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[bookmark: _Toc4971]Introduction
The management of human resources is considered the strategic approach to supporting and nurturing employees in a positive work environment. This task is concerned with the evaluation of both business and managerial environments. The internal and external factors are informed to influence the current state of the UK labour market and emerging changes in Human Resourcing Strategies in the post-Covid, post
Brexit external environment.
[bookmark: _Toc8155]A. The current state of the labour market in the UK
[bookmark: _Toc7070]Overview of the UK labour market
The UK labour market is considered to be a market where the supply tends to be provided by employees and the primary commodity is labour (Mayhew and Anand 2020). In the UK labour market, consumers tend to develop a demand for the products after the supply of the products by the firms. Thus, the UK labour market is regarded as an important part of the economy of the country as it tends to be intertwined with goods, capital and service markets. The UK rate of employment has been predicted at 75.6% from October to December 2022 which is 0.2% higher as compared to the previous three-month period (Watson 2022). Such an increase in the rate of employment has been driven by part-time workers. However, the rate of unemployment has got increased by 0.1% from October to December to 3.7%. Also, the rate of economic inactivity has got decreased by 0.3% to 21.4% from October to December 2022 (Watson 2022). The predicted number of vacancies has got fallen by 51000 from December 2022 to February 2023. Annual UK employee growth of pay has slowed to 3.7% in December 2022[spglobal.com 2022].
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Figure: Annual UK employee growth of pay
(Source: spglobal.com 2022)

[bookmark: _Toc1358]The changing situation of the UK labour market
After the end of the global financial crisis between 2007-2009, the percentage of economically inactive people has fallen due to an increase in the opportunities for jobs. Due to lower levels of unemployment, the growth of annual earnings remained modest. However, in the Covid-19 situation, the level of inactivity in the UK labour market has risen to 1.4% and the rate of employment has dropped by 1.1 points (theguardian.com 2022). With the restrictions of lockdown, most employees have not participated in their job roles to lower the productivity level of the market. After the Covid-19 situation, the workforce in UK companies has got shrunk and the companies are struggling to fill the vacancies. Unions have been able to negotiate higher pay of wages due to their increase in the power of bargaining. The growth in overall pay is rising at the annual rate of 6% due to the current rising in inflation (theguardian.com 2022). Various groups of employees are urging the government to ease the rules of migration to improve the supply of labour.
The UK economy is currently suffering from stagflation depicted by an increase in the number of people looking for jobs with the falling the number of job vacancies. There has been zero growth in the UK labour market in the last three months of 2022 and the annual inflation has been at more than 10% (theguardian.com2023). The public sector workers are facing a larger hit as compared to the private sector which is developing a widespread industrial action. Before Covid-19, participation in the labour market among the older workers has been increasing, while the rates of participation among younger people have decreased. Since the Covid 19, the situation has got reversed with the increase in economic inactivity among the older people in the UK labour market (blog.bham.ac.uk 2022)

[image: ]
Figure: Change in level of economic inactivity
(Source: blog.bham.ac.uk 2022)

[bookmark: _Toc12485]The current challenges in the UK labour market
There have been various challenges in the UK labour market in the context of Covid-19, Brexit and the Russian invasion of Ukraine. There have been a Falling number of vacancies in the job in the UK labour market. The overall number of online postings of jobs in the UK from August to November 2022 has been 5.38 million which is a drop of nearly one million as compared to the previous year (blog.bham.ac.uk 2022). Such a decline has been due to rising inflation, high interest rates and the looming economic recession. Most of the large organisations and SMEs in the UK are facing currently the shortages of skills. Such shortages are leading to reduced growth or productivity with the reduction in output. The reduction in output has led to an increased workload on other staff.
Another challenge in the UK labour market is the widespread shortage of labour. The shortage in labour availability has occurred due to the non-recruitment of workers by organisations to cut costs on the influence of Covid-19. Such a shortage of labour is limiting the ability of small firms to grow in the situation of rampant inflation and increasing interest rates. The number of job vacancies in the UK has been 1124 thousand in 2023 which tends to be much higher in the current labour market situation (Statista.com 2023). The availability of people with the desired skills has become more challenging due to Brexit as well as the Covid-19 pandemic. This has been reflected partially in the early retirements and a large number of people reporting chronic problems in health. More focus on retaining current staff should be developed with upskilling opportunities.
