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The employment sector in the UK has experienced notable transformations in the past few years due to the effects of Brexit and the COVID-19 outbreak. The global health crisis has resulted in extensive disturbances to the job sector, such as heightened joblessness figures, workforce scarcities, and work routine modifications. In the meantime, Brexit has led to the UK exiting the European Union (EU) and the end of unrestricted movement of workers, causing more unpredictability and disturbance. The present condition of the labor market in the UK is marked by a blend of progress and obstacles. On the other hand, the joblessness rate has been decreasing, and the quantity of employment opportunities has hit unprecedented levels, suggesting a recuperating workforce. Conversely, specific sectors have been severely impacted by the pandemic, leading to employment reductions, whereas a number of industries are still struggling with a scarcity of workers. Moreover, the aftermath of Brexit has generated extra obstacles for enterprises, specifically those dependent on employees from the EU. Given this situation, HR strategies have needed to adjust to the fresh external circumstances. Enterprises have had to reconsider their strategy for hiring, educating, and overseeing staff due to the pandemic and Brexit. Telecommuting and integrating electronic tools have become more widespread, while worker welfare, variety, and inclusiveness have received more focus. The purpose of this report is to present a summary of the present condition of the labor market in the UK, encompassing significant economic and employment metrics. It will additionally investigate the developing modifications in personnel approaches that have emerged in reaction to the external environment following COVID and Brexit. The analysis will examine the information and patterns to offer perspectives on the obstacles and possibilities confronting enterprises and the workforce in the United Kingdom.
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The COVID-19 pandemic and Brexit have had a notable effect on the UK's job market, causing a blend of difficulties and progress in the recovery process (Portes, 2022). The global health crisis has resulted in significant disturbances to the job sector, such as elevated joblessness figures, workforce scarcities, and work routine alterations. In the meantime, Brexit has caused the UK to exit the European Union (EU) and the absence of unrestricted movement of labour, leading to more unpredictability and disturbance.
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The job and joblessness rates are crucial signals of the wellness of the labour market in the UK. The rate of employment calculates the proportion of the population of working age who are employed, whereas the rate of unemployment calculates the proportion of the workforce who are without a job and actively searching for employment. The outbreak of COVID-19 has greatly influenced the rates of both job availability and joblessness in the United Kingdom. Amidst the first lockdowns in 2020, there was a significant decline in the rate of employment, dropping to a minimum of 73.3% between May and July 2020 (Hanieh and Ziadah, 2022). This mainly happened because of the pandemic, which led to businesses shutting down or decreasing their activities.
Nevertheless, following the relaxation of lockdown measures and the distribution of vaccines, the job rate has been slowly rising, suggesting a recuperating job market. The joblessness percentage has also been declining since its highest point in the beginning of 2021. The government's temporary leave of absence programme has helped companies retain their staff during the outbreak. The employment rate is still lower than it was before the pandemic. The job market still requires further progress to achieve complete recovery. In addition, the percentage of unemployed individuals has not returned to its pre-COVID-19 level, indicating that there are still challenges for those searching for employment in the current job market.
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Job vacancies in the UK indicate the demand for labour in the economy. Job vacancies were greatly affected by the COVID-19 pandemic, experiencing a notable decrease during the first lockdowns in 2020 (Khan, Shah and Shah, 2021). After the restrictions were eased and vaccines were rolled out, job vacancies started to increase slowly, which shows that the labour market is recovering. According to Marcén and Morales (2021), the UK labour market received a positive sign with the report of 1.05 million job vacancies in the three months leading up to December 2021. Job vacancies are on the rise, indicating that businesses are bouncing back from the pandemic and seeking to recruit additional staff. Job vacancies have increased due to manufacturing, professional services, and healthcare industries (Siriwardhana et al. 2021). Freedom of movement for EU workers has been lost after Brexit. Additionally, job openings vary among various areas in the United Kingdom. The ONS reported that job vacancies were highest in London and the South East, and lowest in the North East (Flor et al. 2022). The statement emphasises the necessity of specific measures to tackle the differences between regions and guarantee that employment options are within reach for everyone.
