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INTRODUCTION 

Human Resource Management is the concept that relates to the strategic approach implemented to support and nurture employees and ensure a positive working environment in the workplace (Jayachandran, 2021). The report specifically focuses on the identification of the current state of the UK’s labour market and emerging changes in the human resourcing strategies in the Post COVID and Post Brexit Situation. Further details will be stated in the report in the next sections. 
MAIN BODY 
Current State of the Labour Market in the UK 
Companies and consumers find it irritating that there is a shortage of available personnel. This suggests that airlines are currently experiencing significant problems (Graham and Anwar, 2019). Retailers have reported that neither employees nor job candidates are showing up for scheduled shifts or interviews. Ed Vokes, who specializes in the hospitality industry and works for the employment firm Evolve Recruitment, has stated that he used to be able to provide personnel with as little as a few days' notice. He requires several months at this juncture.

Between March and May, the number of employment openings in the United Kingdom reached a new high of 1,3 million (Recent Macroeconomics Changes in the UK Labour Market, 2023). Numerous industries are experiencing the effects of the constrained labour market. Since February 2020, the number of job postings in the food preparation and service industries has increased by 72%, while the number of warehouse openings has more than doubled. These numbers originate from the employment website Indeed. In the 12 months preceding May 2022, the average number of applications submitted for each job posting on LinkedIn, a platform for professional networking, decreased by 72% (Recent Macroeconomics Changes in the UK Labour Market, 2023).

Since 1979, there have been significant fluctuations in both the employment and unemployment rates in Britain. The late 1980s saw a significant increase in employment after two severe economic downturns in the early 1980s and early 1990s. The employment rate increased marginally between its peak in 1979 and its peak in 1990. The employment rate in the United Kingdom is significantly higher than in most other EU member states. Nevertheless, this was readily apparent in 1979. Since the end of World War II, the proportion of women actively participating in the labour force has increased steadily (Charmes, 2019). The constant increase in female participation rates between 1979 and 1996 did not represent a significant deviation from the norm. Male labour force participation rates have been on a consistent downward trajectory since the end of World War II; however, this trend has accelerated marginally since 1979 compared to antecedent decades. Since 1993, the number of employed men has grown at a slightly faster rate than that of employed women.

In recent years, the labour market in the United Kingdom has given the impression of being exceptionally macroeconomically robust (Albanesi and Kim, 2021). To put the present situation in a historical context, consider the trends in unemployment, inflation, inflation expectations, and real wage growth shown in Figure 1. The following notable developments have taken place since 1997: The unemployment rate has been steadily declining and is at a generational low when this article was published (ResearchGate, 2023). 
Interestingly, wage bargainers' forecasts of future inflation have stayed stable throughout the same time, given how low actual inflation has been. As a final point, real wage growth has been relatively strong, suggesting that macroeconomic stability has not been attained at the price of a general loss in quality of life (Albanesi and Kim, 2021). It is essential to remember that the patterns observed since 1997 are essentially a continuation of those observed since 1993. On the other hand, the fact that unemployment, as measured by the ILO, has fallen to 5% without any discernible acceleration in price growth is a statistic with some weight and significance.  
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Figure 1: Recent Macroeconomics Changes in the UK Labour Market, 2023
Source: ResearchGate, 2023

The above graph depicts unemployment rates in the ILO measure in the first image, inflation as the GDP deflator in the second image, inflation expectations as those of Trade Unions negotiators twelve months in advance in the third image, and real wage growth as the Average Earnings Index relative to the Retail Price Index in the fourth image (Recent Macroeconomics Changes in the UK Labour Market, 2023). 
Consider the period from the middle of the 1980s to the present day to gain a clearer understanding of these adjustments. Since 1982, the unemployment rate has been consistently higher than 11 per cent in 1986. By the 1990s springtime, it had fallen to less than 7 per cent (Bulut and Carlson, 2020). This unprecedented decline can be attributed in part to expansionary fiscal and monetary policies, in part to global growth, and in part to a substantial decline in commodity prices in the mid-1980s. The question that must be answered is why the decline in the unemployment rate abruptly halted (Jain et al., 2020). The annual rate of inflation in the United Kingdom increased from 2.5% in 1986 to 7.6% in 1990, as measured by the GDP deflator. This increase can be attributed to the fact that inflation was previously measured based on the price of production. In actuality, the headline rate of the RPI did reach double digits for a single month in 1990. In addition, there was a deficit in international trade in 1990, which contributed negatively to the economy by 4%. 
In contrast to its name, the unemployment rate considered "equilibrium" may fluctuate significantly from one decade to the next. In the following paragraphs, we will investigate how and why it may have changed. It is essential to have a firm comprehension of the notion that it cannot be altered by monetary policy in general. This only affects how real unemployment rates fluctuate close to the equilibrium rate (McClelland, 2021). Even though discussing the concept is relatively straightforward, determining the level of equilibrium unemployment may be difficult. It is affected by any factor that has a consistent effect on inflationary pressure in the labour market at the current unemployment rate (Statista, 2023). 
Several factors can affect the equilibrium rate, including changes in trade union strength, the functioning of the benefits system, the compatibility between the skill requirements of job openings and the skills of unemployed job seekers, the functioning of labour taxes, product market competition, and minimum wages. Increases or decreases in minimum wages are additional factors that might influence the equilibrium rate (Bick and Blandin, 2021). In addition, such adjustments have no instantaneous impact on the rate at which the system reaches equilibrium. 
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Figure 2: Average Wages, 2023