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Figure: Job Vacancies in the UK
(Source: Statista.com 2023)
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B. [bookmark: _Toc2007]The emerging changes in Human Resourcing Strategies in the post-Covid, post-Brexit external environment
[bookmark: _Toc15208]The Impact of Covid-19 and Brexit on human resource strategies
Various business leaders are grappling with the re-opening of jobs and negotiations with employees. The sourcing of employees has become harder due to Covid-19 due to restrictions on travel and outdoor services. Due to the effect of Brexit, most organisations have been forced to recruit low-skilled workers (Green 2019). The businesses that are operating in the heavily regulated industries helped to move people from the UK to the EU to abide by the new regulatory requirements. However, the Covid-19 situation has lowered the guarantee to recruit highly skilled people in SMEs and smaller organisations (Eichhorst, Marx and Rinne 2020). Brexit has affected human resourcing strategies by lowering the number of EU-origin workers. Thus, there has been a net loss of workers to affect the selection of the labour force in the companies. For example, Tesco supermarket in the UK has planned to cut thousands of employees that have affected the job positions within the company due to Brexit. The human resource strategies at Tesco have also got affected by Covid through a lack of adapting to the business models of change of human resource recruitment. Again, the HR departments of tourism have also faced the challenge of succession planning in the form of listing employees due to Covid 19.
[bookmark: _Toc31855]The importance of a new HR strategy in the post-Covid and post-Brexit external environment
The current Covid-19 pandemic has affected the digital transformation of organisations, besides changing the structures of the workplaces. Again, Brexit's external environment has developed skills and labour shortages in UK companies (Green 2019). The recruitment policies of the companies tend to meet proactively new customs and trade regulations to affect the proper screening of employees. In light of this situation, a new HR strategy tends to be required in the post-Brexit and post-Covid external environment to exploit the current collaborative tools and ensure a response to the challenges of the rising complex policies (Brunning and Khaleelee 2021). Also, the new strategy of HR can help to redefine organisational culture by shifting towards a people-centric workplace. This can lead to the organisation of regular check-ins for social interaction and thus develop a balanced structure to strengthen the workforce capabilities. Further, the new HR strategy in the post-Covid and post-Brexit can help to leverage the analytics of the workforce to promote data-based decisions. The new HR strategy can develop management decisions through strategic talent acquisition in post-Covid and post-Brexit.
[bookmark: _Toc28377]The key priorities in developing HR strategies in the post-Covid, post-Brexit external environment
The strategies of human resourcing tend to focus on the key priorities of recruitment, attractiveness, career and cost-cutting in the post-Covid and post-Brexit environment. Human resourcing strategies tend to get strengthened their attractiveness by boosting the working environment and developing perspectives of attractive professionals. In this context, the application of the Advanced HR Value Chain can be considered to realise three HR factors to develop the HR attractiveness of the organisations (Alvstam, Ivarsson and Petersen 2020). The HR enablers will include the use of HR competencies and HR processes to promote an inclusive environment of working. The HR activities tend to be the management of performance and workforce planning to improve the attractiveness of HR strategies. The HR outcomes tend to be workforce competence and employee engagement to adapt to flexible working (Eichhorst, Marx and Rinne 2020)). Another key priority is the flexible recruitment and selection process for both external and internal candidates in the post-Covid and post-Brexit periods. Targeted training and support of human resourcing strategies tend to develop rewarding and flexible careers. The cost-cutting priority tends to be the simplification and review of the processes of human resources.
[bookmark: _Toc23817]The emerging changes in Human Resourcing Strategies in the post-Covid
In the post-Covid situation, Human Resourcing Managers are trying to improve Business Continuity Personnel to develop communication between employees and employers (Bennett and McWhorter 2021). The post-Covid era has been the age of Teleworking and Flexworking. In this regard, the emerging change in human resourcing strategies lies in hiring for project purposes and on-demand as compared to full-time employment. Another emerging change lies in demanding new skills from HR managers to grapple with development and training for employees both virtually and physically. The corporates are turning to Gig Workers to meet their requirements of staffing in the post-Covid situation. This helps to entail a new approach in human resourcing strategies in the form of developing a creative approach to the management of people. An entirely new dimension of conducting training programs for employees tends to get created by investing in a seamless medium to develop collaboration among the support functions (Bennett and McWhorter 2021).
