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[bookmark: _Toc131541580]a) The current state of the labour market in the UK

[bookmark: _Toc131541581]Introduction
The labour market is a crucial component of any economy, reflecting the supply and demand for labour within a given country. In recent years, the United Kingdom (UK) has undergone significant changes in its labour market, impacted by factors such as globalization, technological advancements, and the COVID-19 pandemic (Fotiadou, 2021). This report provides an overview of the current state of the labour market in the UK, highlighting the employment trends and challenges faced by job seekers and employers alike. Additionally, the report examines the government policies and initiatives aimed at addressing labour market issues in the UK. By providing insights into the UK's labour market, this report aims to shed light on the current situation and potential opportunities for stakeholders in the labour market.

[bookmark: _Toc131541582]Overview of the labour market in the UK
The labour market in the UK is a complex and dynamic system that reflects the economic conditions of the country. In recent years, the labour market has undergone significant changes, driven by a range of factors such as technological advancements, changes in the structure of the economy, and the COVID-19 pandemic (Fotiadou, 2021). According to the “Office for National Statistics (ONS)”, the employment rate in the UK was at 75.2% in the three months to December 2021, down from 76.5% in the same period in the previous year. The ONS also reported that the unemployment rate in the UK was 3.8% during the same period, up from 3.6% in the previous year (Watermeyer, et al., 2021).
 The UK labour market is diverse, comprising of various sectors such as healthcare, education, manufacturing, and finance. Additionally, the UK labour market also includes a significant number of self-employed individuals, with approximately 4.9 million people classified as self-employed in 2021. Overall, the labour market in the UK is characterized by a range of challenges, including issues related to job insecurity, low pay, and inequality. However, it also presents opportunities for job seekers and employers alike, with growth potential in sectors such as technology, renewable energy, and healthcare (Bell and Blanchflower, 2020).

[bookmark: _Toc131541583]Employment trends in the UK
The UK labour market has experienced a range of employment trends in recent years, influenced by various economic and social factors. One notable trend is the rise in self-employment, with the number of self-employed workers in the UK increasing from 3.8 million in 2008 to 4.9 million in 2021 (Watermeyer, et al., 2021). Another trend is the shift towards part-time employment, with the number of people working part-time in the UK increasing from 7.7 million in 2008 to 8.5 million in 2021. However, this trend is also accompanied by concerns about job insecurity and low pay, with many part-time workers struggling to make ends meet (Etheridge and Spantig, 2020). 
The COVID-19 pandemic has also had a significant impact on employment trends in the UK, with many businesses facing closures or reduced activity (Brell, et al., 2020). The ONS reported that the number of employees on payroll decreased by 0.6% between November 2021 and December 2021, reflecting ongoing challenges in the labour market. On a positive note, there are growth opportunities in certain sectors of the UK labour market, such as technology, renewable energy, and healthcare. 

[bookmark: _Toc131541584]Job market challenges in the UK
Despite the growth potential in certain sectors of the UK labour market, there are several challenges that job seekers and employers face. One of the significant challenges is the impact of the COVID-19 pandemic, which has led to increased job insecurity, reduced demand for workers, and business closures (Bell and Blanchflower, 2020). Another challenge is the prevalence of low pay in many sectors of the UK labour market. The ONS reported that approximately 6 million workers in the UK were paid less than the real living wage in 2021, highlighting the issue of income inequality (Brell, et al., 2020). 
The UK labour market also faces challenges related to skills gaps and mismatches, with many employers struggling to find workers with the required skills and qualifications. This issue is particularly prevalent in the technology sector, where there is a shortage of workers with digital skills (Zhu, et al., 2019). Additionally, there are challenges related to gender and racial inequality in the UK labour market, with women and minority groups often facing barriers to employment and lower pay than their male and non-minority counterparts (Etheridge and Spantig, 2020). Overall, these job market challenges in the UK reflect the need for ongoing policy and programmatic interventions aimed at creating more equitable and inclusive labour market opportunities for all.

