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[bookmark: _5y8wpfiwwynq][bookmark: _Toc142924831]Introduction
Brexit and Pandemic, a double-edged sword hit the United Kingdom hard and cause disruption in business operations., From labour market shortage, to shut down of businesses, every aspect of the UK economy has been impacted (Walker et al., 2021). The labour market deals with the demand and supply of human resource (Platt, 2000). Labour offers valuable insight regarding the macro and microeconomics. Rates of unemployment in the economy as well as productivity of labour are the measure of macroeconomics. Labour market of the UK is negatively affected by both Brexit and the Covid-19 pandemic (Walker et al., 2021). 
After two years of recovery the level of employment and the economic activity does not reach the pre-pandemic era. The reason for this failure is assessed and mentioned in the essay. As the pandemic hits the nation, working conditions and the process of working in an organisation changed completely. As the situation changed completely human resources management needed to adopt efficient strategies as per the situation. As the benefit of the HR strategy experienced by employer and employee, post pandemic also the strategy is being used in the operations of the organisation. As the UK is separated from the European Union, movement of talent was restricted in the UK business operations. This essay sheds light upon the labour market in the United Kingdom, emerging changes in the UK Human Resources Strategies Post Pandemic and Brexit.
[bookmark: _8lvyd6ye1hj6][bookmark: _Toc142924832]Current state of the labour market in the UK
Labour market in the United Kingdom faces a drastic challenge due to shortage of workers in the nation. According to Clark (2023), approximately one million job vacancies are available in the UK labour market which makes the overall market unusually tight. Before the pandemic the employment rate in the UK was 76.6% which is the highest rate of employment since 1971 (BBC, 2020).According to Powell (2022), when the pandemic hits the nation 424,000 people were unemployed by June 2020 and the rate of unemployment falls to 74.6%. The major fall in employment is within the age group of 16-24 i.e., 40% of population in this age group were unemployed. Overall employment level falls because of the fall in part-time workers and self-employed workers.    
The employment level increased in the year 2022 and 2021 but it did not reach the pre pandemic period. As per Powell (2022), during January to March 2022, 352,000 were less employed as compared to the employment level of 2020 from January to March. After the pandemic economic activity has not risen and the UK is the only nation among the developed nations where people continue to leave the labour market after the acute phase of pandemic. Government expects that the migration of workers takes the employment level to the pre-pandemic level. They expect that 245,000 employees will migrate in a year after 2026-27.  The labour market changes due to the growth of the gig economy. The labour market adapted the technology that facilitates workers for the adoption of work from home or flexible working opportunity. According to London School of Economics and Political Science (2022), artificial Intelligence plays a role in performance management as well as recruitment of new workers in the business during July 2022 the UK experienced a low level of unemployment and shortage of labour arose, if the same will not be solved in time, then post pandemic growth will be restricted. According to the National Statistics Office (2023), 1.134 million vacancies are available in the economy which is 76000 lower from August to October 2022 levels. The overall vacancies as compared to pre-pandemic levels increased by 328,000.   
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Figure 1: Total vacancies in UK
(Source- UK Parliament, 2023)
As per UK Parliament (2023), during October to December of 2022 the unemployment rate in the nation increased by 3.7% i.e., 1,270,000 people were unemployed in the nation. From January to March people who were unemployed increased by the age group of 16 to 24 years. For every job vacancy in November 1.1 people were unemployed after considering various sectors in the economy. In the manufacturing, logistics and food sector the employer scrabble for staff. This is the reason the labour market is tight and recruitment in this condition becomes very challenging. As the economic inactivity increased during the pandemic but decreased to 21.4% in October quarter of 2022. Currently the economic inactivity raised by 516,000 people in the October quarter which is higher from the pre-pandemic period (UK Parliament, 2023). As compared to last quarter 113,000 people were decreased this was taking place because of students, retired people. In the October quarter it has been found that 3.5 million people are economically inactive in the range of 50 to 64 years. This is being increased by 318,000 as compared to before the pandemic period. 24% of employees within 50s decided to retire due to illness and contributed to the economic inactivity. Total economy inactive people raised by 180,000 as compared to pre-pandemic era. As in the economy of the UK life-expectancy of the people increases but birth rate is increasing at a slower rate to tackle this problem the government will consider increasing the retirement age of the people. The number of people in the UK aged 85 and above in 2020 is 1.7 million and it is expected to double itself by 2045 (Jones, 2022). In the next 10 years 59,000 more deaths will take place as compared to the birth of a child. This will happen because the fertility rate is expected to decrease. 
