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[bookmark: _Toc131500403]Introduction 
Constant monitoring of the labour market of a country helps the respective country in evaluating the proficiency of the labour or job market, and also in identifying the issues that are lowering the proficiency of the same. As per the study of Bell and Blanchflower, (2020), labours are an essential part of the production procedure of a firm, as a skilled and sufficient number of labours help in accomplishing the production demand of the firm which as a result increases the financial performance of a company and further of the respective country. The UK labour market is encountering several issues as a consequence of the exit of that of the UK from the European Union which is known as Brexit, and the upheaval of covid-19 in the past few years. The study will focus on explaining the current scenario of the labour market related to the UK. The focus will be given on explaining the condition related to employment associated with the UK in recent times. The discussion will be made regarding the key components related to the labour market. The concentration will be given on describing the variation that has taken place in the tactics related to human resources after COVID-19 and Brexit.
The deficiency of the labour or the job market of the UK is not only affecting several industries but also obstructing the financial development of the UK significantly (Katselidis, 2019). This specific assignment will be focusing on the labour market of the United Kingdom to analyse the current condition of the market. In addition to that, the increasing modifications in the human resourcing strategies to ensure maximum labour engagement in the post-Brexit and post covid era will also be mentioned in this study. 
[bookmark: _Toc131500404][bookmark: _Hlk131500712]The Present Situation in the UK’s Labour Market
[bookmark: _Toc131500405]Labour Market
The workforce is vital for the owners to execute the target regarding their companies in the industry known as the labour market. The labour market mentions how in a particular economy the supply of and demand for labour is met (Escudero, 2023). It involves such individuals that are capable and willing to work and all available job opportunities in the market. This market of labour is determined and influenced by factors like technological advancements, education, demographics, training, government policies, and economic conditions. This equilibrium in the market is accomplished when labour demand in the industry equals the labour supply which results in optimum employment. This market is vital for determining multiple aspects such as wages, conditions of working, and productivity, which have an effect on the growth of economic and social welfare. As per corporatefinanceinstitute.com , (2023), the remarkable components related to the labour market are population related to the labour force, applicant pool  applicant population and selected individuals.
[bookmark: _Toc131500406]Conditions of employment in the UK in recent times
As per May to July data 2021, the UK labour market is making a slow recovery from the COVID-19 pandemic, with the unemployment rate declining to 4.6% from a high of 5.1% in December 2020 (commonslibrary.parliament.com, 2023). Even after the continuous support from the government to the workers through the furlough scheme, some industries, such as hospitality, retail, and travel, have gone through a notable job loss (Wielgoszewska et al. 2023). On the contrary, other industries like technology, finance, and healthcare have experienced growth and a higher demand for the workforce. The future of the labour market in the UK remains uncertain due to the ongoing impact of the pandemic, potential changes in remote working, and the effects of Brexit.
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Figure 1: Positive surge in the UK’s employment market
[Source: Lumon, 2023]

[bookmark: _Toc131500407][bookmark: _Hlk131500784]Factors increasingly affecting the labour market of the UK
Several factors have influenced the labour market of the UK, beyond the commonly discussed effects of the Covid-19 pandemic and Brexit. For instance, Technological advancements have led to reformations in the skillsets vital for employees, which have led to a shift in labour demand for various industries. As per Portes and Springford, (2023), Quality education and training and the presence of such education and instructions will have an impact on the skillset and qualifications that the employees equip and their capacity to meet the demands for labour in the industry. The changes in government policies, like employment regulation, taxation, and societal welfare functions, affect this market. Economic conditions have multiple economic factors like growth of GDP, inflation, and rates of interest which affects the demand and supply of labour, wages, and the availability of job opportunities (Pizzinelli and Shibata, 2023). Globalization may impact the market for labour by generating job opportunities that are new in industries that are export-oriented which led to losses of jobs in markets that experience competition from abroad. 
The labour market is a vital component of any economy as it determines wages, working conditions, and productivity. Although the UK's labour market is slowly recovering, the future remains uncertain. The government should take measures to support the affected industries and improve education and training programs to meet the changing market demands. A stable and sustainable labour market is crucial for the growth of the economy and the well-being of its people.
[bookmark: _Toc131500408]The changes occurring in the strategies of Human Resourcing in the Post Covid scenario and in the post-Brexit external environment 
[bookmark: _Toc131500409]Human Resourcing Strategies in the Post Covid 
 In ways that were previously unthinkable, the covid pandemic has altered the workplace. A virtual office and remote employment required swift adaptation for many firms. The pandemic effect will continue to affect how work is done in the future even as vaccines become available and nations widen their borders. Organizations must review their human resource management plans in the post covid era to make sure they may continue to draw in and keep top people in this new setting. In this essay, we'll look at a few human resource management tactics that businesses in the post-COVID era should take into account.
