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 This current assignment is about the human resource management and it analysing how the resourcing in an organisation is affected and learnt by internal and external issues that in order serve to impact the policies, procedures and processes assumed by the organisation. Moreover, in this report the current state of labour market is mentioning in detail. Furthermore, the emerging changes in human resourcing strategies in the post Covid and post Brexit external environment are also discussing in this report. 
[bookmark: _Toc112296346]The Current State of The Labour Market in the UK
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Figure 1: Labour Market
Source: Research Leap (2021)
As per the observation of Lauder and Mayhew (2020), a labour market is a peddle in which insistences on both supply and demand for labour or employees are met. As per the observation of Ludvigsson et al. (2019), labour markets help nourish a new skilled set of labours that can be prepared to meet any competition in the market. According to the observation of Lane and Saint-Martin (2021), the trained set of labours thus developed will be in perfect alignment with the market development and expansion market.
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[bookmark: _Hlk112321486]Figure 2: Labour Demand and Labour Supply
Source: Wall Street (2022)
Although the labour demand is equal to the labour supply in the labour markets, different scenarios can change the equation. According to Lee et al. (2020), labour cost is one such factor that affects the labour market. When the cost of labour increases, it automatically decreases their demand in the labour market. From the studies conducted by Costa Dias et al. (2020), the scenario completely changes when it comes to labour supply and labour cost because the two factors are directly proportional to each other. When the labour cost increases, the supply of labourers also increases.
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Figure 3: Labour Market in the UK
Source: ECB Europa (2021)
According to Webster et al. (2021), the current state of the labour market in the UK, which is post-COVID and Brexit, the sector has seen an increase of 0.2% increment. As per the observation of Llop-Girones et al. (2021), the COVID-19 global pandemic and Brexit are the two scenarios that have significantly affected the labour markets in the UK for the past few years. According to the statistics of ONS Gov UK (2022), the ratio of full-time employed employees in the UK significantly increased in post COVID scenario. The statistics of ONS Gov UK (2022) also pinpoint that the percentage of self-employed individuals has also been reduced after the COVID-19 pandemic.
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Figure 4: Labour Market Tightness in UK
Source: Job Market Monitor (2022)
The approximate number of pay rolled employees in the UK in May 2022 was estimated to be around 90,000. According to the statistics of ONS Gov UK (2022), the numbers took a drastic increase from 90,000 to 29.6 million just a month later, on April 2022. A significant increase was seen in the working time of labours, which increased from 12.2 million to 1.04 billion in February 2022.
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Figure 5: Employment Rate (Graph 1) and Unemployment Rate (Graph 2)
Source: ONS Gov UK (2022)
From fig (4), it can be identified that present state of UK's labour market can be analysed, the unemployment ratio is decreasing by 0.2%. According to Soares and Berg (2022), the inactivity rate of the economy got reduced by a 0.1%, making the inactivity rate 21.3%. From the observation of White and Smith (2022), it can be stated that in the UK’s labour market UK, the job vacancy increased significantly to a number of 1,300,000. Then again, the growth rate of vacancy is still at a slow pace.
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Figure 6: Nominal (Graph 1) and Real Earnings (Graph 2) of UK
Source: ONS Gov UK (2022)
Observing the statistical analysis conducted on ONS Gov UK (2022), it can be understood that the growth rate of total pay, which includes all the bonuses and allowances to an employee, became 6.8%. Additionally, the regular pay growth in the UK was estimated to have an increase of 4.2%. 
As per the observation of Jones (2022), by analysing all the statistical data gathered from various sources, it can be clearly stated that the labour market of the UK is currently categorised as a tight market. The tight labour market in the UK creates a problem for every company and organisation, primarily for the HR departments. Seid (2022) states that the reason why this can turn into a problem for companies is that it would be challenging for organisations to recruit talented employees. On top of that, it would be even more challenging to retain recruited employees as well as experienced employees in the organisation. From the studies of Fritsch et al. (2022), it is observed that many people are utilising the current labour market of the UK to switch their job roles and the companies they work in. According to Dickerson et al. (2022), other group of employees are seeking this opportunity to ascend their job designation and increase their daily wage. As per the observation of Misky et al. (2022) the COVID scenario has opened up many jobs opportunity in the medical sector of the UK. This gave the opportunity for people resident outside the UK to enter the labour market of the country as immigrants by taking advantage of the vacancies in the UK’s medical sector.
