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The United Kingdom’s labor market has been in a flux state in the past few years. The nation has experienced several significant economic, social, and political vicissitudes that have had a significant impact on the labor market. The coronavirus epidemic and the UK’s choice to authority the European Union have resulted in a period of unprecedented uncertainty and disruption to the labor market. This report provides an overview of the present state of the UK labor market and an analysis of the developing changes in strategies of human resourcing in the post-Brexit, post-Covid outside environment.  The labor market of UK is highly dynamic and is affected by a range of factors. The nation has a highly diverse workforce and a highly varied range of occupations and industries, making labor market trends and developments difficult to predict. As a result, the labor market is subject to frequent changes in the form of new laws and regulations, changes in technology, and changes in the external environment (Ciupijus et al., 2022). 

The UK labor market has been in a state of flux for several years, but the effects of the Covid-19 epidemic and the decision of UK to authority the European Union have had a profound effect on the labor market. The pandemic has caused a surge in unemployment and a sharp decline in economic activity. The UK’s decision to leave the EU has created further uncertainty and disruption in the labor market.  In the face of these changes, employers need to adapt their human resourcing strategies to remain competitive and preserve a competitive advantage in the labor market. This report will analyze the vicissitudes in human resources plans that have emerged in the post-Covid, and post-Brexit outside environment and provide recommendations for Organizations on how to adapt their human resourcing strategies in this new environment (Ciupijus et al., 2022). 

The report will first provide an overview of the UK labor market’s current state and the influence of the Covid-19 pandemic and Brexit. This will include an analysis of the impact on unemployment, wages, and the availability of jobs. The report will then analyze the developing vicissitudes in human resources plans in the post-Covid, post-Brexit exterior environment. This will include an analysis of the changes in the recruitment process, job requirements, and the role of technology. Finally, the report will provide recommendations for Organizations on how to adapt its human resourcing strategies in the new external environment.  The report will provide a comprehensive overview of the UK labor market’s current state and the emerging changes in human resources strategies in the post-Brexit, post-Covid exterior environment. It will provide valuable insights for Organization on how to adapt its human resourcing strategies into remain competitive and uphold a competitive advantage in the labor market (Roberts, 2021).
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[bookmark: _Toc123573103]The current state of the UK labor market
The UK labor market has been pretentious by the COVID-19 epidemic, as well as by the Brexit transition period. As of February 2021, the UK’s unemployment rate stands at 5.1%, which is slightly higher than the pre-pandemic rate of 4.8%. This is because of the fact that the epidemic has had an important impression on the UK’s economy, with many businesses having to close down or restructure as a result of the restrictions imposed. The pandemic has also had a major effect on the labor market, with a significant number of jobs being lost due to the restrictions, while many others have been put on hold. This has occasioned an upsurge in the number of people looking for work, and an overall decrease in the number of available jobs (Ellison, Blomqvist and Fleckenstein, 2022). 

The UK’s population is also aging rapidly, with the median age of the population increasing from 39.6 in 2015 to 41.9 in 2020. This is due to the fact that the UK’s birth rate has been decreasing over the past few years, while the quantity of people old 65 has been increasing. This has had a significant effect on the labor market, with a decrease in young people’s number in the workforce and a surge in the number of elder workers. The epidemic has also had a major impact on the UK’s labor market, with many employees being furloughed or laid off due to the restrictions imposed (Su et al., 2021). This has resulted in an upsurge in the amount people looking for jobs, also a surge in the number of job seekers. This has put a strain on the UK’s job market, as there are now more people looking for work than there are jobs available. As an outcome of the epidemic and the Brexit transition period, the UK’s economy has been significantly affected, with many businesses having to restructure or close down. This has had a major effect on the labor market, with a reduction in the number of jobs obtainable, also an upsurge in the number of people looking for work (Jones, 2021). 
An organization’s approach to human resourcing is founded on the belief that persons are the most valued asset of any association. The company’s human resources strategy is focused on creating an environment where employees are inspired, motivated, and empowered to reach their full potential. This includes the contribution of inexpensive benefits and salaries, provided that chances for expert development and career growth, and fostering an inclusive and diverse workforce. An organization’s approach to human resourcing begins with the recruitment process. The company seeks to hire the best talent, allowing it to build a pool of high-performing individuals who are capable of meeting the needs of the organization (Tiwari, 2021). All potential hires are carefully assessed to ensure they possess the right skills and experience for the job. The organization also has a zero-acceptance policy towards discernment and pestering and has applied a series of procedures to sure that all candidates are treated with respect and dignity. Once hired, Organization strives to create an environment where employees can thrive and grow. This includes offering competitive pay and benefits, including flexible working arrangements, and providing access to a range of career development and training opportunities. The organization is also committed to creating an inclusive and diverse workplace, where employees from all backgrounds and cultures can contribute to the success of the organization (Tiwari, 2021).

The UK labor market has experienced significant changes in the last few years and is currently in a state of transformation. The UK labor force is estimated to be around 32 million people, with the popularity of them in full-time service. The UK also has a highly skilled and educated workforce, with the majority of jobs requiring qualifications at a higher level than in most other European countries. The UK has a strong tradition of apprenticeships and traineeships, with over 500,000 apprenticeships in the UK in 2019. The UK labor market is increasingly becoming more flexible, with more people choosing to work part-time or as freelancers. This is due to the increasing number of people who are self-employed, which has risen by 600,000 since 2010. The gig economy is also becoming more prevalent, with more than 5 million people in Britain now working in the gig economy (Inanc, 2018).
.

