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[bookmark: _Toc112685552]Introduction 
The current report is an analysis of the business environment in the UK. With times changing and newer concerns arising, the market becomes unpredictable and unstable. Therefore, a critical analysis of the current scenario of the labor market in the UK is discussed in the report. In addition to that, for the successful running of an organisation, internal and external factors need to be aligned with the objective of the organisation. Besides, the post-Covid and Brexit movement, a lot of things have changed and newer procedures have been adopted to facilitate the current scenario. Therefore, the emerging changes in Human Resourcing Strategies have been detailed in the report. A brief conclusion of the analysis of the labor market and Human Resourcing Strategies has been detailed in the report.
[bookmark: _Toc112685553](a) The current state of the labour market in the UK 
According to the latest Labour Force Survey (LFS) report from February to June 2022, there was a decrease in the unemployment rate and economic inactivity showing a recovery from the falls during the pandemic. The employment rates have returned to similar levels to those seen before the pandemic. This essay begins by discussing the current state of the labour market in the UK. It then uses various indicators to explain the scenario. It also briefly discusses the recent developments in the labour market for the last six months
The Pandemic and Lockdown in March 2020 had a drastic impact on the labour market. Economic inactivity and employment saw a large fall. The number of people at work fell by 825,000 between March and October 2020 (Gov.UK, 2022). Minority Ethnic groups, old age workers and low paid workers were the most affected groups. By February 2021 employment growth started to rise again and now has reached almost to same levels as pre-pandemic. 
According to the latest LFS report, the employment rate was estimated at 75.5 per cent while the unemployment rate was at 3.8 per cent. The employment rate is 1.0 per cent lower than pandemic while the unemployment rate is 2.0 per cent below the pandemic level. The unemployment rate is calculated by dividing the total unemployed by the total labour force. There is a decrease in the employment rate from April to June compared to the first quarter. There is also an increase in the employment rate and a decrease in vacancies in the last quarter. This could suggest that people are perhaps coming back to the workforce because they need to boost their income to deal with the rise in the cost of living crisis (Oulton, 2022). The unemployment rate had been falling sharply since 2012 but after the pandemic, it has shown a sharp rise till late 2020. The report also says that the number of full-time employees and par time self-employees increased while full-time self-employees and part-time employees decreased. This also indicates that people are looking for steady income jobs and also trying to increase their earnings. 
The total weekly working hours have increased after the lockdown relaxation measures. But the working hours have decreased in the second quarter compared to the first. The report also says that the working hours of women have increased greater than the pre-pandemic time. During the pandemic working hours of both men and women fell sharply, but now it has risen to levels similar to that of pre-pandemic time. As of June 2022, the average weekly working hours of full-time employees was 36.4 hours (Gov.UK, 2022). The maximum working hour is 48 hrs. Employers are obliged to ensure that their employees do not work more than this.
Economic inactivity means people who are not working for the past four weeks can’t find a job in the next two weeks. Other reasons include people waiting for job applications, not wanting to have jobs, and not looking for one. The LFS report says that economic inactivity increased for people above 60 years while that of people aged 35-49 years decreased. People above 50 years of age are having the largest share of inactivity. This is a historical downward trend. This increase is due to the pandemic. Retirement could be the major reason for this trend or they might be struggling to get jobs. People who were professional occupants could only afford retirement at this age. Also, the savings of these group people might have increased during the pandemic. Now the overall economic inactivity has reached the pre-pandemic levels. Inactivity levels for the young aged group (16-24) also saw a slight increase during the second quarter (Economy-NI, 2022).
According to the LFS report number of payroll employees in June rose by 2.9 per cent compared to that of previous years for all age groups. Also, the number in the second quarter increased by 0.2 per cent compared to the first. Payroll is a process by which a salary is paid. It means the sum of salary and other employer contributions such as health insurance, bonus, unemployment insurance etc. The increase was higher in the accommodation and food service sector. The borderline between the highest and lowest incomes of a month is called median monthly pay. Median pay is highest in the finance sector and lowest in the entertainment sector. This suggests people are still adjusting to the post-pandemic era. The median monthly pay increased by 6.6 per cent compared to that of previous years (Gov.UK, 2022). In the UK, 99% of the employees are paid an amount equal to or less than 14370 pounds per month (Gov.UK, 2022).