[bookmark: _Toc112296347]The emerging changes in Human Resourcing Strategies in the post-Covid-19 
As per the opinion of Vrchot et al. (2019), human resource strategy is a roadmap that helps the organisation in solving one of its biggest challenges that are related to the people-centric solution. Human resource strategy can also be considered as the overall plan of the business for managing its human resource and enables an organisation to merge the actions of human resources in favour of the organisation. Human resource strategy provides the organisation with an idea related to all important areas of managing the human resources of the organisation. These activities include hiring, performance appraisal, development of employees and compensation. HR management also deals with activities like recruitment, talent management, succession planning and corporate structure. According to reports by Dirani et al. (2020), it is found that certain challenges and changes have occurred in human resource strategy followed by the organisations globally after the Covid-19 pandemic.  
The HR manager plays a vital role in framing and implementing the human resource strategy within the organisation, and COVID‐19 has become an inflexion point with a lot of implications for HR worldwide. The pandemic heavily affected the work culture, working hours and working skills of the employees of the organisation globally. The pandemic not only had an impact on the selection and recruitment of employees. This also affects the work context, stakeholders' perspective and the integration of tactical and strategic responses. During the pandemic, a lot of employees around the world lost their job. This resulted in an increasing number of unemployed people globally and also resulted in the shutdown of a lot of organisations. Employees of the organisations were being removed as the organisation was unable to perform well during the pandemic, and the organisation faced loss. Organisations did not even have enough employees to complete their tasks. After the pandemic, employees of the organisation were reduced, and the organisation did not have enough employees. The human resource department of the organisations also failed to find the right person to perform the assigned task. The pandemic raised a new challenge for the organisation, like work on-site along with work from home, which also has an effect on employee behaviour and deeds. This affected the perfection of work in many ways and created particular problems for employees like all the employees could not perform equally n their job.
Thus, the organisation faced many challenges in completing a task, and human resources managers could not find skilled employees to finish the job. Human resource managers were compelled to change their HR strategies entirely during and after the pandemic. The human resource department faced challenges in restoring its strategy and policies. Human resource strategies of the organisations had to be changed entirely or partially according to the findings of Ngoc et al. (2021). Strategic human resource management research has been criticized for its failure, or theoretical failure, to include the fresh, present-day HR practices (Harney and Collings, 2021). Thus, traditional conceptualisations of HR high‐performance work systems need changes in the situation of COVID‐19. Strategic HRM research needs to move toward the more nuanced conceptualisation and measurement of HR follows like the flexibility, job design etc., instead of capturing these under the category of 'other', which has been far too aware in present study (Boon et al., 2019).
The pandemic also features the significance of customers as stakeholders of the organisations, which is frequently taken for granted in management research but hardly in HR research. Customers remain one of the least considered stakeholders in strategic HRM research despite calls for their consideration. Indeed, firms must carefully manage the trade‐offs among employees, customers, and shareholders. At the time of the pandemic, employees needed to work as customers need products or services. Firms also had to manage the safety of customer and employees, that at times during the pandemic, came at the expense of shareholder returns. Two examples of research focused on customers include analysing HR practices targeted at improving the customer service and the relationship of the organisation’s outcomes like service quality, and research ststing that HR practices that influence how employees deal with customers also affect how customers deal with employees, influencing employee satisfaction and sales (Harney et al. 2021). Future research requires to study how HR practices need to be altered to account for changes in service delivery, like raise in digitisation of service provision or reduced physical interaction in service sector, in response to COVID‐19 and how these impact major customer outcomes. Research could also check  how customer observations of how employees have been managed in response to COVID‐19 impact their trust in the products and services of those firms and how they engage with them.