Source: Statista, 2023 

The above graph helps in depicting the current state of the labour market in terms of average wages which is fluctuating in different periods from the year 2012 to 2020 (Statista, 2023). According to Statista, (2023), in 2019, 4.87m male employees worked in the industry sector and the 2019, the share of the 25-54 years old labour force in the United Kingdom amounted to 23.56m. According to a survey released on Wednesday, Britain's labour market showed additional signs of softening in February, as permanent job postings fell for the fifth consecutive month and compensation growth stalled, indicating employers' economic concerns (Chung, 2020). The monthly permanent placements index from KPMG and the Recruitment and Employment Confederation fell to 46,3 in February, down from 46,8 in January, as businesses were more likely to hire temporary workers to fill vacancies.

According to the Open University's 2022 Business Barometer, 68 per cent of small and medium-sized enterprises and 86 per cent of large organizations are currently experiencing skills shortages. 78% of businesses have reported that personnel shortages have led to a decrease in production, productivity, or development, and 72% have reported that these shortages increase the amount of work that other employees must complete (Bulut and Carlson, 2020). The Federation of Small Businesses has issued a warning that "the widespread labour shortage is limiting the ability of small firms to grow," which comes at a time when these businesses are also contending with a worsening energy problem during the winter, rising borrowing rates, and rampant inflation. 
According to the annual CBI/Pertemps Employment Trends Survey, more than three-quarters of UK businesses believe that the country's attractiveness as a place to invest and conduct business has diminished over the past five years (Statista, 2023). The results of the 2022 Youth Voice Census, a survey of individuals aged 11 to 30, indicate a mental health crisis. 51% of young individuals aged 19 and older who were surveyed cited mental health issues as the most significant barrier to obtaining a job, either now or in the future (Aronson, 2019). 52% of respondents identified anxiety as the most significant obstacle in the workplace. It also indicates that youth feel inadequate for future employment opportunities.  
Emerging Changes in the Human Resourcing Strategies in the Post-COVID Period and Post-Brexit Period 
Emerging Changes in the Human Resourcing Strategies in the Post-COVID Period 

Human resource management, also known as HRM, is a crucial aspect of an organization's reconfiguration efforts. To successfully acclimate to changes in the workplace during the "new normal," it is recommended that we modify our methods of operation and work routines (Tulungen and et al. 2021). It has become the "new normal" for businesses to keep using the hybrid of on-site and remote work arrangements that were put in place during the epidemic. Agile human resource management approaches and tools should be developed and used by the human resources department to help firms and their workers adapt to the "new normal" and be ready for the next crisis (Baporikar, 2021).

The hiring process, employee relations, performance review, technology training, and mental health and well-being will all be affected by this shift, as will the availability of employee assistance programs, alternative work locations, working conditions, compensation, and performance management. Human resource reorganization strategies that help businesses thrive in the "new normal" and beyond aren't well explored in the existing literature. An analysis of the available literature on the topic of WFH reveals that many companies are falling short in key areas. This is because several workers had health problems as a result of WFH, despite their best efforts to balance their personal and professional lives (Vyas, 2022).

The widespread impact that the pandemic has had on business operations can be broken down into the following categories: recruitment, staff welfare, technological training, employment relationships, and performance evaluation (Ngoc, Tien and Anh, 2020). HRM encompasses people management, employee administration, and professional development. Despite this, the epidemic has had a significant impact on the entirety of this process (Zhong and et al. 2021). Human resources have unquestionably been one of the most significant casualties directly attributable to the COVID-19 epidemic. When employees are perpetually required to work from home to comply with government social distancing regulations, the fundamental effect of the epidemic can be observed in their well-being and performance.