Another emerging change in human resourcing strategies is the development of creative thinking among the HR teams. For example, Balfour Beatty has developed the Bouncing Back campaign to generate a seam of creative thinking ideas from the teams regarding Back to Business and New Markets. This tends to improve the capability of the workforce to increase collaboration regarding supporting HR functions. The era of post-Covid is also creating a change in mindset from the personnel of HR to devise various ways of supervising the team. Also, the government is adopting the measures to amend the labour laws concerning the requirement to hire employees (Aloisi and De Stefano 2022). This tends to require collaboration from the HR function to develop extra vigilance among the workforce. The HR professionals are required to focus on leveraging technologies to create a common platform for people functioning from various geographical regions. Thus, the emerging change in the human resourcing strategies in the post-Covid lies in virtual and digital collaboration with the HR departments of the companies.
Another emerging trend in the use of human resourcing strategies in post-Covid is leveraging analytics by the companies to forecast the requirements of the workforce (Mariani and Nambisan 2021). For example, Primark from the emerging HR technology perspective is recognising the areas of sharing information about the requirements of the workforce. The 5 Ps Model of HR tends to be useful to lead to the strategic implementation of the emerging HR policies. The business purpose gets created followed by the development of HR principles and values. The everyday HR operations are set in place, along with the planning of involving people in various HR job roles (Mariani and Nambisan 2021). The performance is indicated by key performance indicators, like recruitment and selection efficiency. With the help of the 5 Ps model of HR, the HR departments of organisations are creating emerging human resourcing strategies in the form of designing resilient firms to respond to future workplace disruptions. Thus, employee experience tends to be an important area for the emerging human resourcing strategies in post-Covid.


Figure: 5 Ps Model of HR
(Source: Self-developed)
[bookmark: _Toc20576]The emerging changes in Human Resourcing Strategies in the post-Brexit
In the post-Brexit, many companies in the United Kingdom introduce new changes and strategies for developing and improving human resource strategies and ensuring organisational success and employee retention and management practices. After Brexit, the HR department focuses on three strategies such as attractiveness, recruitment and the career development approaches of employees. Economic volatility has been created by Brexit and it impacts financial incentives and other factors. Nowadays the human resource department of companies provides accurate salaries and pensions to employees and the companies of the UK do not follow the financial regulations and rules of the EU. Legal policies and rules are followed by UK companies in the recruitment of employees because proper paperwork is helpful for avoiding any legal complexities. The proper ethical and legal structure is maintained in the workplace to ensure the retention of employees and the fulfilment of organisational commitment. In this context, it can be also highlighted that the focus is also given to workforce planning because it adds uniqueness and improves the dynamic performance of employees. In this context, Hashemi-Petroodi et al. (2021) have said that a workforce reconfiguration strategy is helpful for improving the manufacturing system of any company. 
The focus is also given to employee retention policies and for this purpose, pensions and other health benefits are given to employees. According to Kamalaveni, Ramesh and Vetrivel (2019), the HR department of UK companies implements some policies and practices on talent management by which the high turnover rate of employees can be controlled. At the same time, some strategies are taken by companies to attract the EU workers and maximise the workforce with great efficiency. In this context, it can be said that the implementation of the hybrid model is one of the great strategies for engaging the workers of the EU and changing the workflow dynamics. After the covid-19 pandemic situation, the hybrid working mode is becoming very popular and UK companies implement this strategy for engaging huge talent. For example, it can be said that HSBC, one of the leading banking sectors of the UK, has implemented the hybrid model and provides enough flexibility to every worker (Hsbc.com 2023). This company allows workers to conduct their work from home and the office also. 
Maintaining transparency with workers is another strategic decision of UK companies. The HR department of UK companies creates a range of new regulations and rules and improves interactions with employees by which their needs can be known. Some companies also focus on Herzberg's two-factor theory of motivation. According to this theory, the HR department understands the hygiene and motivation factors of employees and tries to give the best workplace, and job satisfaction and improve the health conditions of employees (Yousaf 2020). It can also be mentioned that the mental health awareness program is introduced by the HR department for creating awareness and improving the health conditions of workers.  Resource availability is another strategic decision of the HR department to facilitate the ability and skills of employees.
[bookmark: _Toc21014]Conclusion
The overall task has been concerned with the development of the procedures and policies of emerging human resourcing in post-Covid and post-Brexit. The labour market of the UK is affected and informed by both external and internal factors in the form of the workforce and economic inactivity.
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