The largest sectors in the UK are wholesale and retail, social service, education, manufacturing, scientific and technical, health and food and accommodation. All these sectors showed a steep decline during the pandemic. But now have reached similar levels to pre-pandemic days. But the growth might not be even. The growth is the smallest in the construction sector (Brucker Juricic et al., 2021). Northern Ireland and London experienced more employee growth compared to other regions of the UK. Some sectors might show uneven growth depending on the regions. For example, food and accommodation are likely to show more growth in urban areas. But the growth rates should recover to the pre-pandemic days. The redundancy rate has fallen more in the second quarter and is way less than that of pre-pandemic days (Economy-NI, 2022).  
There is a shortage of labour supply across many industries. There is a shortage of skilled workers in over a third of businesses (Mayhew and Anand, 2020). An increase in wages might attract more employees. Recently the UK is enduring a series of strikes from different sectors demanding pay increases to offset food and energy price hikes. Recent reports also state inflation has hit a record high (Horton, 2022). These sectors include railway, shipping, postal and food delivery. Many other workers in different sectors had pledged their support to these strikes.
It is evident that the most significant issue faced by the UK economy is the shortage of labour across various industries from Information Technology to farming. Economic inactivity is at 21% of the population of working age (Bell and Blanchflower, 2020). Many have left the labour market perhaps of issues with health or perhaps they want to change their work-life balance.  So policies should be assessed that might be effective in reducing labour shortages. Higher minimum wage, changes in the pension scheme, migration policies, affordability of social care, and changes in housing policies could perhaps address this shortage. More use of technology in various sectors could also reduce these shortages. 
Recent protests in the UK also suggest that there is a need for improved employment rights. Measures to increase labour shortages in one occupation might create shortages in another. So it is important to increase the whole economy's labour supply. Effective policies for old aged might lower the barriers to entering an occupation. A more targeted approach is likely to be more effective in reducing the shortages in the medium term.
[bookmark: _Toc112685554](b) The emerging changes in Human Resourcing Strategies in the post Covid, post Brexit external environment. 
Stakeholders of the organisation are the core reason for the successful running of a business. Venturelli (2021) opines that it is difficult to keep all the stakeholders involved happy and maintaining a balance gets even more difficult. So, one of the main responsibilities of an HR professional is to maintain a balance between all the stakeholders involved. Furthermore, proposing a sustainable win-win solution to the issues arising gets difficult daily. Therefore, as an HR one should have a sense of character and strength in resolving and maintaining the harmony of the organisation in such a manner that professionalism and ethics are maintained throughout the process (De Steffano et al., 2018). Some of the characteristics of an HR include having strong and relevant knowledge, the ability to be flexible and lead the team, good at communicating and adding value to the organisation, etc. Besides, other important characteristics include situational judgment and the courage to make a decision and stand by it. Furthermore, having adaptability skills is also necessary, due to the uncertain times that the market is facing constantly for the past few years. In addition to that, a professional should always be aware of the bigger picture of the organisation and should have an understanding of certain action's implications in the present and the near future. Celma et al., (2018) pinpoint that breaking the bigger picture of the organisation and dividing it into smaller ones and guiding employees by ensuring a good working life is true professionalism.
An organisation can work effectively and efficiently if its resource strategy is on point. The main resource of any organisation is its people. Employees that can improve the performance of the organisation need to be given better financial assistance or promotions that can contribute to their professional growth as well as the organisation's growth. Based on the organisational requirement, with the help of strategic resource management employees are hired. The employees with high competency, interest, and adequate knowledge, are matched with the organisational requirement and then hired accordingly, such they can carry out the task successfully (Scavarda et al., 2019). 
