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1. [bookmark: _Toc134566920]Introduction
The UK labor market is quickly growing in large part to human resource management (HRM). HRM is the practice of successfully and efficiently managing human resources to accomplish organizational goals. This essay's objective is to assess HRM's influence on the UK labor market using Asda as an instance.
2. [bookmark: _Toc134566921]Aims and Objectives
The aim of this study is to evaluate importance of HRM in UK Labor market
Objectives
· To demonstrate HRM policies and processes to promote acquisition and decision-making
· To recommend effective strategies to enhance competitive labor market
3. [bookmark: _Toc134566922]Background of organization
An international grocery chain with its headquarters in the UK is called Asda. The business employs a sizable staff, and its HRM practices have a sizable effect on the labor market. Asda has a number of goals in place to help it become the top employer in the UK. These goals include encouraging diversity and inclusion, finding and keeping talented individuals, and assuring employee happiness and engagement (Brakman et al. 2021).
Any organization must have HRM policies and processes in place to be successful, and Asda is no different. Acquisition and decision-making, education and growth, handling performance, and remuneration and perks are just a few of the HRM policies and practices the organization has in place. With the help of these policies and processes, Asda can have a motivated staff that has the skills necessary to adapt to the changing demands of the labor market.
4. [bookmark: _Toc134566923]Policies and procedures
In order to recruit and keep talent in the UK's increasingly competitive labor market, businesses need to implement effective HRM practices. The labor market is sophisticated in developed nations like the UK; therefore, organizations must be creative and implement new HRM tactics to stay competitive (Melkumyan and Sahakyan, 2022). On the other side, emerging nations have less developed labor markets, therefore businesses can use conventional HRM techniques there.
Human resource management (HRM) has experienced significant shifts in the past few decades as a consequence of a wide range of internal as well as external variables. The Covid-19 disease outbreak and Brexit have both had a particularly meaningful impact on economic development, necessitating a rethinking of HRM approaches and the development of new strategies and practices to help organizations traverse this vast landscape. Specifically, it will examine the skills and competencies that are becoming increasingly important in today's job market, as well as the strategies and practices that organizations are adopting to attract and retain top talent in this new landscape. 
The report will begin by examining the impact of the pandemic and Brexit on the labor market, and the key challenges and opportunities that organizations are facing as a result. It will then discuss the emerging trends and developments in human resourcing strategies, with a focus on the skills and competencies that are becoming increasingly important in today's job market. Finally, the report will examine the strategies and practices that organizations are adopting to build more agile and resilient workforces that are better equipped to navigate the challenges and opportunities of this new landscape.
5. [bookmark: _Toc134566924]Labour market
In order to make ensuring that its HRM initiatives are in line with the demands of the labor market, Asda employs a variety of HRM ideas and methods. SWOT analysis is one of the strategies that Asda uses to assist the organization determine its advantages, disadvantages, opportunities, and threats. Asda uses this information to create HRM strategies that take advantage of its chances and strengths while minimizing its threats and shortcomings.
PESTLE analysis is another method that Asda uses to assist it to discover the elements that are political, economic, social, technical, legal, and environmental that have an impact on the labor market (Cooke et al. 2022). Asda uses this data to create HRM plans that consider the shifting demands of the labor market.
The labor market in the UK is currently experiencing a number of trends and challenges that are affecting both employers and employees. Some of the key issues include labor shortages, wage stagnation, and the impact of Brexit on the workforce. One of the most significant challenges facing employers in the UK is a shortage of skilled workers in certain sectors. This has been particularly acute in the healthcare, hospitality, and construction industries, where demand for workers has outstripped supply. The COVID-19 pandemic has also exacerbated these shortages, as workers have been forced to stay home due to illness or quarantine (Vaiman et al., 2021). 
At the same time, wage growth in the UK has been relatively slow in recent years, particularly for low-paid workers. This has been attributed to a number of factors, including competition from low-wage economies, the decline of unions and collective bargaining, and the rise of the gig economy. Many workers in the UK are also employed on zero-hours contracts, which offer little job security or benefits. Brexit has also had a significant impact on the UK labour market. The decision to leave the EU has led to uncertainty for many workers, particularly those from EU countries who may no longer have the right to work in the UK. This has contributed to labour shortages in certain sectors, particularly those that rely heavily on EU workers, such as agriculture and food processing. In response to these challenges, the UK government has taken a number of steps to support the labour market. 
These include investing in skills training and apprenticeships, increasing the minimum wage, and introducing new measures to improve job security and workers' rights. One of the key initiatives in this regard has been the introduction of the National Living Wage, which is designed to ensure that workers are paid a fair wage for their labour. The government has also introduced new measures to crack down on abusive employment practices, such as zero-hours contracts and unpaid internships (Roumpi, 2021). In addition to these measures, the UK government has also sought to attract skilled workers from overseas. This has included the introduction of a new points-based immigration system, which is designed to prioritize workers with the skills and experience that the UK economy needs. Despite these efforts, however, the UK labour market continues to face a number of challenges, particularly in the wake of the COVID-19 pandemic. The government will need to continue to invest in training and support for workers, as well as take steps to attract skilled workers from overseas if it is to address these challenges and ensure that the UK labour market remains competitive and dynamic in the years to come. In order to gain a comprehensive understanding of the current state of the labour market in the UK, it is important to engage with a wide range of literature and research on the topic. This involves conducting thorough research into the latest trends, issues, and challenges facing the labour market in the UK, and critically analyzing and synthesizing this information to draw informed conclusions. 
