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INTRODUCTION
The strategic approach and effective administration of an organization's workforce with the aim of maximising employees' performance and productivity while also ensuring their well-being and happiness is known as human resource management (HRM). Recruitment, selection, hiring, training, development, performance management, remuneration, benefits, employee relations, and workplace safety are just a few of the many roles and tasks covered by HRM in connection to managing human resources (Bratton, et al., 2021).
 The Covid-19 pandemic and the effects of Brexit have had a substantial influence on the labour market in the United Kingdom (UK). Organisations operating in the UK have changed their HR strategy as a result of these external variables. HR departments are dealing with new opportunities and problems as the labour market situation changes in the post-pandemic, post-Brexit external world. The report aims to discuss two tasks which are the current state of the labour market in the UK and the second task is emerging changes in Human Resourcing Strategies in the post-Covid, post-Brexit external environment.  
[bookmark: _Toc132659026][bookmark: _Toc132747590]THE PRESENT STATE OF THE LABOUR MARKET IN UK
[bookmark: _Toc132747591]Condition of Labour Market in UK
The supply and demand for labour in the UK are referred to as the labour market. This includes the employment opportunities that are accessible to employees, the salary and working conditions that businesses give, as well as the general dynamics of the job market. It includes a variety of fields, businesses, and employment configurations, from permanent full-time employment to temporary, contract, and gig employment. Human resource management (HRM) plays a crucial part in managing the relationship between employers and employees in the UK labour market (Agrawal, et al., 2019). The successful and efficient operation of the labour market is significantly influenced by HRM. 
Moreover, to help employees grow their skills and talents, HRM is in charge of assessing training and development needs, creating and implementing training programs, and enabling employee development. As a result, the workforce will continue to be knowledgeable and flexible in response to shifting market demands (Ekstedt, 2019). By ensuring compliance with labour laws, managing employee relations, implementing compensation and benefits policies, facilitating training and development, ensuring health and safety, fostering employee engagement, and supporting strategic workforce planning, HRM plays a significant role in managing the labour market in the UK. In the UK labour market, HRM helps to create an environment that is just, secure, and productive for both employers and employees. 
The Covid-19 outbreak has caused the unemployment rate in the UK to rise. The ONS reports that from April to June 2021, the UK's unemployment rate was 4.7% (ONS, 2023). It's crucial to remember that the unemployment rate might differ by area, industry, and demographic categories (Brell, et al., 2020). The COVID-19 epidemic, technology improvements, altering market patterns, and growing legislative and regulatory reforms have all had a substantial impact on the UK labour market in recent years. For example, the COVID-19 epidemic has had a significant effect on the UK labour market, leading to numerous job losses, shortened working hours, and a state of economic insecurity.
 There were job losses in industries like hospitality, retail, and travel as a result of numerous firms being forced to close down temporarily or permanently, the characteristics of the UK labour market have changed, with some industries experiencing development and increased need for qualified people while others have faltered. For instance, the pandemic has harmed the hospitality, retail, and aviation sectors while the technology, healthcare, and logistics sectors have experienced growth and increased need for qualified labour and many more. In the UK labour market, non-traditional employment arrangements like part-time, temporary, and freelance work have grown in popularity. 
Although these agreements are flexible, they sometimes come with low job security, perks, and employment opportunities. In recent years, wage growth in the UK has been comparatively slow. In the three months leading up to June 2021, the ONS reports that average weekly earnings for workers in the UK climbed by 6.8% when compared to the same time last year (Ons, 2021). However, while evaluating the real wage increase, it's crucial to take into account elements like inflation and the cost of living.
[bookmark: _Toc132747592]Challenges Faced by Labour Market in the UK
· Skills Gap: The talents that the labour possesses and the skills that the job market demands are becoming more and more out of sync. Particularly in fields like technology, healthcare, and engineering, many employers are having difficulty filling positions with candidates who have the necessary skills and credentials (Crick, et al., 2019).
· Unemployment: Despite generally low rates of unemployment, there remain pockets of unemployment and underemployment in some areas and among some demographics, including young people, those who have been unemployed for a long time, and those in low-skilled jobs (Gov. UK, 2022). This may result in decreased productivity and economic growth, as well as social and economic inequality.
· Changing work patterns: Part-time, temporary, and gig economy jobs are among the more flexible employment options that are becoming increasingly prevalent in the labour market. While this gives some workers flexibility, it can also lead to insecurity, a lack of benefits, and fewer prospects for career advancement.
