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Executive Summary 
In recent times, the UK labour market show a small downfall in economic inactivity and an increase in the employment rate. It has been found that the skills shortage has been a major concern for organizations, as they face challenges to fill the vacancies with the right talent. The global pandemic has been found to bring changes in HR strategies in the UK. The major change is noticed in job design, as HR managers are required to design hybrid work or complete remote work. The emergence of online digital platforms in recruiting, selecting and training and development has been identified in the post-pandemic times in the UK. In the post-Brexit environment, the HRM of the UK headquartered organizations adopts several policy changes regarding recruitment of overseas candidates, wage structure and training and development. Cross-border recruitment has become challenging for organizations in the UK after Brexit. 
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[bookmark: _Toc133424320]Introduction
The present situation of the UK labour market is stable, with a low unemployment rate and an increasing rate of vacancies across different industries (Mayhew and Anand, 2020). However, the economic challenges in the UK have encouraged organizations to slow down the recruitment process. Labour and skill shortage have been a major concern for organizations (Brunello and Wruuck, 2021). In the post-pandemic times, human resource policies and strategies have changed to a great extent in the UK. On the other hand, Brexit has also brought some major changes in the existing HRM functions and policies (Cumming, Wood and Zahra, 2020). The purpose of this report is to conduct a detailed analysis of the current scenario of the UK labour market and the impact of Brexit and Covid-19 on HR strategies. In discussing the current scenario of the UK labour market, the characteristics of the labour market, industry structure and earnings and hours have been analysed. The author has also analysed the emerging changes in HRM activities, such as recruitment, job design, training and development post-Covid-19 and Brexit. For this assessment, the researcher has used secondary data collected from authentic online sources, such as government portals, media releases and other informative websites. 
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[bookmark: _Toc133424323]The UK labour market statistics 
In spite of the weak UK economy, the labour market data of the country shows a different picture of growth (McIntyre, 2023). However, there are several challenges affecting the UK labour market. In the last quarter of 2022, the UK labour market has seen some improvement, as published by the data of the Office for National Statistics (ONS). The unemployment rate in the country reduced to 3.7% in the last three months of 2022. The total number of unemployed people increased by five thousand to 1.25 million (Office for National Statistics, 2023). 
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Figure 1: The unemployment rate in the UK
(Source: Trading Economics, 2023)
As shown in Figure 2, the employment rate in the UK rose from 75.60% in November to 75.7% in December 2022 (Trading Economics, 2023). To assess the extent to which the global pandemic has created a long-term impact on the labour market, ONS has started watching closely the rate of economic activity. The rising number of industrial disputes is certainly linked with the falling real wages. Currently, the UK economy is confronting challenges that may have an impact on the labour market. Due to such economic downfall, the country has been facing, recruitment across different industries has been held back by the organizations. Organizational management decides to hold back recruitment, as the economic pressure can affect business operations significantly. In the period of September to November 2022, the total number of vacancies was reduced by 65,000 to 1,187,000 (Office for National Statistics, 2023). 
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Figure 2: The employment rate in the UK
(Source: Trading Economics, 2023)
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According to estimates, the human health and social work activities industrial sector in the United Kingdom has the most job vacancies as of February 2023 with 205,000 (Statista, 2023). Mining and quarrying had the fewest number of vacant positions, with only two thousand predicted openings. The supermarket industry is one of the major employers in the country followed by the healthcare sector (IBISWorld, 2023). Other major employing industries in the UK include construction, education, construction and tours and travel. 
[bookmark: _Toc133424325]Characteristics of labours in the UK
The private sector employs the great majority of people in the UK. There are 27 million individuals employed in the private sector in the UK. On the other side, there are around 5.8 million individuals employed in the public sector (Statista, 2023). With almost five million workers, the wholesale and retail business is the industry sector in the UK private sector that employs the most people. With approximately 2 million employees, the National Health Service (NHS) is both the largest employer in the UK overall as well as the biggest employer in the public sector of the country. The majority of individuals in the UK still work full-time instead of part-time, despite the fact that work schedules have grown much more adaptable in the past few years. With 5 million employees as of January 2020, the rise in the number of self-employed is another important change in the UK labour sector (Statista, 2023). As shown in Figure 3, since 2020, the number of full-time self-employed has increased, while the part-time workforce has shrunk significantly. The percentage of individuals who work from home increased to 17.4% in 2020 because of the global pandemic (Statista, 2023). The number of work-from-home employees is expected to rise higher in the years to come as companies and organisations adjust to the advantages of an increasingly remote workforce.