[bookmark: _Toc131541585]Government policies to address labour market issues in the UK
The UK government has implemented various policies and initiatives aimed at addressing the job market challenges faced by job seekers and employers in the country. One of the key initiatives is the “National Living Wage”, which was introduced in 2016 and is set to increase to £9.50 per hour in April 2023 (Zhu, et al., 2019). This policy aims to reduce income inequality and improve the wages of low-paid workers. Another initiative is the Skills for Jobs White Paper, which was published in January 2021 and sets out the government's plans to improve skills training and education to address skills gaps and mismatches in the labour market (Watermeyer, et al., 2021). This includes investments in vocational training and apprenticeships, as well as the establishment of a new lifelong learning entitlement. 
The UK government has also implemented policies aimed at supporting job creation, such as the Kickstart Scheme, which provides funding for employers to create job placements for young people (Bell and Blanchflower, 2020). Additionally, the government has introduced measures to support self-employed workers, such as the Self-Employment Income Support Scheme, which provides financial assistance to self-employed workers affected by the COVID-19 pandemic. The UK government is also working to address gender and racial inequality in the labour market, including through initiatives such as the Women's Business Council and the Race at Work Charter, which encourage employers to promote diversity and inclusion in their workplace (Brell, et al., 2020)s. These government policies and initiatives demonstrate a commitment to addressing the job market challenges in the UK and promoting more equitable and inclusive labour market opportunities for all.
[bookmark: _Toc131541586]Conclusion
The labour market in the UK is facing several challenges, including low productivity, skills shortages, and wage stagnation. Despite these challenges, there have been some positive trends, such as a decrease in unemployment rates and an increase in job vacancies (Watermeyer, et al., 2021). The UK government has implemented several policies to address these issues, including investing in skills training and education and increasing the minimum wage. However, more needs to be done to ensure that the labour market is inclusive and sustainable in the long term.


[bookmark: _Toc131541587]b) The emerging changes in Human Resourcing Strategies in the post Covid, post Brexit external environment.

[bookmark: _Toc131541588]Introduction
The Covid-19 pandemic and Brexit have brought unprecedented changes in the global business environment, including the realm of Human Resourcing Strategies (Trondal, et al., 2022). The sudden shift to remote work, the rise of new technologies, and the changing nature of work have all influenced the way organisations approach HR management. While the pandemic has brought about some significant challenges, it has also presented an opportunity for companies to rethink their HR strategies and adapt to the changing landscape (Caliendo, 2022). 
Brexit, on the other hand, has led to changes in immigration policies, labour laws, and employment regulations, which have also impacted HR management. In this report, we will examine the emerging changes in Human Resourcing Strategies in the post Covid, post Brexit external environment (Pearce, et al., 2022). The report analyses the impact of these events on HR management and explores the emerging trends in HR practices that organisations are adopting to adapt to the new environment. We will also discuss the implications and challenges of these changes for organisations and provide recommendations on how businesses can leverage these changes to their advantage.

[bookmark: _Toc131541589]The Impact of Covid and Brexit on Human Resourcing Strategies
The Covid-19 pandemic has brought about significant changes in the way organisations approach Human Resourcing Strategies. The sudden shift to remote work and the adoption of new technologies have challenged traditional HR practices and highlighted the need for new approaches (Sindakis and Aggarwal, 2022). Many companies have had to adjust their recruitment, onboarding, and employee engagement strategies to adapt to the new environment.
One of the most significant impacts of Covid-19 on HR management has been the rise of remote work. As many organisations had to close their physical workplaces due to lockdowns and social distancing requirements, they had to find ways to continue their operations remotely (Biginas and Koumproglou, 2022). This shift has required companies to rethink their HR strategies, from managing employee productivity to fostering remote collaboration and communication.
Another impact of the pandemic on HR management has been the increased focus on employee health and wellbeing. As the pandemic has taken a toll on people's mental health and created a sense of uncertainty, companies have had to find ways to support their employees' physical and mental health (Sindakis and Aggarwal, 2022). This has required organisations to invest in employee wellness programs, mental health resources, and flexible work arrangements to support their employees' wellbeing.
Brexit has also had a significant impact on HR management. One of the most significant changes has been the impact on immigration policies, which has affected companies' ability to hire international talent (Caliendo, 2022). This has led many organisations to focus on developing their internal talent pipelines and investing in training and development programs to up skill their existing employees.
Another impact of Brexit on HR management has been the changes in labour laws and employment regulations. Companies have had to adjust their HR practices to comply with new regulations and ensure that they are providing fair and equitable employment opportunities to all employees (Trondal, et al., 2022). The Covid-19 pandemic and Brexit have brought about significant changes in the way organisations approach HR management. These changes have required companies to be flexible, adaptable, and creative in their HR strategies to ensure that they can continue to attract, retain and engage their employees in the new environment (Pearce, et al., 2022).

