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[bookmark: _Toc142167264]1. Introduction
Post-pandemic, the labour market's global scale has become unstable. Instability is due to various factors such as uncertainty, volatility, and susceptibility in business situations around the globe. It leads to situations such as job security, changes in demand for certain skills fluctuations in employment rates which directly affect the economic conditions of a country. The UK is a developed country that has been facing various issues before the pandemic makes, such as Brexit, changes in technology requirements, shifts in industry and policy changes due to Brexit and other issues (Leaker, 2023). Post-pandemic, the prime minister of the UK has changed, which also has led to instability in their policies of trade and labour. Increasing labour demands refer to increasing the focus on the number of vacancies in the UK market. After the pandemic, the labour demands increased, but the labour supply decreased. The issue of labour instability has been addressed by creating a clear evaluation of how the Brexit issue is impacting various business parts and interacting clearly with the people. This report is based on the stability of labour in the UK and how it has raised challenges for a business and the country. 

[bookmark: _Toc142167265]2. Current state of labour in the UK market 
The UK is a developed country that always focuses on providing the scope for businesses to enhance their growth. According to the report, UK's employment rate is 75.8% between 2022 and 2023 (Leaker, 2023). The labour market in the UK is tight because the recruitment process has become more challenging. As several organisations are evolving their business growth in the UK, it allows employees to choose their preferences. As the employees get to select their choice, it increases the pressure on the recruitment process. The main driving factors of the rising labour shortage in the UK are early retirements, the impact of Brexit on labour supply, and a shift in labour supply. According to the report, they are 1.12 million job vacancies in the UK market. The job vacancy has decreased from the previous report. During the end of the financial crisis of 2007 and 2009, the population percentage of work emerged steadily as well as the economic percentage fell (Elliott, 2022). Employers do not face any problems in filling vacancies, as well as have a benefit in the negotiations of wages. The earning growth has remained modest as well as the levels of unemployment have fallen since the 1970s (Elliott, 2022). The pandemic brings inactivity among employees. The employment rate has increased in the opposite direction declining by 1.1 points (Elliott, 2022). The major term sick tends to be the important reason for the downfall of the labour chain supply. The shrinking workforce signifies that companies have struggled to fill the vacancies that have become available in the market.
[image: https://www.ons.gov.uk/chartimage?uri=/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/bulletins/employmentintheuk/july2022/d92f7815&width=&hideSource=true]
Figure 1: Labour market in the UK
Source : (Leaker, 2023)
[bookmark: _Toc142167266]2.1 Increasing early retirements
According to an ONS survey in 2022, the adult age of retirement is considered between 50 to 70. The survey also found that 63% of them took their retirement much early than their limited age (Personio, 2023). As the trend changes frequently, it refers to rising pressure on the employees, which can be an effective reason for increasing the number of early retirements. As per the reports, 62% of people have given the reason for their retirement, and others did not. The rising pressure is crucial to early retirement, which decreases business development. Early retirement affects business growth because experienced employees are leaving the organisation. Professional employees have well knowledge and understanding of different aspects of business and can also identify the risk factors of business development.
[bookmark: _Toc142167267]2.2 Impact of Brexit on labour supply 
The impact of Brexit decreases the immigration of labourers from other countries. As per the report, the labour shortage in the UK is almost 330,000 workers. The increasing labour shortage negatively impacts business development alongside its opportunity to expand the business innovatively. According to the report, almost 460000 more labour schemes were in the UK before Brexit (Personio, 2023). Decreasing the immigration of EU workers negatively impacts work development because EU workers are known as well-skilled. Well-skilled workers have the knowledge and understanding of the process and can also identify the best way to execute the strategy for enhancing work growth. If a worker deeply understood the work process, it would have been much easier to conduct work and get positive results.
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Figure 2: Impact of Brexit on employement 
Source: (Walker, 2023)
[bookmark: _Toc142167268]2.3 Shift in labour supply
As the business world is developing, it increases the demands of the labours. Increasing labour demands refer to increasing the focus on the number of vacancies in the UK market. After the pandemic, the labour demands increased, but the labour supply decreased. As the organisations do not consider the labour demand, it reduces their morals and shifts their jobs. The recruitment process is also an effective reason for labour shortage because well-skilled employees have their orders as they better understand the work process. It will raise a long-standing issue if skilled employees are unsatisfied with their needs. This is a vital reason for the labour shortage in the UK's many sectors.
