swanson, 2022). 
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(Source: UK Labour Market Statistics, 2023)

· On the other hand public sector service has amplified by 341000 and the numeral of individuals functioning in the private segment has also augmented over last year as compared to the increasing rate in public sector by 17.7%. Before the epidemic, the percentage of workforce who were working in the private segment was deadly growing while 2010 but due to the pandemic, there has been a complete reverse in this pattern (Orton and et.al., 2019). 

· Vacancies: the figure of employees fell in the quarter to 1.12 million in the year 2022 December but vacancy is still at 38000 higher than in part of January March 2020. The figure of vacancy has been higher than the number of unemployed people in the middle of 2022 but there have been 1.1 unemployed equal for every vacancy in the year November 2022 and January 2023. 
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(Source: UK Labour Market Statistics, 2023)

· It is identified from the presence of data that one of the initial indicator of the force of the epidemic was on the labor marketplace as there was a record fall in the amount of job vacancy in April and June 2020. The number of vacancy in 3 months was at a record of 329000 and it was 467000 less than in January and March 2020. The number of vacancies has improved to the pre-pandemic level in the year 2021 and vacancy levels also rise rapidly throughout 2021. All these figures indicate the assignment of labor demand that is gradually decreasing (Clark and et.al., 2019).

· In November 2022 there were 1.25 million who were unemployed and this level is rising slightly as compared to the previous quarter. Before the start of covid-19 and employment, the rate was historically lower level. This rate was further rising as a outcome of a high of 5.2% in the year 2020 this rate was less than the rates which were forecasted at commencement of epidemic. After the end of 2020, unemployment has slowly fall and the unemployment level has been at 23000 below pre-pandemic levels in November 2022 and January 2023 (Li and Heath, 2020). However, based on the general trends and patterns observed in recent years, further, there is an overview of the labour market in the UK as of September 2021:
· Employment rate: The employment rate in the UK has been stable in current years, with fluctuations due to various factors such as changes in economic growth, government policies, and global events. As of September 2021, the employment rate was around 75%, which means that around 75% of the working-age population (aged 16 to 64) was employed.

· Unemployment rate: The unemployment rate in the UK is affected by the COVID-19 epidemic. In early 2020, the unemployment rate rose significantly due to lockdowns and business closures, but it has gradually declined since then as the economy has reopened. However, the unemployment rate remains higher than pre-pandemic levels. As of September 2021, the unemployment rate was around 4.5% (UK labour market statistics, 2023).

· Job sectors: Different sectors of the UK labor market have been affect differently by the COVID-19 epidemic (Clark and et.al., 2019). Sectors such as hospitality, tourism, and retail were particularly impacted due to lockdowns and social distancing measures that resulted in job losses and reduced hiring. Whereas, sectors like healthcare, logistics, and knowledge has resulted into increased stipulate for workers. Remote work and flexible work arrangements have also become more prevalent in many industries (Rees, 2022).

· Skills demand: The demand for certain skills in the labor market has been evolving. There has been a growing emphasis on digital skills, as technology continues to play an important role in the economy. Other skills include problem-solving, communication, adaptability, and resilience. The need for reskilling and upskilling has become more prominent as the labor market continues to evolve.

· Wages: Wage growth in the UK has been relatively modest in recent years. Despite low unemployment rates in the pre-pandemic period, wage growth remained moderate, and there were concerns about wage stagnation. However, there have been some increase in the lowest wage in recent years, and changes in the legal minimum wage continue to impact the labor market.
· Government policies: The UK government has implemented various policies to support the labor market during the COVID-19 pandemic, such as furlough schemes to prevent job losses and provide financial support to workers and businesses (Mousa and Othman, 2020). The force of these policies on the labor marketplace has varied, and their effectiveness in the long term remains to be seen.

