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INTRODUCTION
Human resource management is known to be a strategic approach which is used for nurturing as well as supporting employees towards a positive working environment. It benefits companies in enhancing their position and maintaining a healthy workplace in the business surrounding (Storey, 2023). The report is based on human resource management of the UK business market. The report involves a discussion of the present condition of the labour market in the UK. The report also involves the explanation of different human resource strategies with post-Covid and post Brexit along with the conclusion of file.
[bookmark: _Toc133182987]THE PRESENT STATE OF THE LABOUR MARKET IN UK
[bookmark: _Toc133182988]Covid-19 and Brexit
On the present side, Brexit casts doubt on the sector's capability to continue recruiting EU immigrants who have been capable to practice their right to freedom of movement to relocate to the United Kingdom and make up a substantial portion of the UK labour force (Kumodji, 2022). According to the provisions of the EU's free movement policy, these immigrants have been permitted to do so. In the interim, COVID-19 has resulted in the closure of borders, the loss of employment for a large number of UK-based employees, the abrupt availability of paid and unpaid social work opportunities, and the realisation that these changes are temporary caused an event or condition. Hands and limbs are willing to support the industry even during its most difficult times (Johnstone et al. 2023). The industry is plagued by unclear regulations and restrictions, incoherent advice, and a large number of fatalities associated with a high mortality rate among the general senior population, specifically among those who require care services.
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When there are insufficient applicants for open positions, it can be challenging for businesses to occupy those positions. This could result in a labour shortage. It is possible for there to be a labour shortage in a specific region or in specific occupations that require specific skills or functions. Examples of industries that can experience seasonal labour shortages include retail during the holiday season and agriculture during harvest time (Dickmann et al. 2023). The United Kingdom has recently been beset by significant lab or technician shortages, especially in the low-skilled sector, as a result of Brexit. This has both the positive effect of increased pay in some of these companies and the negative effect of a shortage of both products and services that have not yet been delivered.
Attractive Wages
When there is less available labour, the first observable effect on the economy is an increase in compensation (Langer and König, 2023). It is a straightforward case of supply and demand, as the industry is experiencing a severe shortage of workers, resulting in significant wage increases. There is only one solution to the current labour shortage, which is to increase wages:
· Create more job openings
· Invest more in training and technology
· Employ more apprentices (at reduced pay rates)
· Prioritise employee retention.
Reasons of the Shortage of Labour
· Social Prestige: Occupation is concerned not only with monetary compensation but along with the social prestige that accompanies it. Occupation is concerned with the associated social prestige (Sindakis and Aggarwal, 2022). The United Kingdom is making a concerted endeavour to increase the number of students enrolled in higher education institutions. Students and their parents have a general perception that jobs in the skilled professions, such as plumbers, electricians, and technicians, are not particularly appealing. Many individuals wish to avoid a career in retail because they perceive it to be a "temporary" employment opportunity.
· Economies at maximum employment: As the macro economy approaches maximum employment, it becomes more likely that vulnerable industries will experience labour shortages.
· Due to their locations, regions with robust economic growth but inadequate housing may experience labour shortages before other sectors of the economy (Portes and Springford, 2023). London, United Kingdom, has a significant need for workers; however, the city's costly rents make it less attractive to potential employees, resulting in a labour shortage. 
· Highly Skilled Jobs: Due to this requirement, jobs that require specialised knowledge and credentials typically receive fewer applications than other positions. For example, the educational requirements for the medical and nursing disciplines are significantly higher.
· Unskilled Work: Some positions in the service industry and agriculture are crucial to fill due to the non-monetary costs as well as negative social attitudes associated with the occupations. Farmers in industrialised nations with high expectations may find it difficult to recruit individuals for low-paying occupations that are frequently viewed as undesirable.
· Fixed Pay-out: Governments, not market forces, are responsible for allocating employment within the public sector. For political reasons, governments can implement prolonged wage freezes on positions in the public service sector that are experiencing labour shortages (Taylor et al. 2023). This is a common difficulty encountered by professionals in fields such as education. Compared to positions available in the private sector, this position requires a high level of expertise but pays only averagely.