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3. Post Covid19 change in human resourcing strategies in the UK
Particularly human resource leaders are considered an important aspect of the organisation during the COVID-19 issue. The HR managers are responsible for maintaining the workforce to be resilient, productive as well as engaged (Deloitte, 2020). Fundamentally, recent priorities have focused exclusively on the response phase. Estimating the future is risky, but there are reasons to determine that there are various reasons to signify changes experienced by employees and HR managers working in the organisation. To integrate the business of the organisation, HR will require revisiting conventional policies as well as organisational thinking, controlling complex reactions towards the thinking and changes. HR tends to ensure stability in the emerging routines and expectations. It has been identified that the COVID-19 issue will develop effective changes in remote working attitudes. During the lockdown, major adoption of video conferencing and homeworking is used by people working in the organisation. Based on a poll, it is found that about 41% of the organisational workforce is satisfied to start their work again after the period of the coronavirus pandemic as soon as the restrictions get relaxed (Business, 2020). 
On the other hand, around 59% estimate that remote working is effective for the weekly schedule (Business, 2020). After the post covid 19, HR professionals have to regulate delivering various policies and practices through entire virtual meetings. Human resource leaders and businesses must expect that scrutiny as well as government intervention when it comes to protecting human life, addressing trauma as well as providing important services of contact free to someone who is in need. The post-pandemic challenge in business and economic sectors worldwide is observing major business challenges as well as changes, including unemployment, recession of business, interruptions of production, structural demands, and organisational changes (Oseghale et al., 2022). The advent of the COVID-19 challenge has increased the usage of remote working by various companies doing business in the UK. The pandemic of COVID 19 will generate a platform of awareness-raising for sustainable, green, and climate business in the UK. The HR leadership of post-crisis will regulate healing, hope as well as learning to address tragedy, inequality as well as despair. The pandemic of COVID 19 has altered the life of all people overnight (Caligiuri et al., 2020). Countries, cities, individuals, as well as continents, have observed the challenge of shutdown as well as the issue of an unknown disease. Organisational managers had to create decisions in a short period about which people should go home and who needed to adopt remote working. After the post covid pandemic situation, the pool of talent is kept on expanding, reconfiguring, and changing. Managing the challenge has become an important aspect for the firm and its managers. Developing the company's culture is a major priority for human resource departments as companies adopt flexible working arrangements (PwC, 2023). 
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Figure 3: Implications of Covid 19 on HR functions
Source: (Everest Group, 2020)
[bookmark: _Hlk142166622]During the post covid situation, there will be a significant shift to the models of hybrid working that hold on to the advantages of both offline and remote working. Due to the positive change, the challenges of the transformation threaten the culture of an existing organisation. In the HR department, organising exclusive check-in for social communication, work, or emotional guidance is a major manner to develop a balanced structure suited to developing relationships and controlling the remote workforce. The post covid19 has caused major challenges in the HR department of the organisation situated in the UK. Analytics of the workforce generates HR to gauge the experience of employees, satisfaction, and engagement. To manage a complex and new business landscape in a competitive market during covid19, companies need to leverage in forecasting the requirements of the workforce. It can be said that in the UK, the HR of various organisations intends to generate management, development, and acquisition of talent decisions for the growth and development of the firm. Because of the coronavirus pandemic, organisations were forced to adapt and transform the new normal for survival (PwC, 2023). It is important for HR to transform and evolves around the HR lifecycle to meet new organisational needs. As business got adjusted to the period of COVID-19, HR needed to rethink their conventional approaches as well as adapt the people processes, including controlling remote teams and onboarding (Nigel Wright, 2023).