Some of the key sources of literature on the UK labour market include academic journals, government reports, industry publications, and news articles. By engaging with a variety of these sources, individuals can gain a deeper understanding of the complexities of the labour market, and the factors that are shaping its current state. In order to develop a comprehensive understanding of the current state of the labour market in the UK, it is important to have a solid foundation of knowledge and understanding of the key concepts and theories related to labour economics, human resource management, and employment law (Malik et al., 2021). This involves acquiring knowledge of key concepts such as labour supply and demand, wage determination, and the impact of globalization on the labour market. It also involves understanding the legal framework that governs employment relationships in the UK, including laws related to discrimination, unfair dismissal, and minimum wage requirements. By developing a strong knowledge and understanding of these concepts and theories, individuals can gain a deeper understanding of the underlying factors that are shaping the current state of the labour market in the UK. In addition to acquiring knowledge and understanding of key concepts and theories, individuals also need to develop a range of cognitive and intellectual skills in order to critically analyze and evaluate the current state of the labour market in the UK. This involves developing skills such as critical thinking, problem-solving, and analytical reasoning, in order to identify the key issues and challenges facing the labour market and to develop effective strategies for addressing these issues. 
Individuals also need to be able to evaluate the effectiveness of different policies and practices related to the labour market and assess their potential impact on both employers and employees. This requires the ability to weigh the costs and benefits of different approaches and to make informed decisions based on a thorough understanding of the relevant issues and challenges. In order to effectively address the challenges facing the labour market in the UK, individuals also need to develop practical application skills, such as project management, leadership, and communication (Moradlou et al., 2022). This involves developing the ability to plan and implement effective strategies for addressing labour market issues and to lead and motivate teams of employees to achieve their goals. It also involves developing strong communication skills, both written and verbal, in order to effectively convey information and ideas to stakeholders across different levels of an organization. Finally, individuals also need to develop a range of transferable skills that are applicable across different contexts and settings, both in their personal and professional lives. These include skills such as teamwork, adaptability, and resilience, which are essential for navigating the complexities of the labour market, as well as for success in other areas of life. By developing these skills, individuals can not only achieve success in their careers, but also in their personal lives, and can make meaningful contributions to their communities and society as a whole.
The post-Covid, post-Brexit external environment has brought about significant changes in the way that organizations approach human resourcing strategies. One of the key changes is a greater focus on remote working, as many organizations have had to transition to remote or hybrid work models in response to the pandemic. This has required a rethinking of traditional recruitment and selection processes, as well as a focus on new approaches to managing and motivating remote teams. Another key change has been a greater emphasis on diversity, equity, and inclusion (DEI) in the workplace. The Black Lives Matter movement, in particular, has brought renewed attention to the need for organizations to address systemic racism and other forms of discrimination in the workplace. This has led to a greater focus on building diverse and inclusive workforces, as well as developing strategies to address unconscious bias and promote equitable hiring and promotion practices (Martinescu et al., 2022). The post-Covid, post-Brexit environment has also brought about significant changes in the skills and competencies that are required for success in the workplace. With many organizations transitioning to digital or hybrid work models, there is an increasing need for workers who have strong digital skills and the ability to work effectively in virtual or remote environments. At the same time, there is also a growing demand for workers who have strong problem-solving, critical thinking, and creative skills, as organizations seek to adapt to rapidly changing market conditions and customer demands. Finally, there has been a growing emphasis on employee well-being and mental health, as organizations recognize the impact of the pandemic and other external factors on employee health and productivity. 
This has led to a greater focus on developing workplace cultures that prioritize employee well-being and support, as well as investing in programs and resources to promote mental health and resilience among employees. In sum, the post-Covid, post-Brexit external environment has brought about significant changes in the way that organizations approach human resourcing strategies, with a greater emphasis on remote working, DEI, digital skills, problem-solving and creativity, and employee well-being. By adopting these new approaches and strategies, organizations can build more agile and resilient workforces that are better equipped to navigate the challenges and opportunities of this new landscape (Sindakis et al., 2022). The COVID-19 pandemic and Brexit have brought significant changes to the external environment in which businesses operate, including changes to the labour market and human resourcing strategies. In order to navigate this new landscape, businesses must develop effective human resourcing strategies that are tailored to the post-Covid, post-Brexit environment. This requires a range of skills and knowledge, including:
· In order to develop effective human resourcing strategies in the post-Covid, post-Brexit environment, businesses must engage with a wide range of literature and research on the topic. This involves conducting thorough research into the latest trends, issues, and challenges facing businesses in the post-Covid, and post-Brexit environment, and critically analyzing and synthesizing this information to draw informed conclusions (Sarantinos, 2022). Some of the key sources of literature on human resourcing strategies in the post-Covid, post-Brexit environment include academic journals, industry reports, government publications, and news articles. By engaging with a variety of these sources, businesses can gain a deeper understanding of the emerging changes in the labour market, and the factors that are shaping the post-Covid, post-Brexit external environment.
