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[bookmark: _Toc143210125]Introduction 
The proper reflection of employee supply and demand within the labour market is of utmost importance for the effective operation of any economy. To comprehend the level of living, employment outlook, and demographic patterns within a nation's workforce, it is essential to get insight into the stability of the British labour market. Preceding 2021, the United Kingdom saw elevated levels of employment, but the advent of the COVID-19 pandemic substantially influenced the nation's economy. Due to the prevailing economic instability and the enforcement of confinement measures and social isolation protocols, unemployment rates and reduced working hours have resulted in a consequential rise. The rise in the unemployment rate may be attributed to the slow state of the economy, with the potential for its decline contingent upon the speed at which firms return to their regular operations, and consumers restore their faith in the economy.
[bookmark: _36qxq6iirxc1][bookmark: _Toc143210126]The current state of the labour market in the UK
The labour market has significant importance within an economy as it reflects the interplay between supply and demand for personnel. The assessment of the labour market's resilience in the United Kingdom has significant value as an economic metric, offering valuable insights into the country's overall quality of life, job prospects, and patterns within the workforce (Watermeyer et al., 2021). In the forthcoming September 2021 report for which they bear responsibility, they want to analyze the prevailing conditions inside the British employment market, as seen through my lens (Bell and Blanchflower, 2020). In the period before 2021, the United Kingdom consistently had elevated employment levels. During the period leading up to the pandemic, there was a notable increase in employment rates, which may be attributed to factors such as economic solid expansion, proactive government initiatives, and more flexibility within the labour market.
On the other hand, the COVID-19 pandemic substantially influenced the labour market. Due to the implementation of lockdown measures, the enforcement of social isolation protocols, and the presence of economic uncertainty, many firms were driven to engage in staff layoffs and implement reductions in working hours. The unemployment rate serves as a crucial metric for assessing overall economic well-being. The unemployment rate saw a rise due to the economic deceleration brought about by the outbreak (Brown and Souto-Otero, 2020), although the implementation of government initiatives such as the Coronavirus Employment Retention Scheme, often known as the furlough scheme, aimed at preserving the workforce within various sectors, substantial employment reductions were seen, notably within the hotel, retail, and travel sectors. Even though these firms employ a substantial number of workers, this was the prevailing circumstance. The potential decrease in unemployment in the United Kingdom when the economy rebounds is contingent upon the promptness of firms in resuming operations and the restoration of consumer confidence.
In light of the pandemic, several enterprises have expeditiously embraced utilutilisatione employees and digitalizdigitalisationect response. Numerous enterprises have successfully maintained operational efficiency via remote work strategies during lockdown measures. Due to this transformation, the work market has seen an increase in complexity (Costa Dias et al., 2020). While this initiative provided some workers with more freedom, it also brought to light a digital gap. It underscored the need to provide retraining opportunities to effectively navigate the challenges associated with technology-driven or remote work. The employment rate forecast for the United Kingdom throughout November 2022 to January 2023 was 76.0 per cent, indicating a marginal rise of 0.2 percentage points compared to the previous period. In the most recent quarter, there was a notable increase in the number of workers inside firms and the number of persons engaged in self-employment, resulting in a record high.
According to the latest prediction, the number of individuals employed on the payroll in May 2023 is anticipated to see a monthly growth, with an estimated rise of 23,000 individuals compared to the preceding statistics for April 2023, resulting in a total of 30.0 million individuals employed. The first estimate provided in May 2023 will likely undergo revision in June 2023 due to more data acquisition. In February 2023, the unemployment rate had a marginal rise of 0.1 percentage points, reaching 3.8%, compared to the preceding month's figure of 3.7%. The primary contributors to the increase in the unemployment rate were those who had experienced a period of unemployment lasting between six and twelve months (Keogh-Brown et al., 2020). During the period spanning from February to April 2023, there was a decrease in the proportion of persons classified as economically inactive, with the percentage declining from 21.0% to 21.4% (ONS, 2023). The main factor contributing to the decrease in the third quarter may be attributed to a significant proportion of persons who exhibited economic inactivity due to their responsibilities in caring for their families or tending to their houses.
