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[bookmark: _Toc123644947](a) The current state of the labour market in the UK
Labour market or job market is an area where the demand and supply of labourers meet. It is a form of relationship between the employers and the employees and it is extremely formal in nature. The employers receive economic benefits when they sell their labours. A labour market is extremely important in any form or organisation because it not only helps in finding best workers for the designated posts but also makes the organisations competitive and efficient. Due to the labour market the businesses are able to perform effectively and efficiently (Wapler, et al. 2022). The organisations have to pay quite a good amount of money to the agencies that would help them to find good labourers and at a low cost. It was found that during corona virus the labour market drastically fell down because there was no work and everything was closed for almost a year and a half. As a result, if there are no work therefore workers or labourers are not required. This pandemic has changed the entire image of the world. The plans, strategies, goals and everything were diminished and had no option but to wait for normalisation of the world. Before corona virus the United Kingdom had a labour market of almost 36+ million and it fell almost 80 per cent during and post pandemic. It was found that before the pandemic, people who aged between 16 years to 24 years were unemployed because they had no experience but now this is the duration of age that are getting the maximum employment whether it is mining industries, food sector, health care sector, entertainment sector or anything.
The current labour market in the United Kingdom is quite stable (Kesici, 2022). Part time employees’ per cent age has decreased whereas the percentage of full time employees has increased over a period of time. During Covid the unemployment rate was maximum in The United Kingdom but now the unemployment rate has decreased almost less than 1 per cent. Self-employed businesses have started to recruit employees so that they can work faster. The employees who were employed within 6 months to 12 months pre-Covid 19 are still working but the aged people are finding it difficult to find jobs. This is because the companies want the younger generation and fresher to work because they can take the work pressure and are willing to work even at low salaries. Post corona virus, almost 250000+ employees have been recruited and therefore the economic activity is starting to rise up (Hamedanian, 2022). The companies are demanding for younger employees because the companies want them to do work on both the pending and the upcoming projects. The firms are giving a voluntary retirement scheme (VRS) to many of the senior employees who are aged 55 and above. It cannot be said that the economic activity of the UK is flourishing at greater heights rather the economic inactivity rose almost 2 per cent as per reports of November, 2022. The government has said that in order to bring the United Kingdom in the previous position the country needs almost 5 years. After corona virus, the employees are even ready to work below their salary margin and this is because they had to use their savings for livelihood as there was no rolling of money in the market. It was reported that almost 1300000+ jobs are vacant and therefore nobody is willing to apply for that job because they are either underpaid or some kind of target job. The vacant fields are engineering sectors; appointments of nannies, teachers, IT employees, programmers and the list continue. It is not that the employees or the labourers are not getting salaries. They are receiving it but their salary has decreased 40 per cent and no bonuses were allotted during Christmas and New Year. All the firms have only one single condition, that is there will be no holidays and they would not be paid any extra allowance due to their overtime. As per eminent researchers, scholars, directors and others it has been found out that the average payment of salary has increased almost 4.5 percent but the total pay fell almost 3 per cent. In other words, there was a hike of 2 per cent in the salaries of public sector employees whereas there was a hike of 2.5 per cent in the salaries of government employees of the United Kingdom but the only similarity is that both of these sectors' total pay scales fell by 3 per cent each (Toft and Hansen, 2022). As per the reports of 15th January, 2022 it was found out that every unemployed labour has found jobs and there are almost 3 million plus jobs open. Still the hotel industries have the maximum number of vacancies followed by the mining industry. It is so because during corona virus the first thing that was shut down was the hotels, restaurants and cinema halls, that is, the hospitality and the accommodation sector. It is so because people will be in contact and therefore corona virus can spread rapidly. To avoid such a thing citizens or people did not go to hotels and enjoy their gala time. Therefore, if there is no crowd then having huge employment is not required. Thus, the labourers are quite terrified about the fact that if there again such a pandemic occurs then they would lose their job and no earnings will be there (Hall, et al. 2022). The labour market wants to work in such an industry which would not shut down during g such pandemics and will continue to work like dairy farms or grocery shops or others.
