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[bookmark: _Toc121845575]Introduction:
 A labour market can be defined as a platform where employees interact with each other and employers are involved in tough competition to hire the best workers for their company. Labour markets in an economy have a crucial influence on the demand and supply of labour concerning that economy. The UK's labour market is diverse and significantly influences the economy. However, the recent pandemic had a key impact on the labour market of the UK. Some of the workers have dropped out of work because of long-term illness. Experts have pointed out that before the pandemic, Britain had a high employment rate. 
Human resource strategy is seen as a roadmap that can offer solutions for the company regarding problems about the people. Human resource strategy needs to cover other important areas like talent management remuneration recruitment and corporate culture. The benefits of a Human Resource strategy are several. One of the most important is that it improves productivity and engages the employees. Unilever is a global company that operates across the world in several countries. 148, 000 employees are predicted to work for Unilever globally and others contribute to the company in an indirect way (Unilever.com 2022). The company adopted a strategy of reskilling their employee's bye by making them adaptable to the skills that are useful in the future. The company has also created new models that can offer employees flexible employment options by 2030. 
A) [bookmark: _Toc121845576]The current state of the labour market in the UK:
The current labour market of the UK is marked by uncertainty and has seen a significant number of employees withdrawing from their job, by reasoning that they have long-term sickness or mental health problems. This number will rise by 25% in 2019, as reported by the Office for National Statistics (ONS). The long-term illness started in 2019, before the pandemic and increased by 363,000. In August 2022, it was 2.3 million. Abdulla (2022), commented that the Bank of England has expressed concern over people leaving the workforce saying that it might enhance inflation. Moreover, a majority of Britain’s workforce is ageing and they find it difficult to work. Additionally, it has been noticed that Britain is behind most of the developed nations in the post-COVID recovery stage of the labour market. It is also one of the nations that have an employment rate lower than the pre-pandemic levels. 
[image: ]
Figure 1: Full-time workers in UK 1992-2022
(Source: Statista.com 2022)
The above graph traces the number of full-time workers in the region of the United Kingdom from the year of 1992 to 2022. The number of employees peaked in 2008 as seen in the graph. It was also seen to reach a high in 2019 but gradually decline after 2020. The decline can be due to the lockdown and COVID-19. During the pandemic, several people in the UK lost their jobs. 
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Figure 2: Unemployment rate in UK 1971-2022
(Source: Statista.com 2022)
The above graph shows the unemployment rate in the UK from 1971 to 2022. The unemployment rate is seen to have increased in 2020 and gradually decreased in 2022. The pandemic had an adverse impact on the labour market of the UK and several people became unemployed. The unemployment rate in the UK in September 2022 was 75.5% which is lower than in February 2020. The unemployment rate in September was seen to decrease by 0.2 per cent. The rate of economic inactivity also increased by 0.2% from July to September 2022. The economic inactivity was caused by the citizens who have been safe for a long time and are still recovering in 2022. The total pay for employees fell by 2.6%. Employment rate was seen to be at a high rate in the Southwest region of the UK at 79.2% and low wasn't the Northeast region with 71.2% (Ons.gov.uk,2022). The labour market of the UK has shown signs of cooling down as businesses prepare for a session. 
A report by the recruitment and Employment configuration portrays that businesses are starting to implement recruitment freezes since they were pessimistic about recruiting. As for employees they are holding back themselves from applying for new jobs. Atkinson (2022), noted that the stiffness of the labour market is a major concern for the Bank of England, which has increased its interest rate to stop a "wage-price spiral". The United Kingdom is expected to enter decline soon however employees are still hiring the best talent. There is difficulty in recruiting talent which is affecting the remuneration of both the public and private sectors. 
About 46% of the hiring organisations have vacancies that are hard to fill and they are mostly in the healthcare and the storage sectors (Cipd.co.uk 2022). The process of upskilling is usually the most popular response for recruiting difficulties followed by a raise in pay. However, organisations have not increased the remuneration of the employees even after the training of the staff. The stagnant salary could be a reason why there is a gap in vacancies. The employment market is expected to recover, but with the increasing inflation in the country, it can become tough. The reasons for the increasing inflation are manipulated by several external factors. Michael (2022), noted that energy prices soared, cause of the war in Ukraine. 
B) [bookmark: _Toc121845577]Human Resource Strategies Post COVID-19:
The importance of a “Human Resourc”e strategy is immense and can ensure that the business is working towards achieving broader goals. Strategically managing the HR resources can help the business facilitate change in the workplace and the monk's employee’s full stop. It can also help the companies to improve their operations within the company and outside it. by implementing adequate HRM policies a company can also hire a talented set of candidates. The pandemic-imposed uncertainty on the business sector and made the employees and managers stressed about the future. 

The corporate sector was faced with uncertainty, and the future looked vague for a long tiime. “Human Resources Management” operated in a crisis mode for the most part of 2020. The management had to think about ways the employees could work from home, without impacting upon their productivity. The employees were also under extra mental pressure during the work-from-home period. As the pandemic recedes, and the dust has settled, businesses are starting to adjust to the “new normal”, and the role played by the HRM department has significantly changed. The different Human Resource Strategies that could be adopted in the post-COVID situation are:
1. Include the “human” in HR: 
The “Human Resource Department” needs to be most supportive towards the challenges of the employees about what they face at work and outside work. the employee should be able to sense the support that is shown by the company and this can have a positive effect on their well-being. Companies that care for their employees have realised that the mental health of the employees might improve and they need to be more empathetic. The managers are realising that the present focus of employees should be to view them as multidimensional and foster a holistic perception of them. The HRM needs to enable the employees to enhance their skills and build new skills so they can keep up with the changing business environment. The humans of the corporation should seriously be engaged with work and not feel pressured by the work. Cuandra et al (2022), commented that the company of Unilever has created certain management teams that hold meetings twice a week. This steam meeting was aimed at interacting with the workers and knowing how they were adapting to the hybrid culture and what were the challenges they faced. 