With the pandemic Covid-19, the corporate world has changed tremendously. As per the observations of Foley and Cooper (2021), working from home and flexibility in time are some of the common terms that became regular household terms during the pandemic. During the pandemic, there was a high case of unemployment, especially among the younger generation. However, post the pandemic the employment rate has been better when compared with the pre-pandemic time. Furthermore, one of the good sides of a better human resource strategy is that more women can work with flexible working periods. Earlier, for the man to work and look after the children, women left their job to make a balanced life for the family. However, with the pandemic women can choose hybrid work options, or work from home or flexible working hours, such that they can maintain a good work-life balance (Travis, 2021). Both women and youth employment are regaining and recovering in a better manner. One of the reasons for better employment is that during the pandemic people got enough time to unlearn and learn what is necessary for one’s professional life. Some of the human resource strategies was a huge laying off of employees, which mentally and financially affected a lot of people. Besides organisations started utilizing human resources based on contracts or were assigned temporary posts. This lets the organisation utilise the human resource in a way that they were not permanent employees and need not require any perks of hiring a full-time employee. Moreover, senior employees had to leave their job earlier than they expected as a part of the human resource strategy, which opened more opportunities for young people with experience to come forward. According to the observations of Kane et al. (2021), post-pandemic offices were better used for collaboration and communication with co-workers. The term digitisation has changed the work-from-home to a lifestyle of experiencing work effortlessly. One of the negative effects of post-pandemic is recruiting became difficult and human-to-human interaction that occurs in the office has been reduced tremendously which affects the work culture of the organisation (Ferranti and Newman, 2021).
The decision of the UK to officially leave the European Union (EU), has made a significant change in Human Resource Practices and Strategies. Eventually, the economic downfall led to a shortage of skilled employees that can do productive work. The global competition is not decreasing and the need for skilled labor were increasing as the number of inflow workers to the UK decreases. Eventually, to gain mobile employees that can meet the organisational objective, the organisation proposed a better brand proposition to engage in new strategies (Halligan and Lyons, 2018). The notion of migrants that do only labor work has changed, post the pandemic, as most organisations planned to invest in upgrading their employee's skills. According to Pollard (2021), one of the main ways to increase productivity, post-Brexit was only by upgrading the employee's skills such that the UK organisation can still handle competition even during a financial recession. Furthermore, the economic crisis and better salary requirements of the people from the EU, have led to more requirements for a younger skilled workforce outside the EU, to deal with organisational competency (Jawad and Naz, 2019). However, this comes with the drawback that the safety and well-being of the employees are not considered by today’s employers as they often treat immigrants as low-wage replaceable employees (Portes, 2022). In addition to that majority of the employees are now the millennial generation and they prefer flexibility in their working hours, This desire of employees have also helped employer reduce cost in many aspects. So post-Brexit, a better offer that is attracting the younger generation has helped in gaining skilled employees that are committed to the work and are capable of handling the project in a better manner.  
As a professional, it is getting difficult to recruit people for an organisation that can later become assets. Post-pandemic and post-Brexit, people look forward to flexibility and agility in the workplace environment to maintain work-life balance. Therefore, currently, the human resource strategy in the UK is to get skilled labourers by maintaining the wellness of the employees similar to that of the organisational strategy. Making the employees work for a longer period was one of the earlier strategies that have been outdated and removed from the corporate world for the good.
[bookmark: _Toc112685555]Conclusion 
The current report discusses the changes in the strategies adopted by HR professionals post-pandemic and post-Brexit movements. From the detailed analysis, it was clear that the earlier scenario of giving importance to employers has completely changed as employees became the prior importance. The labour market in the UK has undergone similar changes to the situation in other countries. Currently, post-Brexit movement talent has been given immense importance and corresponding rewards are given to the employees. Work-life balance and organisational culture are some of the other important factors employees look forward to in a post-pandemic scenario.  
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