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Executive summary
In this report, the issues of the labour market after the covid-19 outbreak have been discussed. Here, it has been mentioned that the lack of adequate funds and resources the overall production of the firm has been hampered. The issues of the labour market in the post covid 19 situation and post Brexit situation have been discussed along with mentioning the most probable reasons for these issues. The necessary changes for the firm are required to be implemented by the HR manager. In this report, the management theories have been used in order to give the implemented strategies a proper path. 
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[bookmark: _Toc122545536]Introduction	
The impact of Covid 19 and Brexit has a large impact on the labour market in the UK and as a result of this, it has faced a lot of issues regarding the management of organisations. During Covid 19 situation, a long time lockdown brought a big problem for business organisations due to the lack of customers. As a result, it impacted on the loss of revenue generation in the organisations and the labourers were becoming jobless and were unable to fight their financial issues. Therefore, it becomes mandatory for human resource managers to adopt new strategies in order to start the business in full motion and reduce the issues related to the labour market. Present report is based on analysing present state of labour market in UK as well as emerging changes in HRM strategies during post Brexit and post Covid environment. 
a) [bookmark: _Toc122545537]The current state of the labour market in the UK
The labour market in the UK refers to the job market where the employers demand labour as per their needs of the employees to accept or join a firm where they feel suitable. In the UK, the labour market is very large due to the existence of large companies there. Therefore, the opportunities for labour in the UK are very high and the demands of the owners of the companies are also big as most of the companies are multinational (Boon et al., 2019). However, after Covid 19 pandemic and the post-Brexit external environment, the balance between the demand for labour and the availability of labour got hampered due to the long-time lockdown and curfew. 
According to the internal information, the break down in the employee-employer balance has highly impacted the performance of the organisations. According to the statement of Owenvbiugie and Ekhaise (2020), the long-time lock down has reduced the customer visit to the firm, and therefore, their expectations from the firm got reduced. As a result, the pre-existing products of the firm were getting expired, and due to the lack of customer demand, no further production was made in the firm. Therefore, the necessity of labour was getting decreased with time. Due to the reduction in sales rate in the firm and the no profit for the owners of the companies, the resources of the firm were decreased as well (Hamadamin and Atan, 2019). As a result, the owners of the firm were unable to pay the huge number of employees in the firm, which is another reason for losing jobs for the labourers in the UK. 
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[bookmark: _Toc122541219]Figure 1: Employment rate in the United Kingdom 
(Source: Yong et al., 2020)
According to the graph in figure 1, in September 2019, the employment rate in the firm was 76% and in January 2021, it reduced to 74.6% (Statista.com, 2022). This huge reduction in employment is the result of post-Covid 19 situation and the post-Brexit external environment. Due to the huge impact of Covid 19, employees from other countries were also going back to their home countries as a result the labour market issues in the UK got highlighted (Boon et al., 2019). 
After a long time of Covid 19 outbreak, when the world was returning to its previous form, a lot of issues were faced by the companies in the UK. The jobless employees of the organisations were engaged in local jobs or other firms where they got services during the Covid-19 period. As a result, a large number of multinational companies were out of adequate employees in the firm (Yusoff et al., 2020). Additionally, the firms were out of resources, therefore, they were not able to hire employees by providing more salaries than the other firms. 
In post- Covid 19 situation, the organisations of the UK were out of funds, and due to the lack of resources, the prices of the resource materials were increasing highly. Therefore, it became tough for the firm to give supply the resources at reasonable prices, therefore, the organisations were facing issues in making products at a reasonable price for the customers. According to the statement of Davidescu et al. (2020), the lack of products and their huge prices causes a reduction in the sales fate of the firm. Therefore, the remaining few employees were also getting demotivated and their performance was getting worsen from time to time. The organisations become unable to provide incentives and salaries on time and thus the employee retention strategies in the firm are hampered as a result of this. Moreover, it resulted into the lack of employee shortages and resourcing of employees. The lack of employee retention strategies in the firm were able to reduce customer retention in the firm. As a result, the performance and reputation of the organisations were decreasing rapidly (Boon et al., 2019).