· Geographical: It is possible that regions with flourishing economies but subpar housing will experience labour shortages before other sectors of the economy. London, United Kingdom, has a significant need for workers; however, the city's costly rents make it less attractive to potential employees, resulting in a labour shortage. 
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Redefining Corporate Culture by Moving to an Individual CentrIndividual-Centricsinesses attempt to implement more flexible work arrangements, re-establishing the organization's culture will focus on being a top priority for their human resources departments. There will almost undoubtedly be a substantial shift towards hybrid working models that capitalise on the benefits of both working from home and in an office. These models will exploit the benefits of functioning in both contexts. Despite the fact that this is a positive change, the ramifications of this transition pose a challenge to the business's established culture. Due to changes in working conditions, like fewer opportunities for face-to-face interaction as well as a more dispersed workforce, the social dynamic among employees will no longer be equal. 
It is an effective way to develop a balanced approach to handling a remote workforce as well as to strengthen existing relationships by scheduling routine check-ins for the solitary purpose of conducting business, engaging in social interaction, or receiving emotional support (Rafferty et al. 2023). If a corporation encourages open communication and implements direct communication channels between all of its departments, its leadership can remain informed of employee problems.  In conclusion, the implementation of insurance policies and programmes that promote diversity, equality, and inclusion will assist in bolstering the enterprise's values and fostering an environment that encourages trust, unity, empathy, and participation.
In light of the likelihood that the rate of distributed labour will accelerate shortly, businesses must make a concerted effort to uphold their fundamental principles. In addition, they must prioritise the creation of a work environment that positions humans at the centre of all decisions (Ponczek and Ulyssea, 2022). In addition, emphasising employee participation through the use of pulse and pride surveys is a noteworthy method to evaluate the employees' perspectives and obtain their feedback regarding the transition to a post-normal work environment.
Rewards and Compensation
As a result of the effects of COVID-19, a great number of businesses now have significantly increased debt levels, swiftly rising costs, almost no revenue, as well as damaged balance sheets. As a result, they have been compelled to implement cost-cutting measures by delaying or temporarily reducing the salaries and benefits of their employees (Okoroji et al. 2023). Even though this may affect the short-term strategies of numerous businesses, the epidemic has opened the door for a revaluation of employee benefits and compensation. To benefit steer the ship towards a swift and prosperous post-COVID recovery, many companies will be keen to compete for and recruit elite personnel. 
Due to the inability of many businesses to increase salaries, they may contemplate reducing the amount of fixed pay while simultaneously increasing the amount of variable pay. This has a direct bearing on the efficiency and effectiveness with which employees perform their tasks. This encourages employees to operate at a higher level, which contributes to the maintenance of a healthy as well as competitive environment (Gavriluță et al. 2022). On the other hand, some businesses may consider going in a different direction and providing flexible compensation as well as benefits packages in the hope that this will provide them with a competitive advantage in their industry. There is also an opportunity of instituting customised pay structures, in which employees can formulate their own compensation packages according to their own preferences as well as needs. This structure has the potential to improve employee retention and satisfaction.
Leveraging HR analytics for Data Driven Decision Making
In the past decade or so, businesses have witnessed an increase in dossier-driven decision making across all professions, industries, and organisations, and HR is no exception. Utilising workforce analytics permits HR to evaluate the occurrence, date, and justification of clerical events. To remain competitive in the new and complex business environment, especially as a result of COVID-19, businesses should utilise impact data to estimate their need for qualified personnel, as well as to better manage revenues and reduce expenses (Brandhorst et al. 2023). In order to measure and monitor the behaviour and output of the workforce, they must become increasingly dependent on data. By routinely studying and listening to the performance and data versification of staff members, HR is able to make the crucial potential acquisition, incident, along with administration decisions required to prepare the workforce for the issue it will face following COVID-19.
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Enhances Employee Retention
According to research conducted by the Recruitment and Employment Confederation (REC), fewer Europeans will choose to fill crucial positions in the future of the United Kingdom after Brexit. This is the case despite the fact that European workers already make up 7% of the total workforce in the United Kingdom. Employers and recruiters are concerned with filling these positions with candidates from the United Kingdom. They have had limited success recruiting unskilled or semi-skilled labourers from the United Kingdom. Residents of the United Kingdom are either overqualified for the position, unwilling to perform the activity, or unable to perform the activity due to disabilities or concerns about responsibilities. 
