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[bookmark: _Toc123079472]Introduction 
Human resource management refers as coherent and strategic approach to efficient and effective management of people in an organisation is an attempt to gain competitive advantage to increase performance of the employees. It is associated with managing resources and people in the company along with undertaking number of functions and activities in the form of recruitment and selection, training and development, performance management, compensation, health and safety and much more (Stone et al., 2020). The approach towards an effective management of resources and people enables the company to meet the specific demands of the customers and satisfy organisational objectives as a purpose to increase revenue, make a renowned image of the organisation and lead ahead of the competitors. The following report is undertaken to demonstrate the understanding and concept of human resource management. The report describes existing state of the labour market in the UK. In the end, the report describes emerging changes in human resourcing strategy after Covid-19 pandemic and Brexit it in the UK. 
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[bookmark: _Toc123079474]The current state of labour market in the UK
Labour market refers as a job market which ensures the current demand of labour or employment in the marketplace. It is recognised as significant element of an economy and associated with market for goods, capitals and services. When it comes to UK, it is known as one of one of the most developing and growing economies of the world due to the presence of numerous small scale and multinational companies based in various sectors and industries which ensure to significantly contribute to the overall success of the national economy. The current employment rate in the UK from July 2022 to September 2022 comprises of 75.5% which is known to be a slight change from the previous quarter that is 1.1% reduce from the figures observed in February 2022. From the last three months, the overall percentage of employees and decreased while self employed workers are maximum age to use extent. In October and November 2022, it is observed that the estimate of payroll employees comprises of sudden increase of up to 74,000 which includes record of 29.8 million employees throughout the UK. This implies that the economic inactivity rate is significantly maximised by 0.2% from July to September in 2022. This was resulted due to poor health among the employees which comprises of economically in active long-term sickness. In October 2022, the anticipated number of vacancies reduced from 46,000 to 1,225,000. This thus indicates that the overall vacancies remain high due to the growing number of organisations reporting holding back recruitment due to sudden economic pressures. 
The reduced number of employment rate in the UK is further observed due to high rate of inflation which further describes that earnings ensure to continue to reduce in real terms from the last three consecutive months to October 2022 which is due to the significant decline in revenue in the public sector. There is sudden unemployment increase in August 2022 to October 2022 due to significant decline in economic inactivity. The overall number of employment vacancies continues to decline which is described below. 
From the following statistics, it is observed that from the time period between August to October 2022, the overall number of individuals which lies in the age group in between 17 to 50, the overall employment rate was found to be 32.77 million which is 75.6% increase from 75.4%. The significant decline in the employment rate in the UK is observed because of high inflation rates in the UK labour market. The organisations in the UK are further eroding the value of overall pay checks where the wages of the employees are not given according to what it was set before. After the end of financial crisis after 2009, The overall population of work increase rapidly while economically inactivity decreased to a significant rate. The employers were known to have opportunity for filling several vacancies related to specific job position for their businesses while have benefit in terms of wage negotiations. In addition to this, because of the significant advent of the COVID-19 pandemic, the economic inactivity begins to increase again at a significant rate which further reduced employability rate. The significant increase in long-term sickness of the employees remains as one of the major concerns for the reduction in the supply of labour in the UK (Bratton et al., 2019). The country is known to further enter a downtown as the employers belonging from the multinational companies are looking for effective recruitment as a purpose to compete for talent while the redundancy intentions are found to decrease at a huge rate (Ruiz et al., 2018). The multinational companies experience challenges in terms of recruiting and hiring best talent due to their affected pay in both public as well as private sector organisations. In order to address such issue, the organisations are intending to maximise wages as an attempt to recruit qualified and skill candidates and fill the vacant job roles in the company to meet the organisational objectives. Moreover, With significant increase in additional pay and recruiting new candidate, the employers of a number of multinational companies emphasises on upscaling the current workforce and providing them cost of living support as an attempt to make them motivated and encouraged to work successfully working in the company. It is further observed that the employment confidence remains positive as the net employment balance which describes overall difference between the expectations of the employers to maximise the level of staff and those anticipating decreasing the level of staff in the next three months is known to remain positive particularly for the age group above 29. The other labour trend observed in the UK comprises of upscaling the current employed candidates where the response for filling vacant positions in the company ensures to remain upscale for the existing staff by over 47% which is further followed by significant increase in pay to 44% which is increased to over 29% from the previous year (Stone et al., 2020).
From the following findings it can be evident that, the country significantly experiences challenge in terms of labour market. The labour shortages in the UK are holding back the capability of several organisations to service current customers and grow. There is a huge minimisation in the overall number of job vacancies in the UK as the organisations are significantly experiencing several challenges related to external shocks particularly from the supply chain disruptions, increasing interest rates, fluctuation in inflation and much more (Pedley et al., 2018). This is where; the national government is required to implement a number of policies and measures as a purpose to address the concerns related to unemployment rate in the UK. The government must ensure to support increased business investment particularly in the areas of employee training where the company has opportunities for implementing flexible working practises for the employs while increase the utilisation of apprenticeships (Macke and Genari, 2019).