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[bookmark: _Toc122541220]Figure 2: Median Annual Earnings for Full-Time Employees in The United Kingdom  
(Source: Hamadamin and Atan, 2019)
From the above graph in Figure 2, the annual earnings of the full-time employees of the UK have been shown. According to the graph, in 2020, during covid 19 pandemic, the annual income of the full-time employee at the beginning of 2020 was 31487 and by the beginning of 2021, it has reduced to 31285 (Statista.com, 2022). Therefore, this graph gives practical proof of the demotion of business organisations. 
In order to solve these issues in the firm, the leaders and the managers of the organisations can follow different management theories that are focused on solving the labour market issues in the firm. According to the statement of Collings et al. (2018), the management theories are practically proven and aimed at specific management-related issues, therefore, the firms that are facing issues regarding their business can take the suggestions from the management theories. 
In this report, the “AMO theory (Ability, motivation, and opportunity)” has been followed in order to sort out the labour marketing issues. In this AMO theory, the main focus is to give priority to the availability of the employees of the firm, motivating them in every situation and providing them with opportunities to improve their skills (Davidescu et al., 2020). Therefore, in order to repair the labour market, it is important for organisations to give priority to the decision of their existing employees and give them the priority to join all the meetings and seminars from where they can gain knowledge for their personal improvement and utilize them for the improvement of the firm (Collings et al., 2018). According to the second factor of the theory, motivation is important for the employees. Therefore, it is the responsibility of the leaders of the firm to protect their employees from inner issues of the firm and make them motivated all the time. The employees are the pillars of the production section and add value to the product. According to the statement of Owenvbiugie and Ekhaise (2020), keeping employees out of the organisational issues is required to make them focused on tier work. However, it does not mean not keeping aware the employees of the issues of the firm, rather it is focused on the fact that the employees are required to be kept updated about internal issues. Although, the impact of the issues needs to be kept aside from the labourers. Proper employee retention strategies are required to be maintained in the firm therefore that they can stay motivated and focus on giving the best outcome for the firm. 
b) [bookmark: _Toc122545538]The emerging changes in human resourcing strategies in the post-Covid, post-Brexit external environment 
The normal lifestyle of people had affected badly by the huge impact of covid 19 all over the world. This long-time lockdown has made people captive in their homes and they become used to it (Collings et al., 2018). Therefore, a large number of changes have been developed in them including shopping and investment. Customers become fonder of online shopping rather than vising the stores. They started favouring online work and digital meetings for personal and official work. According to the statement of Davidescu et al. (2020), online facilities have been flourished among people of the UK during the covid 19 pandemic, as they are not interested that much in visiting physically. Similarly, Brexit has highly impacted the normal lifestyle of the people of the UK. 
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[bookmark: _Toc122541221]Figure 3: Human Resourcing Strategies
(Source: Collings et al., 2018)
Brexit has affected the labour market, investment, normal practices, small-medium businesses, and other firms and facilities in the country (Ridgway, 2019). Therefore, in order to come out of these situations, it was important for the firms to make changes in their business strategies and use other required improvements. As per this situation, it was necessary for the employers and HR managers on concentrating on the changes, making proper review about the implications with workforce through better communication (Sindakis and Aggarwal, 2022). HR has focused on being kore creative at finding talent sources and it was necessary to neglect the overseas talent tool and this depends on trade negotiations for hiring international talent. 
As a result of this, the HR managers focused on auditing of workforce for making better assessment of employees (Li et al., 2019). For example, there is a policy like if any employees had lived at UK for about 6 years, then he/she is eligible for the British citizenship (Barzantny, 2018). As a result of this, it put tax implications for that employees as well as that employer and the organisation has taken steps according to that (Luthra, 2021). HR has emphasised on planning for “longer lead time” in getting new employees in recruiting large employees.
After a long time of Covid 19 outbreak, when the world was returning to its previous form a lot of issues were faced by the companies in the UK like retention of employees and supply of labourers. As a result, a large number of multinational companies were out of adequate employees in the firm. 
As per the statement of Boon et al. (2019), the HR manager is responsible for implementing any changes and improvements in the strategies of the firm. Therefore, it is required for the human resources management team to revise the older regulations and cut out the issues and replace them with the necessities. The first step is to train the existing employees with new strategies to make them adapt to the changes in the environment. Therefore, the employees of the organisations are required to have a quick learning ability and thus they can learn in less time. According to the comment of Yusoff et al. (2020), the HR team requires focusing on recruiting new talents as they are more adapted to working online and the current scenario of post covid 19. The recruited new employees are required to be trained in the proper utilization of the resources due to the limited supply of resources in the firm. 