Remote Employment
Organizations must adopt remote work as a long-term strategy since it has emerged as a crucial component of the new normal. Working remotely has several advantages, including lower overhead expenses, improved work-life balance and a larger talent pool. As per the views of Madero Gómez et al. (2020), the company's technology infrastructure must be strong enough to accommodate remote work and experts. To ensure that staff members can function well in a virtual environment, they must also provide the training they need. Also, the availability of a larger talent pool because remote employment eliminates the geographic restriction of geography. Companies have access to a more enormous variety of skills and knowledge by being able to hire people from anywhere in the world. Yet, working remotely may also have drawn back like isolation, poor communication, and trouble juggling work and personal obligations. Companies must help staff members manage their workloads, stay engaged, and preserve their mental health by offering services. 
Consider the welfare of the workforce
On the mental and emotional well-being of the workforce, the pandemic has had a considerable effect. According to Donthu, and Gustafsson, (2020), Businesses must place a high priority on the welfare of their employees given the stress and uncertainty the pandemic has caused. This entails providing services for mental health, advocating for work-life balance, and fostering an environment at work that is encouraging and helpful. To meet the demands of employees and help them better manage their work-life balance, businesses should think about providing flexible work arrangements.
Prioritizing upgrading and retraining skills
A few abilities have become obsolete as a result of the pandemic’s acceleration of technological advancement. Businesses must emphasize reskilling and upskilling their people if they want to stay competitive in the post-COVID era. To do this, it is vital to identify the abilities that will be in demand in the future and to give people the resources and training they need to develop those skills (Yao and Azma, 2020). To assist employees in learning new skills, businesses might design training programmes, give online courses, and offer mentorship and coaching. Businesses may build a workforce that is more robust and flexible by investing in the development of their workers.
Put diversity, equity, inclusion 
Inequalities and imbalances in our society have been brought to light by the pandemic. Businesses should put diversity, fairness, and inclusion as top priorities in their human resources strategies to promote a more just and equitable society. According to Purba, et al. (2021), this entails diversifying the workforce, fostering inclusivity and making sure that each employee is given respect and fair treatment. Companies may incorporate practices and policies that support diversity, such as utilizing blind rewriting procedures, offering training on unconscious prejudices, and establishing employee resource groups (Moore and Collins, 2021). Businesses may increase employee morale, encourage innovation and creativity, and draw in a larger pool of talent by fostering a more inclusive and varied work environment. 
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Figure 2: Diversity and Inclusion in the workplace
[Source: brighterstrategies, 2020]
Implement a data-driven strategy
Instead of relying on conjecture or gut feeling, human resource initiatives should be supported by data and research. Data can be used by businesses to pinpoint areas where they need to improve and to monitor the success of their human resource plans. According to Kerwin, (2023), companies can use employee engagement surveys to gauge employee satisfaction and pinpoint areas for development. Businesses may take better-informed decisions and make sure that their human resource plans are in line with their overall business objectives by using a data-driven strategy.
As per the vows of Hao, et al. (2020), for enterprises, the post-COVID era brings both new chances and problems. Businesses may produce a workforce that is more resilient and adaptable and can thrive in the post-COVID world by putting a strong emphasis on employee well-being, supporting remote work, reskilling and upskilling employees, prioritising diversity, equity, and inclusion, and adopting a data-driven approach.
[bookmark: _Toc131500410]Changes Emerging in Strategies of Human Resources post the Brexit’s external environment 
According to Mitsakis, (2023), the UK’s withdrawal from the European Union, has resulted in the significant changes in the external environment affecting human resource management. These changes have necessitated new strategies to cope with the uncertainties and challenges brought about by Brexit. This research examines human resourcing strategy’s emerging changes post-Brexit in the UK. 
Workforce Planning Strategies: 
Planning ‘workforce effectively’ by businesses has become difficult due to Brexit. Many companies have had to re-evaluate their long-term plans and adapt to new market conditions. This has led to a need for more agile workforce planning strategies that can respond quickly to changes in demand and supply (Moradlou et al. 2022). Companies have had to invest in technology and data analytics to track their workforce’s skills, capabilities and productivity levels accurately.