[bookmark: _Toc142167270]4. Post-Brexit change in human resourcing strategies in the UK
Brexit is not at all an easy activity to control. The United Kingdom significantly left European Union on 31st January 2020 (Lattice, 2021). Brexit has generated financial volatility, and this has created indirect consequences of aspects including economic incentives, bonuses as well as pensions. For the leaders of the UK, the post-Brexit is considered a challenging situation. Employees operating in the profession need a set of qualifications to generate success in the market. Human resource professionals must guide new talent with specific approval for the qualifications from regulators before arrival in the UK. The United Kingdom nationals working in the European Union country will get permission from the country where they are based.
On the other hand, it is essential that are major differences in paperwork around EU nations. If a contract of employee states that they are recruited in the UK but are working from foreign countries, this must be re-negotiated. Brexit has caused a major impact on the well-being and mental health of employees. The HR managers in UK firms must learn how to manage and control the employees suffering from mental instability. The issue of mental instability can be addressed by creating a clear evaluation of how the Brexit issue impacts various business parts and interacting clearly with the people along a plan of how the specific plan can get managed. The selection as well as recruitment of employees, the technique of managing individuals as well as working employees will be impacted by the issue of Brexit. 
Employee resourcing is considered the strategic element for ensuring that the organisation can fundamentally access the individuals to attain its objectives (Ridgway, 2019). Due to the absence of a specific policy, the single Brexit outcome determines the talent movement within European Union. The migration of people from the EU to the UK is one of the most vital challenges determining the majority of people to leave the European Union. As negotiations are underway to control the people movement, these negotiations become central to the future relationship between the EU and the UK for mitigating the financial impacts. The practices of flexible working are emerging during the time of Brexit (Lattice, 2021). The practices include a contract of zero hours develops an imbalance of power between the worker and employer. The practices of flexible working can guide the attraction of candidates as they permit individuals to work in various ways. The diversity of the workforce can be increased by generating accessibility for people to work. It is found that the arrangements of flexible working generate a resilient and agile workforce that is properly positioned for adjusting the financial changes. Speculation also claimed by human resource professionals are that Brexit can have a detrimental impact on flexible practices of working if the United Kingdom will not govern by European Union provision. It has been identified that the younger generation who tend to vote will remain to be impacted by the changes in the workplace because of the prevailing leave vote (Ridgway, 2019). Due to Brexit, the right to labour is always being impacted. Therefore, it generates a major recession in employees' mindsets and their perceptions are also impacted by Brexit. Various areas of HRM are impacted by the populist turn. Therefore, significant attention is regulated to income, talent, migration as well as job security, which indicates significant interdependence between employers and employees (Cumming, Wood, and Zahra, 2020). 
[bookmark: _Hlk142166689]Brexit is a major challenge that has hampered the normal working of various companies in the market. Therefore, the issue of Brexit should be monitored by undertaking extensive measures for incorporating success in the market. Along with the challenge of Brexit, there is an emergence of recruitment challenges that many agencies must be observed. The contract staff of the EU might be vulnerable under hard Brexit as well as circumstances that are required to be understood and develop alternative scenarios for meeting the contract staff demand through exploring sources of future skills. If workers of the EU tend to leave the UK due to Brexit and this could lead to a major shift in the power balance in the labour market (Forrest, 2017). Due to the power balance shift, the modern war for talent between organisations seeking the best talent gets intensified. The result causes the emergence of pay packages fundamentally for the people with specific skills that are in major demand in industries that are conventionally dependent on migrant employees.
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5. Conclusion
From the above report, it can be concluded that the unemployment rate in the UK has increased to 75%. The main reason could be that the recruitment process has become more since all the businesses look for good growth and development there, for the whole process comes from the recruitment process, and they require high skills to select individuals. Has been situations of early retirements and a shift in labour supply due to Brexit policies. This also has resulted in filling up the vacancies very easily. Human resource strategies have also changed in the UK after the pandemic. HR tends to ensure the most stability while recruiting its workforce. Return to higher individuals who are comfortable with a hybrid working model so that they can come to the office and work from home whenever the company requires it. After covid19, there have been major challenges in the HR department of the organisation situated in the UK. Analysis has shown that the workforce generates HR to gauge the experience of employees, satisfaction, and engagement. In addition to this, policy change after Brexit needs to be monitored by undertaking extensive measures for incorporating success in the market. 
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Figure 8: The redundancy rate fell to a record low in the latest three-month
period
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