Summary: It is summarized that the labour market is subject to change due to various factors, and the present circumstances of the labor marketplace in the UK may be different from the information provided here. For up-to-date and accurate information on the present situation of the labor marketplace in the UK 
The upcoming changes in Human Resourcing strategy in the post-Covid, post-Brexit exterior surroundings
Introduction: It is analysed that during covid 19 pandemic there have been various emerging changes in human resource strategy which has affected the overall functioning of human resource departments across the different sectors. Organizations have been facing new challenges and uncertainties because of changing nature of human resource functions (Ryeand O'Reilly, 2021). Some of the emerging changes in human resource management and strategies in the new environment are mentioned below. 

Remote and hybrid work: various organizations have adopted remote working practices to ensure the continuity of business. This has resulted in human resource strategies that are to be adapted as per the management of the remote workforce. It includes the implementation of practices and policies to support employees who are working from home and focusing on flexible working arrangements. Other aspects include virtual team-building activities and remote performance evaluations which are also considered by different organizations, especially in the retail sector (Mok and Platt, 2020). After covid 19 restrictions, many organizations have started exploring hybrid working models which is a combination of onsite working and remote working. Strategies are required to address these challenges of managing a blended workforce that includes ensuring equitable treatment of employees who were working from home and employees who were presently working on-site. Other important prospectus includes knowledge in performance and engagement at the same time by maintaining a positive organizational culture. 

Employee well-being and mental health: it is identified that Covid 19 has highlighted the importance of employee health and well-being. Human resource strategies are based on prioritizing employee well being at the same time implementing program policies to support employee mental health. It also includes providing access to mental wellbeing resources at the same time offering flexible working actions to sustain work life balance. There is a centre on promoting a healthy working environment along with offering training and resources to managers so that they're able to address negative mental health challenges. 

Digital transformation: Covid 19 has resulted in digital transformation across different industries and various sectors for this human resource strategies are also required to shift. Human resource functions are now based on leveraging technology for HR processes like recruitment performance evaluation training boarding and employee engagement (Smith and White, 2019). Further human resource strategies involve investment in digital human resource technology and tools along with these organizations focusing on building digital skills among various human resource teams (Stone, Cox and Gavin, 2020). 
Talent acquisition and retention: Brexit had implications on the availability of skilled talent in certain geographical regions and industries. Organizations have focused on revisiting their talent acquisition and retention strategies so that they can address the impact of Brexit on the existing workforce (Boella and Goss-Turner, 2019). Human resource strategies now involve exploring new talent and focusing on the revision of the recruitment and on boarding process. Many organizations have now focussed on offering competitive compensation and benefits packages so that they can retain and attract a skilled workforce in the post-Brexit environment (Brown and Souto-Otero, 2020). Human resources have also focused on re-skilling and Up skilling existing employees to bridge overall talent gaps and focus on ensuring a capable as well as the competent workforce (Labour Market Profile - Great Britain 2023). 

Acknowledgment of salary difference: It is identified that due to the hybrid working scenario of the pandemic, there is a required to focus on having a clear philosophy. After the Brexit situation and covid-19, there have been issues related to the workforce shifting towards a hybrid working scenario and which has created differences in existing salaries structure across organizations.

Overseas recruitment in EU: it is identified that various organizations in European Union are required to seek permission from the country to continue their working structure. After the Brexit situation, it becomes important to review all the information shared by the European commission and then focus on supporting affected employees with relevant permission applications by a focus on arrangements that required them to remain in the country (Stewart and Brown, 2019). Brexit has resulted in restrictions on the free moment of people between the UK and other European Union countries therefore it becomes important for correct documentation which is required for managing existing European Union National in United Kingdom officers. 

Conclusion

It is concluded from the above-discussed aspect that in a rigid labour market, organizations may not always be able to find the talent they need with the required skills and experience. HR professionals may need to focus on training and development programs to help current employees acquire the skills they need to fill critical roles within the organization. Organizations are focussed on adapting to a new working scenario of implementing flexible working arrangements and prioritizing employee valuing as well as their mental health. Many factors are focusing on the strategies of talent acquisition and retention by promoting equity diversity and inclusion that are required for the Digital transformation process. Human resource functions play a critical role in assisting organizational functioning with includes various functions like devising new recruitment structures or focusing on the way new hiring can be done. 
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