Despite the fact that the finest companies do not always offer the highest pay, 1.33 percent of employees cite benefits packages as the most influential factor in their employment decisions (Seshadri et al. 2023). Benefits programmes are not determined by external forces, but can be tailored to satisfy the needs and preferences of both permanent and temporary employees. Nonetheless, this is not true of benefit programmes. This is not the case for benefit programmes, despite the fact that many industries operate according to identical sets of values and methods. Benefit programmes are not dictated by external factors. The most well-known employee benefits include restrictions intended to promote a healthy work-life balance, financial incentives for vacations, flexible working hours and fitness programmes, and discounts.
 	A comprehensive benefits package can encourage new recruits and help current employees feel more motivated, valued, as well as invested in their work, leading to greater loyalty to the employee's employer and an increased likelihood that the employee will remain with the company (Paningrum et al. 2023). Perks for the entire staff as a whole contribute to a productive and vibrant work environment, allowing each employee to flourish professionally. It is necessary to instil employees with a sense of trust and delegate decision-making authority in order to cultivate a positive workplace culture. Moreover, employees should be encouraged to collaborate and assist one another. 
Freedom and independence assist employees in feeling optimistic about themselves and their destiny within the organisation. In addition, freedom and autonomy provide employees with the necessary time and space to generate novel solutions to problems and develop novel ideas. A healthy corporate culture can sustainably and unexpectedly increase employee retention rates, in addition to attracting new team members through referrals, recommendations, and a high-quality logo image.
Youth Enlargement
Fewer young adults are entering the degree production, engineering, aerospace, and automotive industries (Roderick and Stephens, 2022). For example, 42% of industry leaders in the aerospace industry and 22% of industry leaders in the electronics industry cite skills shortages as their top business concern, ahead of Brexit, technological advancements, and environmental change. In addition, more than two-thirds of today's graduates in the United Kingdom report working in a position unrelated to their standard, and one-third of graduates are dissatisfied with their current place of employment. Apprenticeships could be the answer to the problem that young people in Britain face, which is a severe lack of gratifying employment opportunities. 
The apprenticeships provide gifted individuals, regardless of their academic, public, or educational background, with the opportunity to rapidly increase experienced skills that will prepare the ruling class for long-term courses and enter the trained workforce that will benefit everyone (James and Quaglia, 2023). There is no lack of lyceums, and there are no time constraints. Internships contribute to a diverse workforce by rebuilding the ascent to higher status of chiliads of individuals and revealing new perspectives for trades that can be used to solve problems and entice new customer groups. Apprenticeships are commonly perceived as a form of low-quality labour as opposed to a formal education. To remain competitive, businesses must devote more time and effort to advancing scientific knowledge. In order to address the skills deficit in the mechanics industry, the management in the UK recruited 8,000 new construction and electronics assistants and invested £84 million in mechanics preparation in the previous period.
Recruitment Agencies
One of the new strategies involves collaborating with other businesses through trade associations and industry associations to identify potential employment openings in the industry. It also involves collaborating with local schools and universities to provide examples of low-skilled workers who appreciate their jobs and are making progress (Mitsakis, 2023). One of the new strategies is this. Regardless of the outcome of Brexit, organisations with a global concentration on recruiting will be able to continue providing seamless recruitment services to businesses in the United Kingdom, Europe, and elsewhere in the world.
n market societies economic exchange requires the existence and enforcement of rules that 
the market cannot generate itself. Although the dimensions and limits of state intervention 
have always been a matter of debate, it is indisputable that certain rules need to be 
implemented for an economy to function properly and contribute to the common good. 
Consequently, many theories of society assume that these rules will be created and enforced 
by national states. In this scenario the state determines formal regulations and delineates the 
sphere of private freedom within which individual citizens and private businesses are entitled 
to conclude contracts and pursue their private interests.
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From the performed report it has been concluded that human resource management is considered to be an essential element which is to be followed by businesses for enhancing their performance in the UK marketplace. The report states the discussion of the different aspects and the present condition of Labour market in UK. The assessment evaluates the shortage of labour rate in the UK market. Additionally, the report highlights about the different human resource strategies which has been changed after Covid and Brexit.
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