In the UK the unemployment rate increased at its height before the pandemic. As the pandemic hits the nation, the employment rate falls due to economic activity. As the effect of the pandemic is being recovered in two years but the employment rate does not cross the pre-pandemic period. This is happening because of the increased labour immigrants and the increase in the economically inactive people. This causes scarcity of labour in different sectors like logistics, food etc. Economy faces the scarcity of labour. Hence, UK has been by hit by double edged sword, Brexit on one side and Pandemic on the other causing huge changes in the Human Resource Strategies.
[bookmark: _a8bkbq4i9wqy][bookmark: _Toc142924833]The emerging changes in Human Resource Strategies Post Covid-19
According to Mathis and Jackson (2008), human Resource management is a collective term that involves management of the employees in an organisation. The HR managers of the companies are tasked with three main functions like the compensation to the employee, recruitment of the employee for the job role as well as training and development of the employees for better skill management. According to the point of view of the scholars Bratton et al (2021), main role of HRM is to enhance the productivity of an employee in the organisation. The HRM gives a significant benefit to the organisation by structuring its employees. 
Due to the pandemic every business in the UK tries to improve their policies as well as procedures. The role of HR completely changed to respond Covid-19 crisis. They ensure the transition from traditional working conditions to remote working conditions. It is the responsibility of HR to keep the employee safe throughout the pandemic. They open the workplace for those employees who do not work from home. During the pandemic HR needs to provide work from home options to the employee. After the pandemic, most of the businesses in the UK allowed the employees to work remotely from their own premises. The work from home option was to be only possible because of the infrastructure available at both employer and employees end to support this option (Felstead and Reuschke, 2021). According to Guilford (2020), most of the companies implemented certain rules or processes that ensure comfort as well as assurance for the permanent change in the work. Availability of funds for acquiring digital equipment with remote workers were being considered for hiring permanently for work from home option. Employees who are allocated work from home option needs to be adaptable to flexible working hours. Employees need to have the ability to monitor productivity for permanently working through home. Post pandemic, HRM team of most of the companies use digital medium for training, staffing, compensation, and diversity to make the employee adaptable for work through home (Saura et al., 2022). Unilever Plc. HR use digital mechanism and digitization strategies for updating staff according to the situational changes and the strategy ensures smooth transition of the employee in full-time employment (Unilever Plc., 2023). HR of Unilever Plc. has the capability of communicating with prospective employees and adopted the strategy to digitally transform the organisation because after the lockdown work gets completed through the use of effective technology (Unilever Plc., 2023). The strategies ensure that the employee gets accustomed to computing devices like monitors or video conferencing platforms for efficient collaboration among the employees. As the pandemic has created physical as well as mental impact upon the employees, HR focuses upon creating strategies for maintaining the health and well-being of employees (Unilever Plc., 2023). The pandemic made the employee demotivated for the uncertain future. HR focuses upon creating those strategies that will improve the health and mental conditions of the employees. HR makes the strategy to support their staffs who are operating remotely. Support provided by HR can improve the wellness initiative taken by them. For instance, a video meeting is being conducted to discuss work or any topic which is not related to work. HR provides mindfulness classes or financial advice that support overall improvement of the employee. The time passes strategies create a major impact upon the employee's overall well-being. This type of strategy for HRM strategy has become the new normal for the businesses. The strategy gives the organisation a loyal workforce that can improve the productivity of other employees. 