[bookmark: _Toc134026395]Industries 
COVID-19 pandemic has impacted industries in the UK in different ways. The pandemic has impacted various industries in different ways, with some showing greater resilience than others. The pandemic has caused a 23.5% decrease in employment within the accommodation and food services sector (Akinyooye and Nezamis, 2021). Lockdowns have limited gatherings and shut down eateries, bars, and other hospitality establishments, which is the reason for this. Reopening businesses face challenges like supply chain disruptions and labour shortages despite the easing of restrictions. According to Baral et al. (2022), construction sector employment has dropped by 4.7% from pre-pandemic levels. Lockdowns have caused interruptions in construction projects and there is now a reduced demand for new construction projects.
Information and communication, finance and insurance, and public administration and defence are sectors that have shown more resilience. Information and communication sector employment has increased by 6.1% from pre-pandemic levels (Claeys et al. 2021). The pandemic has led to an increased demand for remote work and digital technologies. Finance and insurance sector employment has risen by 0.8% from pre-pandemic levels and has remained steady (Gordon and Sayed, 2022). This is due to the sector's ability to work remotely and the higher demand for financial services during the pandemic. Adaptability and resilience are crucial for businesses to withstand external shocks, as demonstrated by the pandemic. Human resource strategies will undergo significant changes due to remote work and digital technologies.
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Shortage of workers is a major challenge in the labour market of the United Kingdom, especially in specific industries. This issue has been influenced by both the pandemic and Brexit. Workers in the hospitality industry have resigned from their jobs due to concerns about health and safety related to the pandemic. Shortage of workers in certain sectors is causing problems for businesses to meet their needs. Pandemic has caused disruption in global supply chains. Raw materials and intermediate goods are insufficient. Limited production capacity results in a shortage of finished products.
According to Hesketh, Summers and Kleinman (2021), labour shortages have worsened due to Brexit, which has eliminated the free movement of workers from the EU. UK businesses have previously depended on EU labour, particularly in the hospitality, construction, and agriculture sectors. Post-Brexit, these labourers encounter fresh limitations on their capacity to toil in the United Kingdom. Labour shortages in specific industries were caused by the decline of EU workers in the UK. Shortage of HGV drivers is causing disruptions in the supply chain, leading to product scarcities and higher prices. One of the visible effects of labour shortages is present in this situation. The British Chambers of Commerce has urged the government to take action by implementing measures like easing immigration rules for specific sectors, boosting investment in education and development, and enhancing working conditions for drivers.
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The COVID-19 pandemic and Brexit have caused many organisations to rethink their HR strategies. Their approach to recruiting, training, and managing employees is included. The pandemic has led to faster adoption of digital technologies in the workplace. Loss of free movement of workers from the EU due to Brexit has resulted in increased uncertainty and disruption. 
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Remote work has become a major change in human resource strategies after COVID and Brexit (Roumpi, 2021). The adoption of digital technologies has made remote work possible and it has important effects on recruitment, training, and management. Remote work can benefit employees and employers. It offers employees more flexibility in their work location and schedule, which can enhance their work-life balance. Remote work benefits employers by lowering expenses, boosting efficiency, and drawing in skilled workers from a broader range of locations.
Remote work has its own set of challenges, including the need for effective communication and collaboration, employee motivation and engagement, and monitoring performance. HR professionals need to create innovative methods for overseeing remote teams, delivering remote training and development, and evaluating candidates' eligibility for remote work. The labour market after the pandemic and Brexit is expected to involve remote work as a significant factor (Roumpi, 2021). HR professionals need to adjust to this change to ensure their organisations thrive.
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COVID-19 pandemic has sped up the adoption of digital technologies. Organisations have had to adapt to remote work and other changes in the business environment. Recruitment, training, and management in the labour market after the pandemic and Brexit are significantly impacted by digital technologies. Efficiency, productivity, and innovation can be improved with digital technologies. They can also help organisations manage remote teams better. Video conferencing and collaboration tools aid communication and teamwork among remote team members. Identifying necessary digital skills for various job positions and providing training and development to employees is crucial for HR professionals to ensure success in the digital workplace. The individual should possess the ability to handle data and guarantee compliance with data privacy and security regulations. The use of digital technologies will remain significant in the labour market after the pandemic and Brexit (Patricia, 2020). HR professionals should adjust to this new work style to guarantee their organization's success.
