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[bookmark: _Toc112799938]Introduction:
According to Serra Mingot (2022), the economy of UK is one of the most developed social markets. It is ranked as the 6th largest economy in the world in terms of nominal gross domestic product and 8th largest in terms of overall purchasing power. Further studies suggest that the service sector of the country contributes as much as 81% of the total GDP. This suggests that the labour market is a significant part of UK’s economy. Due to the availability of skilled labours the in 2020, the inward foreign direct investment in the country saw a significant rise taking the country to the 3rd position (Kesici, 2022). However, researchers suggest that despite this growth, the beginning of the pandemic along with the ongoing issues of Brexit had a significant impact on UK’s labour market. Consequently, many business organizations were forced to change their human resource management strategies as well in order to be more competent in these uncertain times. 
This particular report tries present a brief discussion on the current status of the UK’s labour market as well the changes in the HRM strategies in the post-covid and post-Brexit business environment. Furthermore, some recommendations have been provided as well in order to manage these changes. 
[bookmark: _Toc112799939]Analysis:
[bookmark: _Toc112775659][bookmark: _Toc112799940]The current labour market in UK:
According to the studies produced by the House of Commons it was seen that a high rate of inflation was existent and total amount of earnings were downtrodden from till June, 2022 (Cockbain and Posch, 2022). Researchers have found out that this fall in earning was at a record low since 2001.However, since June, 2022, the rate of employment increased from that of the previous quarter. The total number of vacancies in the professional field fell down significantly after it went up in April 2020. However, the number still remains well above the pre-pandemic levels. From April-June 2022, the number of employed individuals in the country was found to be around 32.79 million and the employment rate was calculated to be around 75.5% (Trinh and Bukodi, 2022). 
Studies conducted in the recent past indicates that employment level in the country had seen a gradual boom from 2011 till the beginning of the pandemic. It was also seen that it reached its maximum of 76.6% during the early 2020. Compared to historical data this was the highest rate of employment the country has ever achieved since 1971 (Smaldone et al., 2022). However, the rate began to decline after the initiation of the nationwide lockdowns in 2020. House of Commons suggest that the total employed individuals in the country went below 33 million. In 2022, the rate began to rise and as of June 2022, the country is 192,000 below reaching the pre-pandemic levels again. As suggested by White and Smith (2022), low rate of unemployment along with high vacancy suggests that the labour market is tight. The Bank of England opines that the labour market is expected to reman tight in the following term as well.
The unemployment rate in the country was calculated to be around 3.8% (Davies and Kolaczkowski, 2022). As of June 2022, national data reveals that there are around 1.3 million unemployed individuals in the country. This indicates an increase of around 35,000 from the previous year. Pre-pandemic studies have found out that unemployment rate in the country was at a record low of 3.74% which ultimately went as up as 5.2% in 2020 (Berry and McDaniel, 2022). Although this was quite low compared to what economists envisioned. Comparing to the unemployment rate that the country has experienced in the post-recession period of the financial crisis of 2008, the current unemployment rate in the country is considered to be low. Studies conducted in different parts of UK reveal that as of June 2022, the unemployment rate was highest in the north-east of the country (5.1%) while the East-Midlands had the lowest unemployment rate (2.4%). In August 2022, a report was produced by the Bank of England that indicates that the rate of unemployment in the country would remain low till this term and again increase to 4% in 2023 ultimately reaching 6% in 2025 (Galik et al.,2022). An independent survey conducted by The Treasury shows that would remain at 3.8 for the rest of the quarter. 
According to Jones (2022), average pay in the country increased from April to June 2022 however, there was no improvement in real-terms growth for earnings. Since 2001, this has been titled as the largest fall in earnings. CPI inflation during the same period of time was found to be around 9.2%. The regular pay growth in the private sector excluding compositional and furlough effects was found to be around 4.25% (Basso et al., 2022). On the other hand, prices are rising and as per Bank of England the CPI inflation is expected to reach 13% in the 4th quarter of 2022 and is expected to remain high throughout 2023. 