According to Bieńkowska et al. (2022), the HR management uses two types of strategy which is very much distinct from the primitive human resource strategy. The soft and hard HRM strategy is being adopted during pandemic to reduce the negative effect and use the available opportunity. Soft HRM approach considers the employee a valuable resource in an organisation whereas hard HRM approach focuses upon the wellbeing of the employee and ensures high performance in the crisis. HR gives training to the employee for acquiring new skills and makes them comfortable to work in any adverse situation. HR gives efficient communication skills to the employees which ensure efficient follow of information in the organisation. These are the soft HRM strategies. The hard HRM strategy involves the strategy related to the financial aspect of the organisation. For example, the decision of pay cuts or downsizing the employees, reducing the budget of training, reducing the benefits of the worker and freezing new recruitment. Combining the soft HRM strategy with hard HRM strategy gives strength to the organisation to survive any crisis. 
[bookmark: _96ds0dbv8w6f][bookmark: _Toc142924834]The emerging changes in Human Resource Strategies post Brexit external environment.
As the UK left EU upon Brexit deal, it became difficult for the organisations to manage the labour force. Leaving EU created the challenges to all the companies operating in the UK. The citizens of the European Union were given time to apply for permanent residence in the UK till June 2021. According to the Open Access Government (2019), when Britain was part of the European Union talent can easily move across different nations in the European Union but after the separation from the European Union talent cannot reach the UK when needed. Talent will avoid the UK because in the European Union various opportunities can be accessible from the European Union. Brexit has made a significant impact upon the Talent pool of organisations in the UK. To tackle the shortage of labour, businesses have created remote workforce planning for retaining and attracting talent that could enhance success to the organisation (Collins and Atkinson, 2023). Workforce plan considered creation of agreement between UK and European Union so that easy movement of talent could take place. 
The overall number of employees coming to the UK for work decreased and the nation faces a shortage of talent. Businesses use a contingency plan for tackling the problem of shortage of talent. For instance, HR manager at Tesco Plc keeps watch upon the development and change in immigration rules of Brexit. Through this plan human resource management searches those workers in the UK who are not from the European Union because those workers will be covered under immigration rules of the country and the point based system will be applicable upon the worker this makes it difficult for the organisation to retain a EU worker (Tesco Plc., 2023). The effort is being put to find the same level of talent in the UK. The talent pool in the UK is smaller as compared to the EU. The US organisation which is operating in the UK will expand itself in the European Union because of the lack of talent pool in the UK. HR directors within the UK conduct a workforce audit that can find the availability of workforce in the UK to fulfil the needs of workers. This strategy of HR will help the organisation to assess the availability of workers in the UK. 
[bookmark: _kpvw6c8si8cu][bookmark: _Toc142924835]Conclusion
Labour market in the UK changed after the Brexit and Post pandemic. Both Brexit and Pandemic has caused labour shortage in the UK and businesses are dealing with such a situation to cope with the market. Before the Brexit and pandemic the UK had an adequate demand and supply of labour but after the two events, the scenario completely changed because the fall in economic activities, which led to the increase in unemployment in the economy. However, after the pandemic within two years the economic activities gain momentum but did not reach to the extent of pre pre-pandemic era. The reason for this adversity is that migration in the country increases and the workers prefer to the other nations of the European Union. Due to these factors in UK vacancy across logistics, food sectors are high, and staff falls short to fill the position. This is a challenging situation or the UK economy. Organisations benefit from the strategy of human resource management after the Brexit and post pandemic in the form of strategic approach that could improve relations between the employer and employee. The strategies ensure smooth transition of employees as well as maintain the physical and mental stability of employees. The essay also sheds light upon the strategies that being used by human resources of companies in the UK to tackle the problem of talent pool.  
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