Human resource managers are responsible for ensuring that remote workers get the emotional and technical support they need to succeed in their roles (Wheatley, Hardill, & Buglass, 2021). HR departments are expected to reevaluate and alter their approaches to human resource management. In the "new normal" that has evolved in the wake of the economic crisis, these should be relevant to recruiting and enhancing the well-being and technology skills of workers with the right mindset to optimize production. Crisis management studies confirm the potential significance of the HR department during times of crisis.

By controlling the flow of people and fostering a culture that supports flexibility and agility, strategic human resource management allows firms to generate more value than other departments during times of crisis. Because of this, strategic HRM may provide value to a company (Zahra, 2021). Strategic human resource management, on the one hand, defines the vertical connection between HRM and the overall business strategy. Second, strategic human resource management emphasizes the need for HRM functions to work together in a unified fashion. 
Using a strategic HRM viewpoint, the next few parts of this chapter will explain how the HR department may help businesses create value by focusing on their employees (Sharma and Kumar, 2022). The remainder of the report conducts a cursory investigation of the published literature on crisis management before examining the reconfiguration of individual HR practices to facilitate efficient deployment post-crisis within the "new normal."
Emerging Changes in the Human Resourcing Strategies in the Post-Brexit Period 

It may appear to be a daunting endeavour because there are numerous practical factors to consider. Therefore, it is necessary to focus on the present before looking to the future (Gänzle, Leruth and Trondal, 2019). The uncertainty caused by Brexit has indirect effects on several topics, including pensions, financial incentives, and compensation. Companies that have depended on EU subsidies, such as that given by the Common Agricultural Policy, may now find it more expensive to conduct business with the EU as a result of the new trade pact (Sarantinos, 2022). 

As a result of the United Kingdom no longer being required to comply with EU law, it is conceivable that certain pension-related rules and regulations may be eliminated or revised. The process for recruiting EU citizens is identical for UK-based executives and US executives with operations in the UK seeking to fill positions (Trondal, Gänzle and Leruth, 2022). Employees who work in a regulated industry that requires specific credentials must ensure that these credentials are "officially recognized," and HR professionals should assist new talent in obtaining permission from regulators to use these credentials before they arrived in the United Kingdom (Vidmar, Rosiello and Golra, 2020). 
Citizens of the United Kingdom who are presently employed in a country that is a member of the European Union (EU) must petition for permission from the EU country in which they are located to continue working. It is essential to keep in mind, however, that the documentation requirements for each EU country are distinct (Gibbins, 2022). The task of reviewing all the data that the European Commission provides falls on one person. This individual should then assist affected workers in submitting the necessary permit applications and making the necessary arrangements so that they can continue working in their current country (Sulaiman, Enehezeyi and Akeem, 2020). 
The fact that there is no longer unrestricted migration of people between the EU and the United Kingdom should be the most significant factor for American enterprises. When it comes to administering EU citizens already employed in UK offices and vice versa, the required documentation will be necessary (Angioloni and et al. 2022). It is essential to consider the impact that Brexit is having on the mental health of workers, in addition to the plethora of new laws and regulations that businesses must be aware of as a result of Brexit.

Even though businesses are currently in a state of upheaval for a variety of reasons, it is necessary to recognize and address the stress caused by Brexit for individuals who are affected by it (Molloy and Smith, 2022). Having a thorough understanding of how Brexit is affecting various company aspects, sharing this knowledge with your employees, and then coming up with a strategy for dealing with the impact are some ways to mitigate this. This is one method to mitigate the situation (Baporikar, 2021). A person should investigate the diversity of available resources, such as the comprehensive Brexit Hub provided by the Chartered Institute of Personnel and Development, and draw on their network of peers to exchange knowledge (Clausen and Rudolph, 2022). 
CONCLUSION
The conclusion developed through the study is about the sustainable situation of the labour market of the UK in the current period. In addition to this, the conclusion relates to the effective level of consideration towards the labour market which contributes from different sources such as domestic, international, immigration, foreign students and many more. Lastly, the conclusion relates to the changes in the human resourcing strategies in the post-COVID period and post-Brexit situation with the development of transparency with employees, acknowledging the salary differences, leveraging the foreign policies that help in meeting the needs and requirements of human resourcing in the UK market. 
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