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HR professionals are now prioritizing employee wellbeing in the aftermath of the pandemic and Brexit (Anderson iet al. 2021). Amidst the pandemic, it's crucial to uphold the well-being of staff members' physical and mental health. Remote work, isolation, and uncertainty have caused increased stress and anxiety for many. Companies are putting resources into programs that improve the well-being of their employees, including mental health aid, adaptable work schedules, and staff support initiatives. Develop strategies to sustain a well-balanced professional and personal life and avoid exhaustion among staff, particularly in telecommuting scenarios where it may be difficult to distinguish between them. HR professionals are responsible for this.
Focusing on the health and happiness of workers can benefit both the workers and the company's success. Employees who receive support and feel valued are usually more motivated, engaged, and productive, resulting in improved organizational performance. HR professionals must adapt to the changing demands of employees in the job market following the pandemic and Brexit (Anderson iet al. 2021). Prioritizing employee well-being programs is crucial for ensuring the success of a company.
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Importance of diversity and inclusion in the labor market has increased post pandemic and Brexit. Social justice movements like Black Lives Matter emphasize the significance of establishing discrimination-free workplaces (Wozolek, 2022). Companies are putting resources into programs and learning opportunities that promote diversity and inclusiveness in order to establish a friendlier work environment. Fair and unbiased recruitment processes, diversity promotion in leadership positions, and unconscious bias training are important actions. Encouraging variety and embracing inclusiveness has advantages for both workers and the organization's success. Varied teams bring different viewpoints and concepts, resulting in increased creativity and originality. Workplaces that are inclusive have increased rates of employee engagement and retention.
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Importance of talent management has risen in the external environment after the pandemic and Brexit (Vaiman et al. 2021). Identifying and retaining top talent is crucial for organizations in a competitive labor market. Effective performance management systems, career development pathways, and talent retention strategies are necessary for this. HR professionals need to adjust to evolving labor market situations, including skill requirements and labor shortages, to secure the necessary talent to stay competitive. Investing in training and development programs to upskill existing employees and adopting new recruitment strategies to attract new talent may be necessary. Talent management that is effective can aid organizations in achieving innovation and productivity gains. It also provides employees with opportunities for career development and advancement. Ensuring that organizations possess the appropriate skills and talent to fulfill their evolving business requirements is also beneficial. Adaptability to the changing labor market after the pandemic and Brexit is crucial for HR professionals. They should also invest in effective talent management strategies to ensure their organization's success.
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Importance of reskilling and upskilling has risen in the labor market after the pandemic and Brexit. Workers must develop new skills to meet changing labor market demands due to the pandemic and Brexit (Portes and Springford, 2023). Organizations invest in reskilling and upskilling programs to develop their workforce and provide opportunities for new workers. It may require creating instructional courses for acquiring digital competencies or delivering education on topics like leadership or project management. Programs for reskilling and upskilling can narrow the divide between the abilities that employees possess and the abilities that companies require. Improving organizational performance and enhancing workers' employability and career prospects can be achieved through this. HR professionals should adapt to the evolving labor market after the pandemic and Brexit. They should invest in reskilling and upskilling programs to equip workers with the necessary skills to thrive in the changing labor market.
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The UK labor market faces significant challenges in the external environment after the pandemic and Brexit. Remote work and digital technologies have been adopted faster due to the pandemic, and the labor market has been disrupted by Brexit, causing uncertainty. Adapting to changes is necessary for HR professionals. They should create new human resource strategies to tackle the challenges of the labor market after the pandemic and Brexit. Remote work, digital technologies, employee wellbeing, diversity and inclusion, talent management, and reskilling and upskilling are some of the topics covered. Remote work and digital technologies impact recruitment, training, and management. HR professionals need to create new strategies for managing remote teams, providing remote training and development, and evaluating candidates' suitability for remote work. Wellbeing and diversity, along with inclusion, are crucial for establishing workplaces that are inclusive, discrimination-free, and encourage employee engagement and productivity. Identifying and retaining top talent is crucial in a highly competitive labor market, and talent management is the key to achieving this. Reskilling and upskilling are crucial for acquiring new skills that align with evolving labor market requirements, and for securing the job opportunities and professional growth of employees. HR professionals need to adjust to the evolving labor market after the pandemic and Brexit. They should also implement new human resource strategies to guarantee their organizations' success. Necessary agility, innovation, and adaptability are required when facing external shocks. Investing in employees is crucial to provide them with the necessary skills and support to thrive in the evolving job market.
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