[bookmark: _Toc131541590]The Emerging Trends in Human Resourcing Strategies
In response to the Covid-19 pandemic and Brexit, organisations have been adopting new Human Resourcing Strategies to adapt to the changing external environment. Here are some of the emerging trends in HR management:
Virtual Recruiting and on boarding: As remote work has become the new norm, companies have had to shift their recruiting and on boarding processes online (Sindakis and Aggarwal, 2022). Virtual recruiting and on boarding have become essential strategies for companies to continue hiring and integrating new employees into their organisations.
Employee Wellness and Mental Health Support: The pandemic has highlighted the need for companies to focus on their employees' health and wellbeing (Caliendo, 2022). Companies are investing in wellness programs and mental health support to help employees manage the stress and uncertainty caused by the pandemic.
Flexibility in Work Arrangements: With remote work becoming more prevalent, companies are offering more flexibility in work arrangements, such as flexible hours, hybrid work models, and job sharing. These arrangements help employees balance their work and personal responsibilities and improve their overall quality of life (Trondal, et al., 2022).
Data-Driven HR Management: The use of data and analytics has become increasingly important in HR management. Companies are using data to make more informed decisions about hiring, employee engagement, and performance management (Trondal, et al., 2022).
Upskilling and Reskilling: With the impact of Brexit on immigration policies, companies are focusing on developing their internal talent pipelines. Upskilling and reskilling programs have become critical strategies for organisations to upskill their existing employees and prepare them for future roles and responsibilities.
The emerging trends in HR management highlight the need for organisations to be agile, adaptable, and responsive to the changing external environment. By embracing these trends, companies can attract and retain top talent, improve employee engagement and productivity, and build a resilient workforce for the future (Trondal, et al., 2022).

[bookmark: _Toc131541591]Implications and Challenges
 In response to the Covid-19 pandemic and Brexit, organisations have been adopting new Human Resourcing Strategies to adapt to the changing external environment. The emerging trends in HR management offer many benefits, including attracting and retaining top talent, improving employee engagement and productivity, and building a resilient workforce for the future (Pearce, et al., 2022). However, these trends also pose significant challenges for organisations that need to be addressed to fully leverage their potential.
One of the most significant changes in HR management is the shift to virtual recruiting and on boarding. As remote work has become the new norm, companies have had to shift their recruiting and on boarding processes online (Caliendo, 2022). Virtual recruiting and on boarding have become essential strategies for companies to continue hiring and integrating new employees into their organisations.
The pandemic has also highlighted the need for companies to focus on their employees' health and wellbeing. Companies are investing in wellness programs and mental health support to help employees manage the stress and uncertainty caused by the pandemic (Sindakis and Aggarwal, 2022). This has led to a growing trend of employee wellness and mental health support in HR management. With remote work becoming more prevalent, companies are offering more flexibility in work arrangements. Flexible hours, hybrid work models, and job sharing arrangements help employees balance their work and personal responsibilities and improve their overall quality of life (Pearce, et al., 2022). This flexibility has become a critical factor in attracting and retaining top talent.
The use of data and analytics has become increasingly important in HR management. Companies are using data to make more informed decisions about hiring, employee engagement, and performance management (Deshmukh, 2022). This trend has led to a data-driven approach to HR management. The impact of Brexit on immigration policies has led companies to focus on developing their internal talent pipelines (Sindakis and Aggarwal, 2022). Upskilling and reskilling programs have become critical strategies for organisations to upskill their existing employees and prepare them for future roles and responsibilities. Companies are investing in reskilling and upskilling programs to build a resilient workforce and reduce their dependence on external talent (Pearce, et al., 2022).
While the emerging trends in Human Resourcing Strategies offer many benefits, they also pose significant challenges for organisations (Trondal, et al., 2022). Companies need to address challenges such as the digital divide, maintaining company culture, compliance with changing regulations, managing remote teams, and reskilling and up skilling employees. By being proactive in addressing these challenges and developing strategies to leverage the emerging trends, organisations can build a resilient workforce and stay competitive in the post Covid, post Brexit external environment (Sindakis and Aggarwal, 2022).

[bookmark: _Toc131541592]Conclusion
The post Covid, post Brexit external environment has brought about significant changes in Human Resourcing Strategies. Organisations are adopting new strategies to adapt to the changing environment, attract and retain top talent, improve employee engagement and productivity, and build a resilient workforce for the future. The emerging trends in HR management include virtual recruiting and onboarding, employee wellness and mental health support, flexible work arrangements, a data-driven approach, and upskilling and reskilling programs (Biginas and Koumproglou, 2022).
 However, these trends also present significant challenges for organisations, such as the digital divide, maintaining company culture, compliance with changing regulations, managing remote teams, and reskilling and upskilling employees. Companies need to address these challenges proactively and develop strategies to leverage the emerging trends to their advantage. In the post Covid, post Brexit external environment, HR management will play a critical role in building a resilient workforce and ensuring the long-term success of organisations. Companies that can adapt to the changing environment and leverage the emerging trends in HR management will have a competitive advantage in attracting and retaining top talent, improving productivity, and building a strong organisational culture.
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