In terms of people in the labour market it can be seen that till June 2022, there are around 17.17 million men and 15.62 female. The employment rate of each of the gender type was found to be around 78.9% and 72.2% respectively (Romarko and O’Mahony, 2022). Economic inactivity was found to be high among female compared to male and in June 2022, women who are not employed or not looking for work was found to be around 25.1% and in males it was around 17.8%. Furthermore, unemployment rates among the younger generation of the country are also found to be around 10.4% (Didier, 2022). The pandemic had a huge impact on the unemployment rate. In March-May 2022, it was found that the unemployment level among the younger generation remains 12,000 below the pre-pandemic levels. In terms of ethnicity and the rate of unemployment among the ethnic groups, studies vary between each of these particular sects. House of Commons suggests that unemployment rates were high among Bangladesh (9%), Black (8.1%) while the lowest where Indian (4.7%) and White (3.2%). In terms of nationality however, the employment rates were found similar when compared to non-UK nationals. It was seen that employment rate among the non-UK nationals was 75.3% were as UK nationals have an employment rate of 75.4% (Giupponi and Machin, 2022). The employment rate among the disabled was found to be around 53% while the people who are not disabled was found to be around 81.9% indicating a gap of 28.95 in the employment rate. This gap increased during the pandemic. 
[bookmark: _Toc112775660][bookmark: _Toc112799941]Highlighting the changes in HRM strategies in post-covid and post- Brexit business environment:
As opined by Pass and Ridgway (2022), the pandemic had a vast impact on the economy of UK along with its labour market has influenced the business organizations in the country as well. As discussed above the beginning of the pandemic had a significant impact on the labour market. By January-March in 2020, the number of people unemployed increased by 400,000 and the total number of economically inactive also grew by 327,000. The starting of the 1st quarter of 2021 showed some improvement in the unemployment rates but economic inactivity in the country continued to grow and reached 8.89 million in February 2022 (Oseghale et al., 2022). This suggests that employment was down by 350,000 compared to the pre-pandemic levels. Studies suggest that over 11.7 million jobs were furloughed in CJRS or the Corona Virus Job Retention Scheme. 
The private sector organizations had to deal with the situation as well. It can be seen that though jobs were cut down during the pandemic in order to be cost-efficient, the organizations have been quick in transforming themselves and their HR strategies in the current new normal scenario. According to Zheng (2022), in simpler words it can be said that the HR department of the organization has to find out newer ways to support the business through structuring and re-structuring the organization in order to increase productivity. Moreover, now that the organizations are trying to recuperate with the losses the role of HR and the adopted strategies is expected to play a crucial role. There are certain changes in the HRM practices of the organization in this post-pandemic environment.  
Human centric office culture:
The working hours of the employees have been affected the most during the pandemic. In this current context, flexible working arrangements have become a must which requires restructuring and re-modelling of the organizational values and culture. Studies have found out that workplace culture built around the people of the organization has a deep and positive impact on employee engagement levels and makes them feel more valued. In UK a study conducted by hrdrive.com shows that around 86% of the people believe that they are not heard in the workplace (Seraphin et al., 2022). A major shift in hybrid working models for both office and remote working environments have been seen. This is to provide the employees with adequate work and life balance. 
Personalized rewards scheme:
In order to reduce the costs, majority of the organizations irrespective of their sector has cut down jobs, reduced employee benefits and compensation. However, now that the situation is returning back to normal, many organizations have been found to re-strategize their employee rewards schemes. Rewards are considered to be a strong motivator. Research conducted by appluaz.me suggests that around 88% of the employees feel that rewards are an important part of professional life that motivates individuals to improve their productivity levels (Kim et al., 2022). In recent studies conducted across UK show that many organizations are now trying to attract young and talented candidates in order to increase the post covid recovery speed. Strategies like reducing fixed pay and increasing variable pay has been adopted by organizations. The variable pay has been found to be related with the overall efficiency and productivity of the employees. 
Workforce analytics:
21st century has witnessed the birth of data-driven decision-making systems in almost ach and every business sector. As suggested by Liang (2022), workforce analytics would allow HR professionals to keep a track of employee engagement process, their overall satisfaction level and their experience with the organization. Furthermore, workforce analytics is also being used by the organizations in order to assess the workplace requirements more efficiently reducing the overall operational cost. Furthermore, in UK it has been seen that many organizations have been using Workforce analytics in order to measure the overall productivity level of the employees and their overall engagement with organizational proceedings from time to time. Oracle indicates that almost 68% of the organizations have adopted descriptive HR analytics while 53% use insightful analytics. 