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Figure 3: The labour force survey by ONS
(Source: ONS.GOV.UK, 2023) 
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When it comes to discussing the pay growth for employees, the total average pay, including bonuses was unchanged from August to October 2022, at 6.1%. However, for the regular pay, it was the most impressive growth rate outside of the Coronavirus pandemic. The average yearly wage for full-time employees in the UK was 33,000 British pounds, with males receiving 35,260 pounds and women earning 29,684 pounds (Statista, 2023). Despite the fact that the gender wage gap has been shrinking in recent times, it becomes extremely important to ensure that men and women continue to have access to equal financial opportunities. There is a pay gap existing between the regions of the UK. For instance, the people of London earn more than those in North East England. The pay gap in different ethnicities is also found in the UK labour market. The total number of jobs in the country in 2020 was reduced to a great extent due to the government-imposed restrictions on businesses to contain Covid-19. 
[bookmark: _Hlk131434425]According to the UK government's current forecasts, unemployment will continue to be on the lower side, at approximately 4 to 4.4% until 2027 (ONS.GOV.UK 2023). Although the unemployment rate in the UK rose to 8.5% in late 2011, after the financial crisis of 2008, the labour market has generally been in perfect shape. The UK's labour market improved despite a slowdown in economic growth beginning in 2015 and the impact of Brexit on the country's economy. Even though the COVID-19 pandemic's entrance in 2020 overturned these favourable tendencies, the damage seems to have only been temporary. 
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The global pandemic has brought several changes in the way Human Resource Management carries out its operations in the organization (Azizi et al., 2021). It has become important that employees provide adequate support to the management, and in return, the management support employees during any uncertain times, when there is a risk of losing employment. One of the major changes that Covid-19 has brought in HR functions is the emergence of remote work patterns. However, before the global pandemic, the UK saw a slow rate of growth in the work from home jobs (Gigauri, 2020). Several IT companies operating at the global scale have adopted a work-from-home job pattern, as it is found more productive than that of traditional job patterns. 
With the increasing trend of remote working practices across different sectors in the UK, it has become essential for HR managers to pay substantial attention to design as well as implement effective remote work policies. In the post-Covid-19 era, many organizations in the UK have focused on hybrid working practices, which is based on the idea of working partly in offices and partly in remote setting (Bennett, 2021). The human resource management of organizations in the UK follows the policies developed by the Chartered Institute of Personnel and Development (CIPD). In an effort to assist HR to make better strategies related to the changing work pattern, CIPD has developed a new set of principles for hybrid working. The HRM provides managers with knowledge of flexible working (Butterick and Charlwood, 2021). Moreover, the HR strategies include training sessions for employees to gain knowledge of managing digital well-being effectively. Moreover, the HRM also focuses on hiring employees, who can work in a hybrid work model. Therefore, the HR strategies regarding the changing work pattern in the post-Covid-19 times in the UK have changed to a great extent. 
The skills gap has been an emerging challenge in the post-pandemic times in the UK (rzytuła, Strzelec and Krysińska-Kościańska, 2020). The tech industry in the UK makes around 5.5% contribution to the national economy and the particular contribution is expected to rise in the future. According to the Digital Economy Monitor, 57% of UK IT companies find difficulties in recruiting employees because of skill shortages (Flavell, 2022). To deal with the issue, the HRM has focused on identifying skills gaps and the required training programs to fill such gaps. By using emerging technology, HR management offers training to employees to enhance their IT skills (Caligiuri et al., 2020). The recruitment process has become very critical for HR managers, as they need to recruit the right candidate with the right digital skills. Therefore, after the global pandemic, the HRM strategies regarding the recruitment processes have been reviewed to ensure that the right digital professionals are recruited. In the UK labour market, the HRM of the Accommodation and Food Services and Construction sector faces significant challenges due to the high shortage of workers. Construction, Accommodation and food services account for 20.7% and 35.5% of worker shortages as of November 2022 (UK Parliament, 2023). Considering the recent economic downfall, organizations operating in these sectors have stopped their recruitment process. The HRM has adopted temporary staffing solutions to address the short-term skills gap (Stuart et al., 2021). Moreover, organizational managers have focused on investing in training and development for candidates with skills shortages. Staff retention has become an imperative strategy for the HRM to deal with the skill shortage issue in the UK. With flexible work arrangements, the HRM attracts and retains skilled talent in the organization for a long period. 
