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[bookmark: _Toc133253900]Introduction 
The scenario of the job market in the UK has been facing several issues because of the Covid-19 pandemic and Brexit. Although the economy has started to become normal, still there are several people without a job or not working as much as they would prefer. The pandemic has resulted in people working remotely and this has increased the use of technology for their jobs. Brexit has restricted the entry of people in the UK for job purposes which has made it tougher for companies to find people with the right skill for a particular job. To adapt to these changes, companies are changing their way of working, using more technology and including different kinds of people. The company should be flexible and ready to change to be able to succeed in this new job market environment. In this study, a detailed report will be made on the present condition of the labour market in the UK and the changes in the strategies of human resources after Covid-19 and Brexit. 
[bookmark: _Toc133253901]Labor Market’s current situation in the UK 
The job market in the UK has been severely affected by the pandemic. People lost their jobs as businesses had to close resulting in the layoff of workers. The situation was somehow handled by the government by creating a plan that was called the Job Retention Scheme that has helped businesses to keep the workers employed. The levels of unemployment have started to go down but there are still worries regarding job security and the effects of the pandemic on the economy. Workers have started working remotely and digitally during the pandemic and also after it with many companies adopting new technologies and practices to support this shift. The labor market still faces challenges in sectors like hospitality and travel that have been affected by the pandemic severely. Some industries are finding it difficult to find workers with the right skill who are fit for that particular role due to changes in immigration policies. 
The labor market is going through changes and challenges at the same time like the rise of automation and the urgent need for workers to adapt to this new way of working and to new technologies. The UK labor market is still in the recovery state and requires ongoing support and adaptation to ensure the growth and sustainability in the future. 

[bookmark: _Toc133253902]Primary Factors impacting the UK’s labor market
There are various factors that have been affecting the labor market in the UK. 
· Covid-19 pandemic: According to Brell, (2020), the pandemic has had a crucial impact on this market as several people had lost their jobs and due to the shift towards the way of working which was remote. This has forced many businesses to shut down or reduce their workforce which has resulted in the rise of unemployment. The most affected industry was retail and hospitality due to the measures of lockdown and the decrease in the demand of customers. The companies had to adapt quickly to these changes so that they are able to survive and remain competitive in the market. 
· Brexit: As per the views of Igwe, (2022), this is the exit of the UK from the European Union and changes in the immigration policies were a result of this. The businesses had a hard time finding workers outside the UK which led to a shortage of workers who are skilled, especially in industries such as healthcare and hospitality (Kantamneni et al 2020). Companies had to look for alternatives like investing in training and upskilling of the present employees or hiring workers from other parts of the country. This uncertainty has led businesses to shift from the UK to other countries. 
· Technological advancements: industries are becoming more digitized due to the rise of technology. As a result, the available job types are changing and the workers who match these skills are in high demand. The workers in manual or routine-based jobs have been finding it difficult to get jobs due to lesser employment opportunities. This will continue in the coming times; technology will continue to get advanced and industries will become more automated (Xin et al. 2022). The workers need to quickly learn how to adapt to these changes by developing their digital skills so that they remain competitive in the job market. 
· Government policies: this plays a crucial role in the labor market in the UK. The minimum wage, policies of tax and support schemes for businesses and workers can be changed by the government. The introduction of the Job Retention Scheme during the pandemic has been helpful to stabilize the level of employment. These schemes provided support to businesses to retain their staff which has prevented the sharp rise in unemployment levels (Elliott et al. 2022). The labour market is also affected by the changes in tax policies as higher taxes will lead to the creation of jobs low or even job losses. The government is required to make properly informed decisions that support the labour market's ability and growth. 
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Organizations all over nations have been significantly impacted by the COVID-19 pandemic and have been forced to change how they operate. The epidemic has brought into sharper focus the value of employee welfare, the demand for digitization, and the requirement for more flexibility and adaptability. To stay up with these developments and ensure that organizations can stay competitive in the post-COVID era, HR strategies have had to adjust. In this essay, we will examine some of the most essential HR tactics that have developed in the post-COVID period.
Remote Work: The transition to remote work is one of the most important changes the global pandemic is bringing forth. To enable remote work, businesses must adjust to emerging technologies and create rules and regulations that guarantee employees can complete their work efficiently from home. Accordion to Mefi and Asoba, (2021), increased productivity, better work-life balance, and cost savings are just a few advantages of remote work for employees as well as businesses. Managing staff enthusiasm and sustaining cohesiveness among teams, for instance, are two issues that remote work also poses (Yawson, 2020). To guarantee that employees, especially those who work remotely, remain involved and attached to one another, human resources practices had to change. This entails offering online team-building exercises, scheduling frequent management inspections, and making technology investments that facilitate distant cooperation.
Digital Transformation: The adoption of modern technology has permitted organizations to remain flexible and adaptable to the ever-evolving business climate. According to Ichsan et al. (2022), the pandemic has hastened digital transformation, forcing organizations to rapidly adjust to emerging technologies to accommodate distant work and ensure continuous operations. In order for businesses to stay competitive in the post-COVID era, they will need to keep spending money on digital transformation. In order to increase production and efficiency, this entails making investments in cutting-edge technology like machine learning, robotics, and virtual reality (Wang et al. 2022). To guarantee that employees have the essential digital skills to function professionally in a digital world, HR policies must put a strong emphasis on employee upskilling. Giving training in subjects like cybersecurity, statistical analysis, and the use of technology is part of the strategy.