[bookmark: _Toc132747593]Solutions
· Enhancing education and skill development: Investments in education and training programs are necessary to provide workers with the knowledge and credentials required for the changing labour market. This could involve government, business, and educational institutions working together to create apprenticeship programs, lifelong learning opportunities, and curricula that are relevant.
· Promoting inclusion and diversity: Workplace diversity and inclusion efforts should be undertaken to guarantee that everyone has equal access to employment opportunities, fair pay, and professional advancement, regardless of gender, race, age, or other characteristics. This could entail putting in place diversity and inclusion policy, training on unconscious prejudice, and encouraging diverse leadership.
· Supporting job creation: Economic growth can be stimulated and additional employment possibilities can be created by policies and programmes that encourage job creation and entrepreneurship, particularly in growth industries. This could involve providing tax benefits, facilitating the funding and support of SMEs, encouraging innovation, and promoting the adoption of new technologies.
It's critical to remember that the UK labour market is dynamic and subject to a variety of influences, including sociological trends, technological improvements, policy shifts, and economic conditions. To handle the opportunities and challenges of the labour market, policymakers, businesses, and employees must keep an eye on and awareness of these developments.
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The world's Human resource methods have been significantly impacted by the COVID-19 epidemic and the United Kingdom's withdrawal from the European Union (Brexit). There are various growing changes in how organisations approach their human resources (HR) practices as a result of the post-Covid and post-Brexit external environment. Here are some major trends.
Post pandemic
The economic, social, and international circumstances that have developed since the COVID-19 pandemic are referred to as the post-pandemic external environment. There have been major changes in many facets of the external environment as a result of the pandemic, which started in early 2020 and had a profound impact on the planet. The various changes are discussed beneath: 
· Remote work: To maintain company continuity, the epidemic compelled several organisations to establish remote work practices. As a result, organisations are now embracing flexible work arrangements as a strategic HR approach and remote work has grown in popularity. In the post-Covid era, employees prioritise work-life balance and flexibility, so employers must do all possible to entice and keep talent. This includes providing remote work choices, flexitime, and compressed work weeks (Khan, et al., 2019).
· Employee well-being: The pandemic has highlighted how crucial employee well-being is. The well-being of employees physical, mental, and emotional is increasingly a top concern for businesses. Resources and assistance are being provided for employees' mental health, stress management, and work-life integration as part of HR strategy. To safeguard the well-being of the workforce, employee assistance programmes (EAPs), wellness initiatives, and mental health resources are being incorporated into HR policy.
· Talent acquisition and retention: The work market has changed as a result of the Covid-19 outbreak, and businesses are revising their plans for attracting and retaining people. By providing competitive pay, benefits, and chances for skill development, HR is concentrating on luring and keeping top people. To foster a more welcoming workplace culture and draw in varied talent, organisations are also placing a high priority on diversity, equality, and inclusion (DEI) activities.
· Upskilling: The pandemic has made it more urgent for organisations to upskill and reskill their workforce to meet shifting business demands. The need for ongoing learning and development is now being emphasised in HR initiatives to improve employees' skills and competencies. Offering training programs, mentoring, and coaching are a few of the ways employers may support their staff members' professional development and help them stay competitive in the post-Covid employment market.
As a result, organisations are prioritising employee well-being, focusing on talent acquisition and retention, reskilling and upskilling, digitalization and automation, and enhancing employee engagement and communication in the post-Covid era. These changes have been accelerated by the Covid-19 pandemic (Saunders, 2023). HR is essential in helping organisations navigate these changes and be adaptable, resilient, and competitive in the changing workplace. The long-term effects of the post-pandemic external environment are still unknown and are still in the process of evolution. As nations and communities around the world manage the pandemic's aftermath and work towards recovery and resilience, it is likely to be affected by a complex interaction of economic, social, political, and environmental elements.
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The United Kingdom's (UK) economic, political, and social circumstances after it leaves the European Union (EU) on January 31, 2020, and the conclusion of the transition period on December 31, 2020, are referred to as the "Post-Brexit External Environment." Brexit has significantly altered the UK's external environment, which affects a number of its international relations and policies (Bastianes, 2023). There were several changes due to BREXIT such as the UK's trade and economic connections with the EU and other nations have changed as a result of Brexit. 