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Figure 1: Percentage of job vacancies and the sectors
(Source: onlinelibrary.wiley.com, 2023)
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Figure 2: Graph showing job vacancy
(Source: onlinelibrary.wiley.com, 2023)
In order to make sure that the UK has a stable employment and unemployment rate is almost nil or negligible or to be more appropriate be zero, the government has to take up certain schemes and programmes for the betterment of its citizens. It can be said that the current scenario is totally different from that of pre corona virus period. It is so because labourers are willing to work in stable industries and they will not be thrown out just like that. In other words, they want an equal status with the older employees (Jacobsen, et al. 2022). The labour market does not want to work on contractual basis because in this case there are no steady income facilities nor will they receive any kinds of employee benefits.
Lastly, it can be concluded by saying that the labour market of the United Kingdom is stable yet not stable. This is because the workers are not willing or feel to work because of lower incentives and lower designation. It is suggested to the entire nation of the United Kingdom that whatever work a person is getting he or she must take part in that so that there will be a constant flow of income and if there is no economic activity in the country then there will be no money in the market and as result the labourers would not get a hike in their salaries which does not indicate that a person who has a specialisation in the health care sector will join a department of engineering or an advocate sector. If proper time, schemes, engagements, programmes etc are devoted then it would not be difficult for the United Kingdom to get back to its original place of employment and be number one in the global market having the maximum number of employees and zero rate of unemployment. In other words, it would not take the UK to have all the citizens working and increasing the economy of the country and be number one in the global market of employment of labourers.
[bookmark: _Toc123644948](b) The emerging changes in Human Resourcing Strategies in the post Covid, post Brexit external environment
Human Resource Strategies are those strategies based on which Human Resource Management or Human Resource activities take place. These activities consist of recruitment of employees, planning for the corporate culture, managing talent and others. These strategies basically solve the problems which are related to humans. Every organisation has a human resource strategy team and they are important because they help the business to work towards its designated goal but in a broader way. Human Resource Strategy is required at every level of the management team in order to get additional benefit or advantage. But post corona virus things have drastically changed and the procedures of working towards the goals have been stopped. Now, post Covid the companies are facing a lot of changes in the human resource strategies. On the other hand, Brexit is made from two words and they are Britain and exit. This means exit of the exit of the United Kingdom from European Union. 
Firstly, the most common human resource strategy is engaging employees that gives a lot of advantage to the company and to the project they are working on which is because work is done with full focus and dedication, roles and responsibilities are made clear, there is a constant push from the other team leaders and various ideas and perspectives are involved in order to make it work (onlinelibrary.wiley.com, 2023). But recently, a lot of changes can be seen in this strategy. After corona virus, people have become extremely lethargic and introverted therefore neither do they want to work not do they want to communicate with other employees. This is increasing inefficiency in the company. Another reason why people are not getting engaged in a project together is because of ‘Work from home’ which has created a lot of problems (hrsolutions-uk.com, 2023). It is so because employees are neither communicating with each other, nor do they have any emotional stability and even if they are going to the office, they would do their work and leave. This has led to an increase in the individual performance and no increase in the team performance. 
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Figure 3: Sustainability in post Covid, post Brexit external environment
(Source: cipd.co.uk, 2023)
Secondly, the change is found in overcoming the resistance. An organisation can overcome its barriers and resistance through communication with each other. This means that the employer will tell the resistance which the company is facing to his employees and as a result the employees would keep their perspectives and ideas in front of him to solve the issue. But there is no communication. This is because neither the employers are coming every day nor the employer is coming every day. If 50 per cent of the employees are coming on 3 days and the rest 50 per cent are coming on the next 3 days and the employer comes only on the first three days (cipd.co.uk, 2023). As a result, there is a lack of direct communication with the entire crew of the company. Thus, the employees are unable to spread positivity among others and therefore they all cannot conclude on a single and rationale decision and hence implementation of plans and programmes are not clear.