[bookmark: _Toc112296348]The emerging changes in Human Resourcing Strategies in the post Brexit external environment
According to Vrchota and Řehoř (2019), the HR strategies are a road map that solve the biggest problem of the organisation with people-centric solution. An HR strategy is significant because it regulates how HR procedures work in an organisation and confirms they are in an arrangement with the organisation's goals. The HR practices can enhance the employee efficiency, positively impact employee learning and enhance a better overall business performance. There are so many human resource strategies, that are implemented to an effective and efficient changes in an organisation and all. The human resource strategies are powerful one which gives better in the post Brexit external environment. Some of the main human resource strategies are knowledge, hiring, reward etc. As per the observation of Tupa and VOJTOVIČ (2018), the employment growth slow down and that effects the labour market and the labour market become very hard. Moreover, become tight and the number of vacancies also are more. Due to Brexit, the financial steadiness and it became very destructive in the macro-economic effects due to the economic openness. 	Labour market is the place where labours and labours co-operate with one to other. In the labour market, employers contribute to hire the highest, and the labours participate for the best filling job. The labour market is changed in the post Brexit environmental by change in an excellence by demanded of the product that the labour produces. Moreover, the change in government policy that also effect the effectiveness and efficiency of the labours. 	 
According to Bloom et al. (2019), the influence of Brexit on employment and in the UK, the broader labour market will depend not on relocation movements, but also the broader financial influences, such as trade outlines and commercial position decisions. The primary effect of Brexit is anticipated to be its impact on resourcing across organisations. There is a high depending from Europe impacted by Brexit and this will be combined by price rises and fluctuations affecting operational costs. As per the findings of Bisciari (2019), the total influence takes much time to arise and it not become clear until the development of argument and distinguish what the labour was and its relocation and its preparations decide with the former partners in Europe. The UK’s withdrawal from the Europe that will not bring about sudden changes to the substances of environment law in the UK, where that will become easier to change. The environmental principles are being given legal identification and new constructions for environmental governance being created of each nation. (Pagell and Krause, 2019). and the persons selected. Changes in production level, changes in production process and technological advances, quality of human resources, regulations are some of the factors that affect the labour market. 
According to Shtal et al. (2018), the external environment factors are significant since they can cause straight and indirect result on commercial processes, workers and income. The company’s external environmental changes continuously, but the changes can easily track by the administrators and the directors in order to diminish the consequences. As per the view of Arnorsson and Zoega (2018) Brexit has injured Britain's competitiveness, will decrease productivity and leave the average worker inferior than they otherwise would have been, according to a new study. The Resolution Foundation said leaving the EU has reduced how open and competitive Britain's economy. According to Clarke et al.2017), Brexit may not have a direct influence for the development and regulatory change for the technology. in its place, Brexit has had a more diffuse influence by diminishing the UK's competitiveness and directness to trade with a broader range of nations. It decreases efficiency, and actual incomes of too. As per the findings of Pettifor (2017), the frailer pound has left UK households poorer by enhancing the cost of imports, resulting in advanced inflation and lower actual income growth. Post-Brexit, the trade relationship of UK and EU is seeing deep influence on business on all areas and organisations. 
To overcome the labour market shortages, UK enlarged the employment base by including non-Computer Science and IT graduates in the qualified pool of labours. The HR strategies of the labour market emphasis the numerical flexibility and income charge minimisation. The HR strategies prove the and importance of the quality enhancement or innovation within the business strategy. The HR strategies are implemented for the flexibility of the labour market such as abolishing the minimum wage, providing education and training, reducing unemployment, proving different knowledge and skills to the workers etc. The company do to deal with the current challenges in the labour market by producing high quality content, produce content in appropriate formats, comprehending the different buyers etc. The government of UK issues that, the permanent residence documents to those who have lived in the UK for five years but labours need to get this before 31 December 2020. Otherwise, it has a period of grace to leave before 30 June 2021. 

[bookmark: _Toc112296349]Conclusion
The assignment gives an overview of the human resource management (HRM) of an organisation and evaluates the business and managerial environment. The assignment focuses on external factors that affect the organisation. The assessment gives a detailed report on the current state of the UK’s labour market. From the report, it can be identified that the UK currently faces a tight labour market. The assessment also pinpoints the emerging changes in the strategies of human resources post COVID-19 pandemic. The scenario of post Brexit and the change emerging in the human resource strategies are also learned from this assignment.
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