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Introduction.
There is no doubt, that the British labour market has been entirely changed by Brexit and Covid-19. Underlying this report assumes that in the years to come, businesses will be determined to change HR short, and long-term strategies to support and entice more people back into employment. 
The report will first consider the current challenging situation for seeing the big picture of the UK labour market.
Secondly, people’s reasons for not working and leaving the labour market will be analysed and how businesses have responded to these challenges created by the United Kingdom's departure from the European Union and Corona virus as discussed in the literature. 
In addition, this report will describe the demand for talent in the United Kingdom and business focus on some hard, but essential decisions, for instance, flexible work options and the idea of adopting a four-day working week with no reduction in pay. 
By and large, the way we work has forever changed.  To make a difference to workers and businesses, a new and extremely important HR strategy named ‘back to humans’ has been created, this is due to the emerging changes in the labour market that will be presented later in this report.




The new normal in the new work environment.
The labour market is the place, where employers and potential workers meet. 
HR and business leaders are facing problems (regarding work, the worker, the workforce and the workplace) meeting the new world of work. 
Companies in the UK experiencing a labour shortage. The tight labour market is affecting many industries because human capital is the most important resource in business. For instance, only the retail sector employs more than 3 million people in the UK.
The labour market demand is measured by people in work plus the number of free job vacancies. According to the Office for National Statistics, the number of job vacancies from August to October 2022 was 1,225,000. 
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In the past two years, the hiring difficulties to get the right people with appropriate skills continue until today because there is still a big gap between employer demand and the supply of candidates. The worst situation is seen in the transport, logistics and hospitality sectors. 
The one reason for the shortages is Brexit. Official statistics show that more than 200 000 EU citizens had left the UK by 2020. People took advantage of this opportunity because, in some European countries, wages have converged in certain positions, so expatriates who used to live in the UK just to work and earn, have realised that staying in the UK no longer makes sense. On the other hand, the cost of renting a house and travelling on public transport in London remains among the highest in Europe.  
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As stated by businessmen, both Brexit and the pandemic have caused substantial trouble for the labour market. For example, in hospitality, a job advertisement now attracts five or ten CV’s instead of 100 or more responses as was the case in the past. The Road Haulage Association announced that the pandemic and Brexit for British lorry companies cost 100 000 drivers.
Flexibility to work from home. One of the biggest challenges and goals is to return to work in the office. According to Accenture’s survey, 83% of workers prefer a hybrid work model. People continue looking for flexibility to work from home because, in their view, remote work has been successful, and it has become ‘the new normal’. 
However, executive teams want to make employees return to the office, because of negative business results, losing loyalty and organizational culture. Also, how can employees be managed when they are never physically in the office, and employees working from home could be doing other tasks during working hours.
Additionally, according to PwC research, more than 40 % of people do essential work and can’t work from home. Food workers, nurses, and shop assistants for example are providing services that cannot happen remotely. These groups of employees are dissatisfied because they can’t choose working hours and benefit from the flexibility. Overall, the ‘diskless’ workers are at risk of quiet quitting. When it comes to new HR trends, the quiet quitting term is second to none.  It’s about employees, who stop putting any extra effort or energy into their jobs. For example, they are saying: “I’m not putting my heart into this job anymore”. 
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But what at that time is the new role and purpose of the physical workplace?
The number one priority for HR executives is to return to the workplace, especially, when employers are certain, that in-office employees are higher performers than remote employees. Secondly, a big question for the HR team is how to build companies’ cultures with remote workers.  Employees feel like freelancers and are quite flexible, moving from work to work. Also, business leaders question how to lead people, whom you are never going to meet face to face.
Finally, working from home has negative effects on health, for example, dealing nonstop with video calls and replaying emails or gaining weight, because sitting has become the new smoking. 
Competitive pay. According to HR trends in 2022, workers were unhappy with pay and more than 70% moved to get a higher salary at a new job. Competitive salary means that what the employer offers is equal to or more than the industry average for similar positions in the same location. However, regarding salary, the truth is that this information is often confidential. In addition, many companies are still keen on candidates, who are more excited about the role than a pay and benefits package. For instance, health insurance, transport tickets, free lunch on duty etc. 