· In order to develop effective human resourcing strategies in the post-Covid, post-Brexit environment, businesses must have a solid foundation of knowledge and understanding of the key concepts and theories related to human resource management, labour economics, and employment law. This involves acquiring knowledge of key concepts such as talent management, workforce planning, and employee engagement. It also involves understanding the legal framework that governs employment relationships in the post-Covid, post-Brexit environment, including changes to immigration policies and the impact of Brexit on employment law. By developing a strong knowledge and understanding of these concepts and theories, businesses can gain a deeper understanding of the challenges and opportunities presented by the post-Covid, and post-Brexit external environment, and can develop effective strategies for addressing these challenges.
· In addition to acquiring knowledge and understanding of key concepts and theories, businesses also need to develop a range of cognitive and intellectual skills in order to navigate the challenges of the post-Covid, post-Brexit external environment. This involves developing skills such as critical thinking, problem-solving, and analytical reasoning, in order to identify the key challenges facing businesses in this new environment and to develop effective strategies for addressing these challenges (Salt et al., 2022). Businesses must also be capable of determining the efficacy of various human resources approaches in the post-Covid and post-Brexit environments, as well as their possible effects on both workers and their bosses. This necessitates the capacity to analyze the advantages and disadvantages of various approaches and make intelligent choices on the basis of an in-depth grasp of the problems and obstacles at hand.
· In order to effectively implement human resourcing strategies in the post-Covid, post-Brexit environment, businesses also need to develop practical application skills, such as project management, leadership, and communication. This involves developing the ability to plan and implement effective human resourcing strategies that are tailored to the specific needs of the post-Covid, post-Brexit environment. It also involves developing strong leadership skills, in order to motivate and engage employees in this new environment and to effectively communicate with stakeholders across different levels of an organization.
· Finally, businesses also need to develop a range of transferable skills that are applicable across different contexts and settings, both in their professional and personal lives. These include skills such as adaptability, resilience, and teamwork, which are essential for navigating the complexities of the post-Covid, post-Brexit external environment, as well as for success in other areas of life (Biginas et al., 2022). By developing these skills, businesses cannot only thrive in the post-Covid, post-Brexit environment but also build a more agile and resilient workforce that can adapt to changing circumstances in the future. 
Ultimately, working to develop efficient employee resource planning techniques in the post-Covid, post-Brexit surrounding world necessitates a wide variety of abilities and information, such as literary works interaction, knowledge and comprehension, mental and intellectual skills, real applications abilities, and relevant experience for life and consultancy services. By developing these skills and staying abreast of the latest trends and developments in the labour market, businesses can successfully navigate the challenges and opportunities of this new landscape and emerge stronger and more competitive in the long term.
6. [bookmark: _Toc134566925]Tools and theories
[bookmark: _Toc134566926]The strategic ideas of HRM are also critical to speeding the UK labor market. The resource-centered perspective (RBV), which contends that the assets and skills of an organization are crucial to its success, is one of the HRM strategic ideas that Asda employs. Asda also makes use of the exceptional-performance work system (HPWS) idea, which contends that by matching HRM procedures to strategic objectives, businesses may attain high levels of performance (Butterick and Charlwood, 2021). 
Conclusion
In conclusion, the post-Covid, post-Brexit external environment has brought about significant changes in the field of human resource management, requiring organizations to adopt new approaches and strategies to attract and retain top talent in this new landscape. 
The pandemic and Brexit have led to a greater emphasis on remote working, diversity, equity, and inclusion, digital skills, problem-solving and creativity, and employee well-being, all of which have become increasingly important in today's job market. Organizations that are able to adapt to these emerging changes and develop more agile and resilient workforces will be better equipped to navigate the challenges and opportunities of this new landscape. This requires a willingness to embrace new approaches and strategies and to invest in the development of the skills and competencies that are becoming increasingly important in today's job market. In the coming years, the field of human resource management is likely to continue to evolve, as organizations adapt to new technologies, changing market conditions, and evolving employee needs and expectations. 
By staying abreast of these emerging trends and developments, and by adopting a proactive and forward-thinking approach to HRM, organizations can build more resilient and successful workforces that are better equipped to navigate the challenges and opportunities of this new landscape. By critically reviewing and appraising current research and advanced scholarship, managers can gain a better understanding of the external and internal factors that influence their organization's resources, as well as the policies, procedures, and processes that can help them to optimize those resources. This knowledge can help managers to make more informed decisions and take actions that support long-term growth and success.
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