Talent Acquisition Strategies:
This has caused problems for UK businesses to recruit and retain talented workers from the EU. Many EU citizens have left the UK due to uncertainty over their status and future opportunities. As a result, companies have been forced to turn to alternative sources of talent, including skilled workers from non-EU countries, older workers and workers with disabilities (Mitsakis et al. 2020). To attract and retain such talent, companies need to offer more working arrangements which can be considered as flexible, along with fruitful training and development opportunities and extensively inclusive workplace culture.
Leadership and Management Strategies:
Brexit has created a high level of uncertainty and complexity in the business environment. As a result, companies need to develop strong leadership and management strategies to navigate these challenges effectively (Roumpi et al. 2021). This includes investing in leadership development programs, mentoring, coaching and succession planning to ensure that companies have the right leaders in place to drive growth and innovation. 
Compliance Strategies:
This has brought about significant changes to the UK’s legal and regulatory framework. As per the views of Cumming, (2020), companies need to ensure they comply with new immigration and employment laws to avoid costly fines and penalties. This has led to the need for new compliance strategies that incorporate regular audits and reviews of employment practices, documentation and reporting. 
International Expansion Strategies:
This has created new opportunities for UK businesses to expand globally, particularly in emerging markets such as Asia and Africa. Companies need to develop international expansion strategies that are tailored to be specific needs of these markets. This includes understanding local employment laws, cultural differences and regulatory requirements.
Employee Engagement Strategies:
Brexit has also impacted employee engagement levels, with many workers feeling anxious and certain about their future in the UK. Companies need to invest in this strategies to foster a positive and supportive workplace culture (Kim et al. 2022). This includes regular communication, feedback, recognition, and rewards programs that help employees feel valued and motivated. 
Digital Transformation Strategies:
Brexit has accelerated the need for digital transformation in many industries. Companies need to invest in technology and automation to improve their efficiency and productivity levels. This includes the adoption of cloud-based HR systems, digital recruitment platforms, and mobile workforce management tools. 
Diversity and Inclusion Strategies:
This has created a climate of uncertainty and anxiety for many EU citizens working in the UK. Companies need to ensure that they maintain a diverse and inclusive workplace culture to retain their existing workforce and attract new talent (Cheikh et al. 2020). This includes developing diversity and inclusion strategies that promote equality, respect and opportunity for all employees, regardless of their nationality, race, gender, age, or disability. 
Training and Development Strategies:
A need for new skills and capabilities in many industries has been created by Brexit. Companies majorly require investing in the training and development programs to help in the upskilling of their existing workforce and attract new talent. This includes developing bespoke training programs that address the specific needs of different employee groups, such as graduates, apprentices and older workers. 
Employer Branding Strategies:
A highly competitive labour market in the UK has been created by Brexit. Companies need to differentiate themselves from their competitors to attract and retain top talent. This requires developing strong employer branding strategies that showcase their values, culture and commitment to employee development and well-being. 
Sustainability Strategies:
A larger awareness of the need for sustainable business has been created by Brexit. Companies need to develop sustainability strategies that promote environmental responsibility, social welfare and economic growth .This includes developing strategies that reduce carbon emissions, minimize waste and promote sustainable supply chains. 
Brexit has created a highly dynamic and challenging external environment for human resource management in the UK. Companies need to develop new strategies to adapt to these changes and remain competitive in the post-Brexit era (Martinescu et al. 2022). By developing and implementing these strategies, companies can ensure that they have the necessary skills, capabilities and workforce to succeed in the era. 
[bookmark: _Toc131500411]Conclusion 
It must be mentioned while concluding this assignment that the labour job market of the United Kingdom has encountered a significant decline due to a shortage of skilled labours in different business industries of the UK. Although the current state of the UK’s labour market denotes that the market is recently recovering from the consequences of covid 19 and Brexit issues, certain industries such as hospitality, retail, and travel are experiencing a labour shortage. Moreover, several factors such as proper education and training, policies, globalisation, and other major components are influencing the condition of the labour market. The assignment has been able to mention different modifications in the human resourcing strategies such as remote employment, the mental and emotional well-being of employees, and training of employees in the post covid era. Whereas, in the post-Brexit era, different human resourcing strategies such as talent acquisition, training, the inclusion of diversity, and many more have been implemented for retaining labours significantly. The study has discussed about the current scenario related to the labour market in the United Kingdom where the key components and the factors that are impacting the labour market have been explained.  The focus has been provided in describing the variation that has taken place in the tactics related to the Human resource after COVID and the situation related to Brexit.
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