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[bookmark: _Toc132739028]Introduction
Human resource management (HRM) is generally a strategic and logical approach that includes the efficient group of management people in an organization. Implementation of significant practices associated with HRM provides benefits to the business in order to get a competitive advantage. All the practices regarding this approach mainly focus on the overall enhancement of employees' work performance in the area of workers' strategic objectives. The significant concept of HRM is a wide range of theories that includes various factors and concepts. The analysis of the labour market is basically a place where both employees and workers interact together. The labour market helps in finding the most suitable employees for the jobs. 
[bookmark: _Toc132739029]A) The Current State of The Labour Market in the UK
The statistical figures of the current state of the labour market in the UK show that the employment rate increased by 0.2% to 75.6% in the last three months of the year 2022. As per the opinion by Amrutha et al. (2020) in addition, the rate of unemployment data rose by 0.1 to 3.7% over an equal amount of time. A labour market is generally considered an area where both the employees and workers communicate with each other. This place of the labour market is associated with the factors that mainly focus on the constant competition among the employee and workers. The employees associated with the labour market tend towards hiring the most suitable alternative. On the other hand, the workers of these markets tend towards the factors of suitable satisfactory work. In the wider overview of the economy, the rate level of the UK is diminishing again as per viewed by (Boon et al. 2019). The statistical rate of economic outcomes highly involves the various factors associated with ONS analysis. This significant aspect of analysis which is generally known as the Office for National Statistics (ONS) generally gathers, analyses and circulates the statistical reports regarding the UK-based economy as well as its related population and societal factors. In the significant procedure of collection of data under ONS analysis, the staff or employees constantly interact with the individual member of the public group. This vital ONS analysis highlights the core points related to the identification of the numerous labour-based market. This analysis majorly includes the most suitable labour market on the basis of a particular position. The recent reports of UK based labour market show that the diminishing rate of real wages is the core component that defines the increasing number of industrial-based disputes. As per the opinion by Boxall et al. (2022) the rate of dispute majorly involves the significant analysis of ONS measuring that includes 843,000 working days which eventually get lost in the month of December. The result of various effects regarding industrial disputes is considered the highest rate since the time of November 2011. The economy of the UK is currently dealing with various challenging points of view with the most positive forecasters which are directly connected with the expected minimum growth rate throughout the year 2023. As a result of this, the economy of the UK is more likely to face the factors regarding the recession period, which directly affects the shrinkage of the economy over the next few years as per the views of (Chams et al. 2019). The various existing compositions of a religion-based economy generally reflect their various economic-based strengths and specialisation majorly involving the various economic issues. 
[bookmark: _Toc132739030]Significance Of Labour Market Analysis
[bookmark: _Hlk132737599]The labour market analysis is one of the most fundamental parts of a company's recruitment practices. This significant procedure of analysis mainly provides help towards the highly qualified employees of the company. As per the opinion by Davidescu et al. (2020) significant implementation of labour market analysis provides surety regarding whole packages of competitive remuneration to the group of staff and workers. Practices regarding this key analysis are much required as provide benefits towards the organisation in order to retain their group of proficient workers for constant outcomes of more productivity. The approach of labour market analysis generally includes various processes in order to perform its significant activity. One of the core processes under this analysis highly includes appropriate detection and identification of numerous labour-based markets as per the specifications given position. This key process generally includes the factors associated with finding the most suitable area for the labour market. Another core process this analysis involves is analysing the market in order to find out the salary factors for a general position as per viewed by Hamadamin et al. (2022). This highly involves a detailed analysis of the same kind of position available in the market. As a result, this provides beneficial data regarding determining that the company's salary-related rate factors are at an equal level. A significant approach to determining new market emerging trends is a core process under this market analysis. This specific step is generally associated with answering available questions regarding the queries like compensation methods that another company provides to their staff or details regarding payment techniques. The labour market analysis majorly includes the process of management of salary packages or the framework of positions. As per the opinion by Mahapatro et al. (2022) this specific step generally focuses on the gaps or requirements of adjustment among the salary rates of other enterprises. As per this core step, the company's department establishes significant suggestions which directly help in the adjustment process and eventually, it suitably structured the positions in the organisation. Implementation of establishment among the whole management is a much require a component of labour market analysis as per viewed by Hamadamin et al. (2022). This particular method is directly associated with the development of suitable interaction with the management in order to analyse the demand as well as the need for the workforce. 