It is important to point out that the organisations will have to redefine itself. This can be possible with three main areas namely: “Human-centric culture”, “Agile & nimble organisational structures”, and “Health & safety the new priority”. In addition to this, people have to be driven towards transformation by “Personalised rewards schemes”, “Performance & productivity interlinked” and “Skills for the future”. Further, the change in the external environment of the businesses will change with the help of “Data-driven decision making”, “Tech-enabled sourcing & recruitment” and “Digital now, not tomorrow”. The pandemic's effects on the economy immediately put pressure on organisations to adapt and accept the "new normal" in order to survive. HR must adapt and alter throughout the entire HR lifecycle in order to meet a fresh set of management requirements. Simply put, HR will need to find more and more strategies to support business executives during and after the epidemic, enforce workforce reduction programs while lowering the risks associated with such initiatives, and improve employee engagement and productivity and (businessmanagementideas.com, 2023). In addition, the COVID-19 outbreak is predicted to continue well into 2021, necessitating the development of coping techniques. It is imperative to take action immediately since organisations would need more time if human resources lags behind. 
“Dealing with the immediate situation is step one in dealing with the impact of Brexit on UK business”
“Brexit-related economic” uncertainty has an indirect impact on benefits like “compensation, financial assistance, and retirement” (Bennett, and McWhorter, 2021). Doing trade with the EU has grown more expensive as a result of the “new trade agreement, and businesses” that traditionally relied on support from the EU, such as the "Common Agricultural Policy" may be facing financial difficulties. The “UK is also no longer need to adhere to EU law”, which opens the possibility of changing or removing a number of regulations and standards pertaining to items like pensions.
“Be open and honest with your staff”
Brexit has an effect on employees' mental health in addition to bringing about a number of new laws and guidelines that firms must be aware of. Businesses are undergoing upheaval for a number of reasons, as is well known, but it's crucial to acknowledge and manage the stress that Brexit is bringing for those who may be affected (Davidescu et al. 2020). Two methods to mitigate this are to have a clear understanding of how Brexit is different people in different ways components of the company and then communicate this to your personnel as well as a plan for dealing with the impact.
“Recognize wage differences”
In additional to the paperwork issue, one should be cautious about hiring employees on a UK pay if they reside in a nation with a distinct cost of living because hybrid working may turn into the norm soon as a consequence of the pandemic (Bennett, and McWhorter, 2021). This can be a murky topic, therefore the companies need to have a well-defined rewards policy, according to “Anna Stobart of Hafton Consultancy Ltd”.
“Overseas Recruitment Into the EU”
It is crucial to keep in mind that there are differences in the documentation between EU countries, thus UK citizens working in an EU country must ask for permission from the country they are stationed in in order to continue to work (Sainidis et al. 2019). one should assist the impacted workers in securing the access permission and taking the necessary preparations so they may continue to work in the country where they are now based after carefully going over all the information provided by the “European Union”. US firms must keep in mind the reality that there is less free movement of individuals between the “UK and EU countries”. The necessary paperwork will be needed when managing present EU citizens in UK-based businesses and vice versa.
“Overseas Recruitment Into the UK”
Making certain that individuals have the proper papers to reside and make effort in the UK is the most important task to complete. The first part of this supported “EU residents in the UK” as people applied for permanent residence which was prior to prestige under the "European Settlement Scheme" by "June 30, 2021," and the "post-Brexit immigration system" has since been developed (Cumming et al. 2020). Both US leaders with offices in the “UK and EU leaders” want to hire EU individuals must follow the same approach. Prior to their arrival, incoming talent should receive assistance from HR professionals in securing the necessary regulatory approvals. Employees in a reputable firm will need to make sure they have established credentials.
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Vacancies reached a record high in November-January 2022
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