2. Becoming resilient in finances:
The human resource manager needs to understand that the cause reduction program can help define the particular objectives of the company. A mix of strategic drivers can help the company reduce its cause and preserve the financial capital for crisis situations like Kuwait. The HR Teams need to be divided with the responsibility of how to save the core business and others to reduce cost and increase investment in several areas. The HR department should be able to identify the places where savings can be made and titan the expenditure of the company. Webber (2020), noted that the chief human resources officer of Unilever Leena Nair reflected that the pandemic had changed the organisations and propounded that the company is equipped to deal with the change in the workforce in the post-pandemic stage. The Leadership Committee of Unilever held frequent meetings to understand how to deal with the issues and move forward. The company also responded with incredulous agility to the supply chain and made sure that the customers had access to necessary products like soaps and sanitisers.
3. HR strategies catering Hybrid workforce:
The post-COVID scenario has shown that remote working is here to stay. Kulik (2022), noted that the human resource strategies needed to cater to and serve the needs of the employees who are engaged in working in hybrid situations. The Human Resource Department needs to build common ground for every employee belonging to different social, economic and cultural backgrounds. There is a growing need for tools that help in flexible collaboration. The companies need to have facilities for both in-office and hybrid work conditions. 
4. Increased venues of support:
The HRM department of the company needs to establish new areas of support that can satisfy the needs and solve the problems of their employees in the post-COVID scenario. Morse and Dell (2021), noted that during COVID or after the pandemic several employees may experience mental health issues at work or in their personal life. The Human Resource Department should be aware of these challenges and open up new venues and departments which can support and enhance the employee’s talking about their problems. Employees who are going through a mental crisis may not be able to perform productively and that might have an adverse effect on the company. 
5. Training to drive productivity:
During the work from the home face with the employees had to work on their computers and their performance was judged based on the efficiency with which they work at home. There might be workers who are not as comfortable with technology as others. The HR department and the manager need to train every employee in the basics of video calling and educate them on how they can contact the manager or the HR when required. Gupta and Chandna (2020), noted that by providing adequate training the productivity of the employees will increase and business will also boom. The human resource manager should be able to realise the training programs are effective in implementing productivity among employees.
[bookmark: _Toc121845578]Human Resource Strategies Post Brexit :
The recruitment and the process of selection of workers including the lives of the working employees are said to be fundamentally affected by Brexit. The economic impact of Brexit cannot be ignored which changed the trade laws in the UK and had an impact on the rights of the workers. The event of Brexit was an unprecedented decision of the UK Government to leave the EU. Ridgway (2019), notes that due to the nature of the event there is no particular literature that can explain what the situation of Brexit can mean for the practice of human resources. During the global pandemic, several organisations were compelled to reduce their workers. The different types of Human Resource Strategies that businesses should adopt in the aftermath of Brexit: 
1. Skillset of workers:
Brexit might intensify the fight for talent and provide the need for an extra focus on the engagement strategies of employees (Dickmann and Parry 2018). There is a common perception in the UK that workers from the EU are not talented or skilled to fit into the UK market. However, job applicants are mostly from Europe. The organisations need to direct their focus on staff development and enhance the quality of the employees. 
2. New strategies for the migrant workforce:
The companies of the UK need to regulate and renew their HR strategies for the migrant population that moved from Europe to the UK. The HR department should try to understand the diverse culture of the new employees and respect their ethnic customs. 
3. To support the employees of the UK and EU:
There are several companies in the UK which have their business both in the UK and in Europe. The employers should remind the employees that if they do not possess a relevant visa, they might lose their right to live and work in the United Kingdom region. Simultaneously, the British employees who presided in Europe will also have to be aware of the various conditions and documents they need to have if they want to stay in the territory. Rolfe, Runge and Hudson-Sharp (2019), commented that the Human Resource Department of the company needs to regulate these changes and provide support to both European and British employees with relevant information on settlement and visas and help them continue with their careers.
[bookmark: _Toc121845579]Recommendations:
· Government of the UK should be better prepared in strategically Planning and implementing their rules in the country to prepare them for another challenge like the covid-19 pandemic. In event of a crisis, the centres of government usually highlight the coordination of governmental operations. The central governments of the nation need to take responsibility and plan risk management policies that would help them deal with catastrophic situations and provide for the citizens. Moreover, the government of the United Kingdom needs to improve that healthcare structure and handset for others for any situation that might come. In addition, the government is to invest in new research and development projects that can help identify an unknown disease beforehand and prevent the loss of lives.
· The abrupt exit of the United Kingdom from the European Union has caused several repercussions across the country. Additionally, the Brexit event has had an adverse effect on the supply chain and the economic situation of the country full stop several companies based in Europe have now started thinking of ways and how to continue their business. The government of the UK needs to educate the citizens on how an event like Brexit has changed the lifestyle of the people and the business landscape. Moreover, the country needs to formulate new strategies that would make them independent and self-sufficient.
[bookmark: _Toc121845580]Conclusion:
The two situations like the pandemic and Brexit have had a crucial impact on the economy of the UK. Human resource strategies should be created and renewed in a way that can support the employees of the new normal. The British company Unilever has shown how human resource strategies can be implemented and support workers and their suppliers. 
During the pandemic hybrid work was common and it is persisting after the pandemic. The human resource managers need to provide a support system that would cater to the various needs of their employees and increase the skill set of their workers. In the aftermath of Brexit, the British companies need to support their European and domestic employees through the process of settlement and verification of visas. 
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