[bookmark: _Toc132739031]Theory 
The Labour Market Analysis in Macroeconomic Theory
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Figure 1: Labour market analysis
(Source: Guided by the views of Mahapatro, 2022)
As per this theoretical approach to the labour market analysis, it is observed that the rate of wage growth falls behind the growth rate of productivity. As per the opinion by Mahapatro et al. (2022), this directly highlights that the supply of labour is associated with an exceeding level of demand. As a result of this, the rate of wages tends to decrease, which eventually results in the staff competing for a minimum number of jobs. Inversely in cases where the demand rate increases the supply will create upward pressure on the rate of wage. This can be explained as if the employer occurs more bargaining ability this means they are more expected to be able to choose a much more profitable paying job during this employer are required to compete for the shortage of labour. Specifically, few factors can successfully affect the labour demand as well as supply rate as per viewed by (Pham et al. 2020). For instance, the maximisation in the level of immigration in a nation directly impacts the growth of labour supply and eventually diminishes the rate of wage production especially in the area of unskilled jobs. The major portion of older people from the entire population includes the great potential to reduce the supply of labours and successfully increase the level of wages. Factors that directly impact the demand and supply rates tend to not work in isolation. Other major components that directly influence the entire labour market are highly associated with the UK labour market. The UK labour market specifically includes the combination of automation as a result of this computer-based programmes tend to perform more tasks. 
[bookmark: _Toc132739032]The Labour Market Analysis in Microeconomic Theory
The theory of macroeconomic analysis mainly focuses on labour demand as well as supply from an individual organisation and worker's level. The rate of supply initially encourages the maximisation of wages. As per the opinion by Davidescu et al. (2020) the increase in supply potentially rushes as wage maximisation as the opportunity expense regarding no work in the additional hour's increases. The demand rate at the microeconomic level is generally associated with two significant factors such as marginal revenue product and the marginal cost of production. In a situation where the marginal expense of recruiting an extra worker eventually exceeds the rate of marginal revenue product as per viewed by (Pham et al. 2020). The approach of neoclassical microeconomic-based concepts regarding labour demand and supply potentially includes a few criticisms on some aspects. 
[bookmark: _Toc132739033]B) The Emerging Changes in Human Resourcing Strategies in The Post-Covid, Post-Brexit External Environment. 
[bookmark: _Toc132739034] HR Strategies for Post-Covid Recovery
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Figure 2: HR strategies
(Source: Guided by the views of Davidescu, 2020)
[bookmark: _Toc132739035]Staff Personalization
The staff or employees' personalisation majorly focuses on a better understanding of the special requirements, preferences and expectations of every employee. As per the opinion by Davidescu et al. (2020), the related perception provides help in delivering a better work-based experience that is most favourable for every employee. As a result of employee personalisation, the organisation is more required to be associated with offering a more personalized advantage as well as digital tools. This particular strategy by the human resource (HR) department is much effective for dealing with post-covid recovery situations. This idea majorly provides various benefits related to the creation of a wide range of choices as per the special requirement of employees from different backgrounds and at any level of their careers as per viewed by (Pham et al. 2020). As a result, few workers are associating these advantages with personal digital portals. Such portals enable the workers to keep a check on data like benefits, and vial appointments in order to manage their specific self-needs. 