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The sudden economic challenges in the UK in terms of COVID-19 pandemic and Brexit possesses a number of threats to the organisations among various sectors. The organisations including both small-scale and large-scale companies are experiencing a number of challenges and issues post Brexit and COVID-19. Due to the sudden impact of COVID-19 pandemic, the company experienced sudden decline in its sales and revenue due to the imposition of national policy in the terms of lockdown by the government which further declined the overall business operations and further imposed challenge in the form of job termination of various employees (Bratton et al., 2019). In addition to this, the imposition of Brexit which is known as the separation of UK from Europe also places several challenges in the terms of trade tariffs and taxes for the products imported and exported throughout the Europe from the UK. It has been observed that the organisations in the UK currently hire workforce from the European countries which comprises 25% (Ruiz et al., 2018). The overall migration from the Europe to the UK significantly declined by 95% in 2017 because of a number of skill shortages prevailing in various sectors such as aviation and engineering industry, aerospace and much more where employers were known to struggle continuously to find skilled and qualified employees. The various strategies which are adopted by the organisation post- COVID-19 pandemic and Brexit it comprises of the following. 
Improving employee relations from better workforce planning- as the european employs make up to 7% of the overall workforce of the UK, post Brexit few workers from the European country intends to select such roles in future where the employers and recruiter are further concerns related to fulfilling these positions particularly with the candidates from the UK and has currently had little success recruiting the workers within the same country particularly into medium or low skilled vacancies (Mayhew and Anand, 2020). This is because the workers of the UK are either unwilling or overqualified to perform the responsibilities in ineffective manner. The employers are intending to implement strategies related to providing a number of benefits to the employs which is further recognised as one of the major considerations by the employees were looking for a job (Black et al., 2021). This is where several companies will intend to operate with similar ways of working and set of values as a purpose to motivate employees to significantly contribute towards the success of the company. The various benefits comprises of effective and appropriate work life balance policies, flexible working, fitness programs, holiday incentives and discount (Stone et al., 2020).
This is where the utilisation of optimum benefit package can intend to attract the employees including both new and existing ones to feel valued motivated and get significantly involved in the process of contributing towards the success of company. The use of workforce benefits also contribute to a dynamic and positive work place environment that assist individuals to thrive in the organisation which further develop significant work culture that comprises of motivated staff that work collectively and support one another in the form of collective business decisions (Pedley et al., 2018).
The other strategy implemented by the organisation post Brexit and COVID-19 in human resources comprises of adopting differentiated approach to attract the European workers. In the transition immigration period the citizens of Europe have to opportunity with their family to get rights in the form of continue working and living in the UK. This is where the national government intends to launch a new immigration system as a purpose to provide the rights to work to the citizens of Europe in the UK (Caligiuri et al., 2020). The following policy further enables the small and multinational companies to develop a number of career and job opportunities for the employees by clearly communicating with them about the policy (Wang et al., 2021). This further drives in developing inclusive workforce culture which can be significantly attained by launching a number of actions and measures as a purpose to enhance the overall culture of the organisation along with maintaining effective working relations between the workforce from all across the UK and other countries of the Europe. The employers tend to increase motivation, engage, attract and retain non-skilled as well and skilled European workers all across various business dimension (Macke and Genari, 2019).
The other strategy developed post Brexit and COVID-19 pandemic comprises of attracting diverse pool of talent. The existing staffing requirements may meet existing work demands, however the agile strategy is related to staffing and significant as a purpose to implement various changes in the UK as well European markets (He et al., 2020). The HR managers are required to organise an informal audit particularly related to hiring needs as specific criteria does not provide advantage from the technical or qualification skill requirement that provides a number of challenges to the potential recruiters. Several types of skills can be effectively selected by acquiring them through regular training programmes (Mayhew and Anand, 2020). The organisations are further looking to hire candidates with new degree or experience as they can further provide value to the company through the use of internal training investment. The significant process of adapting the recruitment method itself could open up the companies to tap several talent pool (Black et al., 2021). The other strategies which can be undertaken by the HR manager comprises of re-induction and re-on boarding programmes which are considered significant to retain employees in the workplace particularly the staff that return to work after paternity leave or maternity leave for illness. The process of enhancing and determining the candidate experience for the ones that are less confident in undertaking a specific job role will enable recruiters to develop a number of training opportunities and facilities as a purpose to improve their skills and knowledge and significantly untap into the labour market (Dirani et al., 2020). In addition to this, the company can further develop other approaches and strategies of HR in the form of working with experts, partners and international recruit agencies as a purpose to facilitate effective business growth (Wang et al., 2021). The organisations are required to work in collaboration with other organisations in the form of industrial organisations or trade associations to determine what a specific industry has to provide as a part of potential recruits and work with local colleges or universities to highlight examples of the employees who tend to significantly enjoy their responsibilities and roles that are known as the example of progression that start in low skill profiles. Irrespective of the sudden economic outcome in the form of Brexit and COVID-19 pandemic, the recruitment agency belonging from international market can continue to offer seamless recruitment services to the organisations that are located in the Europe, UK and across other international regions (Mayhew and Anand, 2020).
[bookmark: _Toc123079476]Conclusion
The report described the understanding and concepts of human resource management. The report presented existing state of the labour market in the UK. In the end, the report described emerging changes in human resourcing strategy after Covid-19 pandemic and Brexit it in the UK followed by secondary data analysis. 
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