During Covid 19 situation, a long time lockdown brought a big problem for business organisations due to the lack of customers. Already existing products of the firm were already getting expired and no further production was doing further. Therefore, a lack of funds and resources arose in the film. As a result, the labourers were becoming jobless and were unable to fight their financial issues. In the post-covid-19 situation, the supply of resources in the overall country was limited due to low production rates in the market and lower importing rates. Therefore, in the revised strategies, the employees are required to be known the proper utilization of the material and make the maximum outcome from those resources. 
As per the statement of Hamadamin and Atan (2019), HR managers are required to bring changes in employee retention strategies for the well-being of the firm. Therefore, the human resource team needs to keep the employees motivated and focused on their duties. It is required to inform the employees about issues of the firm in order to get cooperation from them. However, it is not mandatory that all employers will be agreed to cooperate, in that case, it is advised to keep them in their work and observe their skills. In order to solve these issues more specifically, the HR managers can take help from the management theories to ensure the required changes in the firm. Motivation is important for the employees, therefore, it is the responsibility of the leaders of the firm to protect their employees from inner issues of the firm and make them motivated all the time. The employees are the pillars of the production section and add value to the product. Keeping employees out of the organisational issues is required to make them focused on tier work. For this purpose, in this purpose, the “X and Y theory” has been followed here in this report. 
In the theory of “X and Y”, the Y theory states that the employees of the firm are not capable to perform their work properly and cannot make proper decisions. Therefore, the employees are required to be provided with proper training regarding the skills required for the firm and strategies that need to be followed in order to make them efficient and properly fit in their roles (Yong et al., 2020). According to consideration of the Y theory, the employees are not capable enough in order to make the right decisions for the firm; therefore, they are required to be trained about how to make the proper decisions for any organisational purpose. 
In the post covid 19 and post-Brexit situations, following and using the “Y” theory in the internal working environment of the firm can help the new employees of the firm to learn properly about the strategies they need and the rules and regulations of the firm. Excluding the new employees from the final decision-making is quite awkward and the employee would stay far from the practical practices. However, through getting training about proper communication and decision making they can become more professional in their field. In the “X” theory, the managers are supposed to give priority to the employees of the firm in participating in the organisational meetings and other events of the firm to make them more efficient in their communication skill and their collaboration skills. As per the comment of Owenvbiugie and Ekhaise (2020), in “X” theory, leaders give priority to practical practices rather than theoretical ones. According to this theory, the employees are required to be given the right to make the final decisions for the firm and their innovations are also accepted by the firm. 
Therefore, the employees of the firm have become independent and responsible to handle the works of the firm on their own. In the post covid 19 situation, HR managers focused on implementing artificial intelligence in the firm in order to make the work of the firm easier and they can reduce labour costs. This had been required to adopt to the emerging changes. Through the use of artificial intelligence, they have implemented the automation system in the systems of the firm. For example, through this strategy, it has been easy for the human resource department in making digital hiring. Digital hiring seemed to be useful in completing the work more efficiently and take less time (Boon et al., 2018). The personalization ability of AI allowed the robots or other digital equipment to detect the requirements to get the most beneficial outcome. The chat box also allowed the human resource to get digital assistance in order to provide the customers with easy solutions on time with just a click. Besides all these features, the HR managers have provided an online selling platform for the customers in order to increase sales without harming the mentality of the clients. For this purpose, proper easy payment method is able to purchase their needs with zero payment and delivery issues. 
[bookmark: _Toc122545539]Conclusion
In this report, the issues of the labour market after the covid-19 outbreak have been discussed. Here, it has been mentioned that the lack of adequate funds and resources the overall production of the firm has been hampered. Therefore, employee retention and customer retention both have been affected. In this case, the HR managers of the firm have been advised to revise their rules and regulations as per the need of the current scenario and therefore, the employees of the firm require to train the employees of the firm. The implementation of AI can also be beneficial for the firm if implemented properly. 
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