A new trade agreement that controls future trade relations between the UK and the EU was negotiated by both parties (Hadjimichalis, 2021). To create new trading alliances, the UK has actively pursued trade agreements with nations outside the EU, due to Brexit, the UK is no longer a member of the EU, and its status within both European and international organisations has changed. To protect its interests in the post-Brexit period, the UK will need to forge new alliances and bilateral ties and many more. The further discussion is reflected below: 
· Talent Acquisition: Brexit has caused adjustments to immigration laws and regulations, which affects the availability of qualified workers from the European Union (EU). To comply with new immigration restrictions, organisations are currently reviewing their talent acquisition strategies, looking into alternative talent sources, and adjusting their recruitment procedures. This can entail concentrating on local talent, making investments in up- and re-skilling programs, and increasing recruitment efforts in non-EU nations (Peele, 2021).
· Workforce planning: With anticipated changes to trade agreements, tariffs, and regulations, Brexit has created uncertainty in the labour market. To reduce risks and guarantee company continuity, organisations are currently reviewing their workforce planning strategies (McCann, et al., 2021). Planning scenarios, creating backup plans, and being adaptable to shifting market conditions may all be necessary for this. To lessen reliance on a single labour market, organisations may also think about diversifying their workforce by employing people from different nations.
· Compliance and regulation: Since the UK is no longer subject to EU labour directives as a result of Brexit, there have been changes to employment laws, regulations, and compliance standards. Organisations must keep up with the most recent developments and ensure that new rules governing employee contracts, working hours, data protection, and other HR policies are followed. Ensuring compliance with new rules, this may entail evaluating and updating HR policies and processes, educating HR personnel, and close collaboration with legal professionals.
· Skill development and training: The development of skills and training are receiving more attention in the wake of Covid and Brexit to fill any potential skills shortages, keep the workforce competitive, and prepare it to respond to shifting market demands. To improve the skills of their workers and maintain competitiveness in the post-pandemic and post-Brexit labour market, employers may need to invest more in training and development programmes. The UK government has established measures to promote apprenticeships and skill development (Bell and Blanchflower, 2020).
The Covid-19 epidemic and Brexit have had a profound impact on the external environment in the UK labour market. Employment patterns, workforce mobility, labour legislation, skill development, employee well-being, and recruitment tactics have all changed as a result of these changes. In the post-Covid and post-Brexit world, employers and HRM professionals must adjust and react to these changes to manage human resources efficiently.
Human resource planning strategies have undergone major modifications as a result of the post-Covid and post-Brexit external environment. Remote work, employee well-being, talent acquisition and retention, diversity, equity, and inclusion, upskilling and reskilling, agile workforce planning, and the growing use of technology in HR practices are all areas that organisations are putting a lot of emphasis on. In navigating these changes and ensuring that organisations have successful HR strategies to adapt to the changing external environment, HR is playing a crucial role.
n market societies economic exchange requires the existence and enforcement of rules that 
the market cannot generate itself. Although the dimensions and limits of state intervention 
have always been a matter of debate, it is indisputable that certain rules need to be 
implemented for an economy to function properly and contribute to the common good. 
Consequently, many theories of society assume that these rules will be created and enforced 
by national states. In this scenario the state determines formal regulations and delineates the 
sphere of private freedom within which individual citizens and private businesses are entitled 
to conclude contracts and pursue their private interests.
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From the overall analysis of the report, it can be summarised that the information has been laid down in the context of the HR strategies, post-pandemic, post-Brexit external environment, and the current state of labour market in the UK. The Covid-19 epidemic and the fallout from Brexit have had a big influence on the UK labour market. The number of unemployed people has increased, and while some industries have witnessed job losses and closures, others have seen an increase in the demand for workers. There have been concerns about skills shortages and job mobility as a result of changes in immigration laws, and wage growth has been low. Human resourcing tactics are changing in the post-Covid, post-Brexit external environment as a result of these difficulties. 
To solve the skills gap, HR departments are concentrating on remote work arrangements, skill development, and upskilling efforts. The importance of diversity and inclusion in the workplace as well as adjusting to new working practices through the usage of technology has increased. In the post-Covid, post-Brexit external environment, the UK labour market is changing, and HR strategies are adjusting to these changes. To manage their human capital efficiently and promote business success in this changing climate, organisations must keep up with the most recent labour market developments, legislative changes, and developing HR practices.
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