Flexibility: The pandemic has brought to light how crucial it is to be flexible and agile when reacting to rapidly altering corporate settings. Businesses were better positioned to sustain businesses viability and compete when they are able to swiftly respond to the pandemic. Organizations will still need to be nimble and adaptable to tackle lingering problems in the post-COVID environment (Zayed et al. 2022). This entails creating contingencies for potential emergencies, guaranteeing the robustness of the supply chain, and creating new sources of income. The development of a culture of creativity, the creation of teams with different functions, and the provision of tools and resources to employees will all be key components of HR strategies that will be aimed at creating a more adaptable workplace. 
Employee Wellbeing: With numerous staff members finding it difficult to handle the anxiety and tension brought on by the pandemic that has had a considerable negative influence on employee wellness. The organization should give priority to flexible work schedules, assistance with childcare, and eldercare, and assistance with mental health to improve employee well-being.  According to (SARKAR and MISHRA, 2023), access to mental health resources, flexible work schedules, and financial aid for child- and elder-care costs are just a few examples of what may be done in this regard. As well as encouraging staff to prioritize their mental health and take frequent breaks, organizations should develop an environment of work-life balance. To address ongoing obstacles in the post-COVID era, organizations will need to keep spending money on employee well-being (Edeh et al. 2023). Employees may need continuing support to preserve their mental health and wellness as a result of the pandemic's heightened anxiety and tension. Employees will require access to everything that they need to preserve their mental health and well-being, including programs like virtual workouts, mental health counseling, and other wellness initiatives. This will be a key emphasis of HR strategy.
To sum up, the post-COVID era has brought about a number of difficulties for businesses, but it has also given HR departments the chance to create fresh approaches that will enable them to prosper in the future. Adapting the techniques will enable HR departments to assist their organizations in navigating the remaining difficulties of the post-COVID world and help them emerge most robust and resistant. 
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The UK corporate climate has seen major changes as a result of the post-Brexit external environment, especially adjustments to human resource strategies. We will talk about the evolving changes in HR strategy in the context of the post-Brexit external environment in this assignment.
Employment Planning and Development: Businesses will need to create employment plans to deal with the lack of clarity that Brexit has brought to the employment landscape. To guarantee that their operations can continue to function efficiently in the case of major shifts to the employment landscape, businesses may need to think about creating emergency strategies. According to Vathi and Trandafoiu, (2023), companies may also need to spend money on training initiatives for staff members to provide them with the skills and knowledge necessary to adjust to shifting market conditions. To assist staff in adjusting to new legislative and legal requirements, businesses might want to engage in training programs (Hall and Heneghan, 2023). Training on new immigration laws or adjustments to employment law may fall under this category. To make sure that their staff has the abilities required to operate with new technology or in new markets, businesses might additionally want to engage in retraining and upskilling programs.
Acquisition and Talent Management: Acquiring talent from the EU has become more difficult for UK businesses as a result of Brexit. When recruiting EU citizens, businesses may now have to deal with more stringent visa restrictions and bureaucratic hurdles (Tyllianakis et al. 2023). To close the expertise gap, businesses may need to concentrate on growing the local workforce and making investments in staff development initiatives. To draw employees from a broader spectrum of communities, businesses may also need to adopt more inclusive and diverse recruitment practices. Employers might need to come up with new hiring tactics in order to draw in and keep talent from the EU (Sindakis and Aggarwal, 2022). This can entail cooperating with EU recruitment firms or providing relocation assistance to EU applicants. In order to guarantee that their personnel is able to communicate with coworkers and clients from the EU, businesses may also need to engage in communication and cultural instruction.
Regulatory Conformity: Businesses must make sure they are in compliance with new rules as a result of the significant modifications brought about by Brexit to the regulatory system. To make sure they are in compliance, businesses will need to keep an eye on changes in immigration, labor laws, and other related rules (McGovern, 2023). In order to make sure that its staff members are apprised of the latest laws and regulations and capable of complying with them, organizations may also need to spend on training and development initiatives. Corporations could need to collaborate with counsel or compliance specialists who specialize in post-Brexit compliance to ensure compliance with new rules (Sainidis et al. 2019). In order to ensure compliance, businesses might additionally require spending on training programs to assist employees in understanding new legal needs and creating new procedures and guidelines. 
Supply Chain Management: The supply chain has undergone substantial changes as a result of Brexit, and businesses will have to create new strategies for handling supply chain risks. In order to guarantee that their operations remain profitable in the case of supply chain interruptions, businesses might require investments in emergency strategies (Cumming et al. 2020). To make sure that they can continue to get materials and products from the EU and other locations, businesses may also need to form new collaborations and supply chain linkages. Businesses can find themselves spending money on technological advances that allow them to track their supply chains in real-time in order to control supply chain risks. For instance, this can entail employing digital currencies for tracking shipments or predictive analytics to spot potential interruptions before they happen. To lessen their dependency on any one provider or area, businesses might additionally require broadening their ties along the supply chain. 
To sum up, the UK corporates’ HR management plans have undergone major adjustments as a result of the post-Brexit external environment. To stay relevant in the post-Brexit business environment, it is critical for the enterprise to maintain its agility and proactivity in reaction to these impending developments. By concentrating on the above areas, the business can put their companies an opportunity to prosper despite uncertainty and experience long-term success and expansion. 
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The current UK job market has both good and bad aspects. The market is becoming more stable after the pandemic but worries regarding the security of jobs and long-term effects of it in the economy are still there. Brexit has caused several issues for the businesses that rely on foreign workers. The skills required and the types of jobs are constantly changing due to the advancement of technologies and globalization. Companies need to take measures to change their human resource strategies to be able to respond to these ongoing changes in the market. This includes helping the employees to learn new skills to meet the marketing demand by providing efficient training to them. Diversity and inclusion need to be practised to make sure everyone is given the same opportunity. To make sure that the employees are productive, their mental health should be given priority. As the market is changing, companies are required to be more flexible and creative so that they can succeed in the new post-covid and post-Brexit environment. 
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