Apart from Covid the Brexit had a significant influence on UK’s economy and the labour market as well. Amidst the pandemic, in January 31st, 2020, UK formally withdrew itself from EU. This membership withdrawal indicates that EU law along with the Court of Justice of the European Union would no longer supersede over the British Laws. This called for a transition in the business strategies of both domestic and multinational English businesses. As opined by Belias and Trihas (2022), in these uncertain businesses have no other choice but to take appropriate steps in order to be sustainable for the future. Brexit had a significant impact on the human resource management strategies adopted by the organizations. Many HR professionals were found to make necessary adjustments in the HR strategy. Firstly, during Brexit and the pandemic it has been seen that a huge number of employees were concerned about their jobs and unemployment. This has led to many health-related complications that ultimately hamper the mental and physical well-being of an individual. 
Thus, in this post pandemic and post-Brexit business environment it has become important for businesses to create a transparent and inclusive working environment where they don’t have to fear about losing their jobs. In order to keep employee morale high a number of organizations have been found to create a clear communication channel where they can share their concern (Cooke et al., 2022). Many HR professionals have been also found to deal with employee concerns on a personal level in order to further reassure them regarding Brexit and how the department is going to manage it. The Brexit had some legislative impact on the employee as well. Though UK follows European Convention of Human Rights for proper legal management of the employees, there are certain British laws that the organizations now are required to abide by such as pension auto-enrolment, shared parental leave etc. Furthermore, according to, many HR professionals are now also trying to communicate the financial impact of Brexit. Changes have been made in fixed and variable pay for keeping the employees engaged during the transition period. 
[bookmark: _Toc112775661][bookmark: _Toc112799942]Recommendation:
There are a number of steps through which these strategies can be adopted by the organizations. As discussed above a human centric workplace is very much required in order to boost employee confidence and performance level in this post pandemic and post-Brexit environment. In this context it can be said that tea leaders and managers would play a crucial role in building up this kind of a working environment. As remote workplaces are becoming common, managers or team leaders can organize regular check-ins for work in order make sure that everyone working remotely is included in the day -to-day proceedings of the business. Apart from these social interactions on online platforms can also be hosted in order to improve internal communication (Martin et al., 2022). Stress has become a common issue among the employees which hampers the overall productivity levels. Providing emotional support to the employees for improving their psychological well-being can prove to be helpful in improving their performance level in this post-pandemic situation. 
During the pandemic depression became common among the individuals and this was again associated with the uncertainty in the job market. Another important concern for the HR professionals is to establish a proper channel of communication which is two-way in nature. Digital platforms can be adopted by the organizations in order to promote internal communication between the employees especially for those who are working remotely. Slack is a digital office communication tool that is becoming common nowadays (Naidoo, 2022). The platform offers a centralized communication platform where the employees can have team discussion, communicate with other teams and collaborate in group projects. Another step that organizations ca adopt is to evaluate the current leadership style and strategy adopted by the organization. The HR manager must try to adopt inclusion and diversity tolerance policies that are required to be complied by each and every UK national working for the company. The HR manager must try to practice openness towards individuals from other European nations. A sense of collaboration must be adopted at all levels in this current scenario. Workforce analytics and other technological advancements can significantly help in planning and managing the employees for mitigating issues such as over-staffed and under-staffed. 
[bookmark: _Toc112775662][bookmark: _Toc112799943]Conclusion:
Thus, from the above study a brief depiction can be gathered about the current situation of UK’s labour market after the pandemic and the Brexit. It has been seen that pandemic had a significant impact on the employment rates of the country which are significantly down from the pre-pandemic levels, the rate of unemployment has been found to be recovering at a slower pace with racial minorities being the most affected in the country. The study has found out that significant changes have been made in the HRM strategies in this post-pandemic and post-Brexit scenario. For instance, the results of the study have found out that most of the organizations now are adopting an employee centric HR strategy and prioritizing on internal communication along with personalized rewards based on performance level. 
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