In the new normal times following the global pandemic, recruiting challenges have become a critical concern for the HR recruiters of organizations operating in the UK (Hamouche, 2021). One major change in the HRM strategies post Covid-19 is the use of virtual recruitment practices. Most employees in the UK favour a hybrid working model, and to stick by that model, the HRM has adopted a virtual job interview process (The Guardian, 2023). However, it has become beneficial for the HRM to carry out the recruitment process virtually, as it assists them to tap into a large talent pool. Training and development programs are essential parts of employees’ skill development. In the post-pandemic era, online training programs have emerged as a key tool to enhance employees’ skills and competencies. The global pandemic has pushed HRM to make these changes to its existing activities to attract and retain talent successfully. 
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The UK left European Union (EU) on 31st January 2020. After the UK left the EU, the laws surrounding employment changed, as the EU employment laws are no longer applicable to the organizations operating in the UK (Johnstone and Dobbins, 2021). The overseas recruitment process into the UK and EU has changed after Brexit. The HRM of the organizations based in the UK need to follow the post-Brexit immigration system. The HR professionals must secure official approval of the qualifications of the EU candidates trying to grab a job in the UK organization (Ridgway, 2019). Similarly. the people of the UK working in any EU country need to get permission from the UK government to continue being a part of the EU organization. However, the HRM of the UK and EU countries deals with different paperwork. The role of HRM has become critical as it needs to review all information in detail to recruit EU nationals. 
Besides changes in the recruitment policies, wage differences are another change that HRM considers (Leonida et al., 2022). As mentioned earlier, the global pandemic has begun a trend of remote working models. Currently, the HR managers of UK-based organizations must review the remuneration package for employees working remotely from any of the EU countries. The UK-based organizations’ HR needs to offer pay to EU nationals as per the local market data. Therefore, for HRM, the wage distribution process has become critical, as they need to follow new policies. The HRM must pay attention to how Brexit is affecting employee mental health in addition to the new laws and regulations it is causing businesses to be conscious of. The HRM must comprehend and effectively handle the stress that Brexit is causing for individuals who are affected (Martynowska, Korulczyk and Mamcarz, 2020). EU individuals, who work in UK organizations face mental stress, which needs to be eliminated by the HRM through clear and transparent communication. The HR managers need to help employees understand new employment policies that are put in place after Britain exists in the EU. Maintaining the mental health of UK individuals working in EU countries and EU nationals working in the UK is an imperative part of the HR functions, as it is linked to the performance and productivity of the employees. 
Before Brexit, the UK organizations largely employ EU nationals to deal with the skills gap and labour shortage. After Brexit happened, cross-border recruitment has become a challenge for UK businesses. However, the changes in HR strategies surrounding remote work setting has assisted organizations in the UK to overcome the skill shortage issue to a great extent. Currently, the UK headquartered organizations pay substantial attention to hiring a remote workforce (Moradlou et al., 2022). Businesses may reconsider their organisational boundaries and the idea of the conventional employee in the post-Brexit world. Many talented employees no longer opt to work for businesses under long-term contracts because they value flexibility, productive work, and a work-life balance. On the contrary, the "gig economy" does not just include low-wage workers who are compelled to move from one brief assignment to the next (Horak et al., 2019). Highly competent and skilled workers actively select this sort of profession in substantial numbers. To counter this tendency, HRM would be well to pinpoint the skills they require to stand out from the competition. To select people based on a specific aptitude rather than taking macroeconomic factors into account or adhering to long-term succession plans, HRM must make modifications to its hiring practices. These movements have the potential to alter the UK labour market's characteristics and create a new type of employment environment.
[bookmark: _Toc133424330]Conclusion and recommendations
To conclude, the skills shortage has been a major issue in the UK labour market. Organizations face difficulties in recruiting the right talent for their business because of skills shortage issues. At present, the labour market in the UK is stable, with an increasing rate of employment. Although the vacancies across industries have increased, the labour shortage issue and the recent economic crisis in Britain have created a barrier for organizations to increase recruitment. Remote working has emerged as a major change in HR’s job design approach after the global pandemic and Brexit. After Brexit, the HR strategies related to the recruitment process and remuneration system have changed significantly, as the EU employment laws are no longer applicable for the UK headquartered organizations. 
The international human resource management needs to focus on identifying employees’ needs, in terms of changing work design. The continuation of remote work practices could contribute to the higher performance and productivity of employees. The HR managers of UK-based organizations must follow the new set of principles for hybrid and remote work practices, as developed by CIPD. The skill gap has been found as a major factor that can affect the performance of UK organizations in the post-Brexit environment. The HRM needs to design employees’ skill assessment programs and provide them with training session as required. To successfully recruit the EU candidates in the UK, the HR managers need to secure the official approval of the qualifications of the candidates, who want to work in the UK. The HR also needs to review the remuneration package with respect to the local market to offer appropriate wage to remote employees. 
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