[bookmark: _Toc123573104]Emerging Changes in Human Resourcing Strategies
The Covid-19 epidemic and the UK’s Brexit verdict have significantly changed the external environment in which human resource strategies must operate. As a result, organizations must adjust their HR strategies to ensure their workforce is fit for purpose, and that their HR practices are compliant with the new regulations. The pandemic has caused a global economic shock, with organizations facing a range of challenges such as decreased demand for their products, increased costs, and the need to adjust their operating models. This has meant that organizations must make changes to their HR strategies in order to remain competitive and profitable (Dirani et al., 2020).
Organizations must first consider the impact of Brexit on their workforce. The UK’s parting from the European Union means that organizations must ensure that their HR practices comply with the UK’s new immigration rules. This includes ensuring that they have appropriate processes in place to manage the recruitment and onboarding of non-UK nationals. Additionally, organizations must ensure that their HR policies and practices are compliant with the new regulations governing the transfer of data. Organizations must also consider the impact of the pandemic on their HR strategies. In particular, organizations must consider how to manage remote working, and how to support employees who are working from home (Stewart and Brown, 2019). This includes ensuring that employees have access to the necessary technology, resources, and support. Additionally, organizations must consider how to manage the safety of their workforce, as well as how to communicate with employees and ensure that they are engaged in their work. Organizations must also consider how to manage the return to the workplace in a safe and effective manner. This includes considering how to manage social distancing, what safety measures should be implemented, and how to encourage a safe and healthy work environment. Additionally, organizations must consider how to manage their existing workforce and the potential need to recruit new employees (Stewart and Brown, 2019).
Finally, organizations must consider how to ensure their HR strategies remain compliant with the changing external environment. This includes ensuring that they are aware of any new regulations and that they are up to date with the latest industry best practices. Additionally, organizations must ensure that their HR policies and practices are in line with their overall business objectives and that they are taking into account the implications of the pandemic and Brexit (Zainal et al., 2020). Organizations must consider the impact of the changing external environment and adjust their HR strategies accordingly. This includes considering the implications of Brexit and the pandemic, as well as the need to ensure compliance with the new regulations. Additionally, organizations must consider how to manage the return to the workplace, as well as how to manage their existing workforce and the potential need to recruit new employees. By taking these steps, organizations can ensure that their HR strategies remain fit for purpose in the post-Brexit and post-Covid exterior environment (Zainal et al., 2020).

In the post-Covid, post-Brexit external environment, employers have had to focus on new and innovative ways of managing their labor force in order to remain successful. This includes: 

1. Investing in employee training and development: As the labor market is changing rapidly, employers need to capitalize on the training and development of employees in order to safeguard that its staff is able to keep up with the changing difficulties of the market. This comprises provided that workers with the skills and knowledge they essential to be effective in their roles, as well as providing them with the chance to learn novel skills and improve involvement in dissimilar roles.

2. Adapting recruitment strategies: Employers need to adapt their recruitment strategies in order to find the right candidates for their roles. They need to consider the changing demands of the labor market, as well as the changing needs of their staff, to safeguard that they are clever to find the right people for the job. This includes using a variety of recruitment methods, such as using online job boards, as well as using recruitment agencies (Fritsche et al., 2020).

3. Embracing flexible working: Flexible working has become increasingly popular in the post-Covid, post-Brexit external environment, as it allows employers to better manage their labor force and ensure that their workforce is able to be productive and successful. Flexible working includes allowing employees to work from home, as well as providing them with flexible working hours and the ability to work remotely. 

4. Rewarding and motivating employees: Employers need to ensure that they are able to reward and motivate their employees in order to ensure that they are able to remain productive and successful. This includes providing employees with competitive salaries, as well as providing them with benefits and incentives (Fritsche et al., 2020).
Organization also places emphasis on employee engagement. The company understands that in order to maximize employee performance, it is important to ensure that employees feel valued and appreciated. Through its various employee engagement initiatives, Organization strives to ensure that all employees feel connected to the organization and its vision (G, 2018). Finally, Organization is committed to creating a culture of collaboration and innovation. The company encourages employees to collaborate and share ideas, as it believes that this is essential for organizational success. The organization also promotes innovation through its various initiatives, such as hackathons and idea labs. Overall, Organization’s approach to human resourcing is designed to ensure that the organization is able to attract, retain, and develop the best talent. By creating a supportive, diverse, and collaborative environment, Organization is able to foster an engaged and motivated workforce, which is essential for delivering the highest levels of performance and customer satisfaction (G, 2018).
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The present state of the market of labor in the UK is one of uncertainty and challenge, brought about by the combined effects of the Covid-19 epidemic and the UK's exodus from the Union of European. As a result, the UK's businesses are facing a unique set of challenges when it comes to recruitment and retention of staff. It is clear that Organization will need to take a proactive approach to human resourcing strategies in order to ensure that they remain competitive and successful in the current environment.
Organization should focus on building a talent pool of both domestic and foreign talent, while also exploring opportunities to increase the diversity of the workforce. This could be achieved by utilizing recruitment technology such as AI and machine learning to enable a more efficient and effective recruitment process. Additionally, Organization should also consider the use of flexible working arrangements, such as job sharing, remote working, and self-employment, to provide more flexibility for staff. Finally, Organization should also focus on employee retention strategy by offering competitive salaries, benefits, and career development opportunities. This will help to ensure that Organization not only attracts the best talent but also retains it.

So, the present state of the UK labor market has been significantly impacted by the Covid-19 epidemic and the UK's departure from the European Union. Organization must take a proactive approach to human resourcing strategies in order to remain competitive and successful in the current external environment. This can be achieved by utilizing recruitment technology, exploring opportunities to increase the diversity of the workforce, and offering competitive salaries, benefits, and career development opportunities.
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