[bookmark: _Toc132739036]Personal Wellness
As a result of the Covid-19 pandemic, majorly impacted the personal wellness of an individual. The pandemic affected the overall health of an individual, because of constant dealing with factors of stress and anxiety. As per the opinion by Davidescu et al. (2020), according to the human resource department employers are required to put extra effort into the betterment of mental healthcare and the overall prosperity of their employees. The overall wellness of the organisation is a common component in the areas of Holistic advantages. Such benefits direct all forms of wellness and welfare of an individual while majorly focusing on better mental health as well as the availability of financial security. The main idea behind this significant strategy is to provide organisational staff with a set of benefits in order to enhance their overall wellness beyond from the basic health areas as per viewed by (Pham et al. 2020). As per a survey report in 2019, MetLife declared that the majority of the workers prefer working in a company that offers standard holistic advantages. However, a similar group of individuals responded that they would prefer to be more loyal to the company if the organisation offers such benefits. 
[bookmark: _Toc132739037]Workplace Flexibility 
The issue regarding workplace flexibility was a major concern even before the Covid-19 pandemic. As per the opinion by Mahapatro et al. (2022) the fluctuation in the work area eventually creates various trouble factors for the employees. As per the human resource strategy policies, the employees are not required to work in the office for straight eight hours every day. Some organisations provide the benefit of flexible timing as a result of this the workers can leave the workplace early and be required to manage that time gap at other preferred times of that particular day. However, the plans and policies vary from company to company. The main idea behind this strategy for dealing with post-pandemic issues is that the workers demand work location flexibility in order to maintain their personal lives. This effective strategy adopted by the HR department is much similar to the approach of working from home. Implementation of such a beneficial strategy is a great approach to balancing out the both personal and professional life of an individual. 
[bookmark: _Toc132739038]Upskilling of employee
The basic requirement of employees majorly includes the significant achievement of appreciation at every level. The implementation of upskilling the employees is much beneficial for the organisation in many ways. This effective strategy in the human resource area eventually maximises the overall productivity as well as the efficiency level of the employee's work. As a result, it highly enhances the work quality and improves core abilities like problem-solving skills. As per the opinion by Mahapatro et al. (2022), the implementation of employee upskilling makes the workers feel appreciated and valued. This approach of upskilling covers every knowledge gap throughout the organisation. As per the research report published by Deloitte company, the "inability to learn and grow" is one of the trending reasons behind employees leaving their organisation. Hence, this emerging change in the area of human resource-based strategies eventually provides benefits in the employee retention process. After the post-pandemic situation, this approach results in saving time, effort, and money as well this provides a great advantage in attracting new talent and boosting the morale of employees. 
[bookmark: _Toc132739039]AI-Based Technologies 
Artificial intelligence (AI) is associated with foreseeing futures as workers in order to cut down the costs and expenses in a down economy. This particular strategy provides a strong base of empowerment to the organisations in order to achieve comparatively maximum level success than before. Majorly the AI tool is used by HR to provide support to their administrative human capital. In situations associated with tracking a complicated set of data, AI is a much more suitable tool for HR. This effective strategy is much beneficial for the organizations as it is consisting of quick and effective decision-making associated abilities.
[bookmark: _Toc132739040]Brexit's Impact On HR
The fundamental effect of Brexit is expected to impact on the area of resourcing throughout the company. As per the reports the employees stated that the core impact of HR is associated with suitable access to find the right talent as well as suitable labour supply. As per the opinion by Mahapatra et al. (2022) there is a high availability of chance that Europe impacted by Brexit as a result of cost increases and alterations eventually affects the operation costs. The significance of Brexit majorly involves the free movement of groups of individuals. Brexit resulted in a 2.9% loss in GDP around the time between 2016 to 2020. In the area of positive outcomes, the Brexit is tending towards seizing various new opportunities for the betterment of the businesses in the market across the globe. 
[bookmark: _Toc132739041]Conclusion 
From the above discussion, it can be concluded that the various practices of human resource management and theories regarding labour market analysis as well as the impacts of Brexit are much vital.  The practice of HRM required to be united with the entire strategy in order to ensure the efficient as well as effective use of individuals. The HRM basically provides suitable returns to the enterprise in terms of ROI. In addition, the labour market analysis is commonly known as the job market. This basically focuses on the supply and demand factors related to the employee. The labour market of the UK is generally considered one of the major aspects of every economy. This study is directly connected with the factors associated with markets involving capital goods and services in the context of the post-Covid-19 pandemic. 
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