According to the ONS, UK salaries in 2022 increased for full-time workers (5%) and part-time employees (8.6%). But employees’ expectations are to be secure during an uncertain time, for instance, the cost of living crisis. Because of that, companies will need to consider far more than basic pay when it comes to budgeting for a new employee. It could be double the annual salary. Especially when it comes to skills-based hiring, paying attention to specific skills and competencies.
Some organizations are already paying 20 per cent more for newcomers compared with established employees. It is what companies feel they need to do, to stop talented, experienced employees leaving. Also, in the fight for talent, some companies offer, for example, a 4-day working week instead of additional money. 
Wellbeing. The economy affects how employers retain and develop their employees. One of the biggest threats for business now is the cost of living crisis, which was evident in the autumn of last year. The newest survey “Under pressure: the financial well-being of the UK households” found that more than 4 million UK households are suffering financial difficulties. (Financial Fairness Trust, 2022) As a result, well-being programs become the everyday business of HR. Also, a well-being program, including happiness at work, and manageable stress, financial health, is no longer a benefit for the employee. Nowadays it is companies’ opportunity to demonstrate empathy and to support workers to make ends meet. For instance, during Christmas time one luxury retailer made a one-off payment to all team members, because the cost of living, has been a challenge and cause of concern for many. 
In addition, Gen Z, where 67% strongly agreed or agreed that well-being benefits will be a priority for them in evaluating new job offers. Due to this, HR leaders pushed to create a personalized culture of care. For example, psychological support for employees, who experienced burnout and struggled with work-life balance.
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Human Resourcing strategies are about to change.
A human resource strategy is top-level planning to set out the priorities for people management and development in an organisation for the purpose of achieving business goals and being ahead of their competitors.  
Contrary to the ‘new normal’ in the new work environment, some of the business leaders are still hopeful, wondering when one day it will return to normal. But it is predicted that this will never happen again.
In an uncertain time, empathy is a new currency. Due to this, business needs new leadership, based on soft power. One thing is clear, leaders must demonstrate resilience, empathy, transparency, and digital fluency to ensure everyone has a voice in creating the future of work.
Two years into the Covid-19 pandemic and Brexit, emerging changes in Human Resourcing strategies, focusing on ‘back to humans’ are required. 
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First of all, support employees’ wellbeing - put the staff at the centre of attention and treat them as the most important asset in the organization. 
Secondly, to increase people’s job satisfaction, create and include a remote work policy.
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Next, a critical challenge for every company is to win people’s hearts - employee engagement. According to Gallup’s Global Workforce Survey reports, just nine per cent of UK workers are engaged with their jobs. An organization without a good team is nothing. Success is to treat employees with empathy and motivate and energize them to face the rapidly changing work environment every day. “If we provide enriched jobs, employees will be engaged”, - as claimed by some HR experts. 
[image: ]
Source: PwC’s Global Workforce Hopes and Fears Survey 2022

To avoid disadvantages, organization need to be implemented: 
•	Create a positive work environment.
•	Provide more attention and support for workers. 
•	Clearly communicate changes for the team.
•	Help to see new opportunities and gain new skills.
•	Improve well-being and sense of belonging.
•	Excite employees about their future in the company. 
Mentioned above are changes in human resources strategies that can help organizations to attract and recruit and retain people. Also, enhanced their strategies and prospects for the future. Overall, only employee-friendly human resources management strategies allow today’s organizations to navigate through the new normal world of business.
Conclusion 
A detailed report on the current labour market and the emerging changes in Human resourcing strategies in a post-COVID-19 world and after Brexit shows that businesses in many industries do not know “what will happen tomorrow” and how to be prepared now for the future. In these circumstances, HR professionals play superheroes.  Additionally, business and human resources are more inter-dependent than ever before.
To survive and get everyone through this new world of work, first of all, are very important to see, hear and learn how things work in the new normal. Secondly, working with key people in the organization, design and implement an HR management strategy, focusing on ‘back to humans’. Because “when companies have talented and diverse employees who feel secure at work and at home, both people and businesses perform at their best”. (Business Roundtable, 2020). 
Finally, focusing on the company goals and employee’s well-being, it is important to be patient enough to wait for the effects and never give up in the middle of change initiatives. 
“The British economy would need a workforce that was fit and healthy and motivated if the country as a whole was to compete”. (Johnson, 2015, p.159)
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HYBRID WORKING HAS OVERTAKEN WORKING FROM
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Job openings skyrocket
Vacancies neared Im in June
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