Nevertheless, there was a notable increase in the prevalence of sedentary behaviour resulting from chronic disease. A projected decline of 1,051,000 job opportunities is expected to occur over the period from March to May 2023, resulting in a quarterly reduction of 79,000 vacancies (ONS, 2023). The data indicates a consistent decline in job vacancies over eleven straight quarters, reflecting the pervasive apprehension among survey respondents who attribute their decision to postpone employment to worries over the state of the economy.
[bookmark: _h99yhzn1cdc][bookmark: _Toc143210127]The emerging changes in Human Resourcing Strategies in the post-Covid
The COVID-19 pandemic has brought about significant societal changes, including managing enterprises and their workforce. As global conditions gradually improve, there has been a notable evolution in human resource (HR) solutions to adapt to the changing dynamics of the post-Covid period. The aforementioned advancements have been achieved by amalgamating insights from the pandemic and the expedited progression of previous patterns (Mondal et al. 2021). Following the emergence of the Covid-19 pandemic, there has been a significant and notable transformation in human resource practises.
Hybrid and remote work 
Two noteworthy transformations are the widespread implementation of remote work and the increasing prevalence of hybrid work patterns. As a result of the outbreak, many workers were obliged to engage in remote work, demonstrating the feasibility of remote or flexible work arrangements (Mer and Virdi, 2023). Following the transformative impact of the Covid-19 pandemic, many organisations of organisatorganisationslemented hybrid work models, whereby workers divide their time between remote work from home and in-person work in the office. In order to maintain employee engagement, connectivity, and productivity irrespective of geographical location, human resources strategies are shifting towards establishing integrated remote and hybrid work environments.
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Figure 1: the impact of covid 19 on the work environment 
(Source: Mer and Virdi, 2023)
Giving importance to the employee well being 
The outbreak underscored the need to place worker health as a top priority. The growing prioritisprioritisationl health support, flexible scheduling, and work-life balance may be attributed to the many difficulties associated with remote work, including experiences of isolation and heightened stress levels (Ichsan et al. 20220). Human resources (HR) efforts are increasingly integrating strategies aimed at improving the whole well-being of workers, including their physical, mental, and emotional health. In order to cultivate a working environment that is charactercharacterisedivity and well-being, several enterprises are allocating resources towards implementing employee support programmes, wellness initiatives, and campaigns to raise awareness about mental health. The COVID-19 epidemic expedited the digital transformation process within the human resources field. The use of technology for various functions, such as staff recruitment, training, and performance evaluation, has become a prevalent practice. As a result, HR strategies focus more on enhancing digital technologies to support better HR operations (Mefi and Asoba, 2020). This encompasses integrating technology approaches for employee recruitment, training, assessment, and incentiviincentivisationr to provide more time for strategic activities; human resources departments are progressively turning to automation and artificial intelligence (AI) to oversee routine duties.
DigitalisDigitalisationR process 
The outbreak highlighted the need for an adaptable labour force and the ability to adjust to emerging demands swiftly. There is a growing focus within human resource policies and practices on promoting lifelong learning and enhancing skills (Porkodi et al., 2021). In order to facilitate the adaptation of personnel to evolving roles and responsibilities, it is essential to provide support in correcting gaps in knowledge and delivering training in emerging domains. By improving the competencies of its workforce, an organizatorganisation's to foster innovation and adapt to market dynamics is augmented. In light of the pandemic, there has been a renewed commitment to addressing social and economic inequalities. OrganisatOrganisationalsource strategies are now emphasizing the prioritisprioritisationiting a workforce that is charactercharacterisedased diversity and inclusivity. Employers are implementing inclusive hiring practices and offering diversity training programmes to promote equitable treatment of all workers (Shaikh et al., 2023). Including Diversity, Equity, and Inclusion (DEI) considerations in organisatorganisationales aimed at recruiting, keeping, and nurturing personnel is essential.
Resikiling and agility 
Following the emergence of the Covid-19 pandemic, human resources (HR) initiatives have emphasised the use of data analytics. The unpredictability of the pandemic underscored the need to use data-driven decision-making approaches to surmount challenges. Using data, human resources departments analyse workforce trends, make projections on personnel requirements and improve operational efficiency. This approach offers advantages in evaluating employee attitude, pinpointing areas of concern, and directing human resources initiatives. The post-Covid era has resulted in notable upheavals in human resources (HR) strategy (Manojkumar, 2023). Remote work, employee well-being, digitalizdigitalisation, diversity and inclusion, and data-driven decision-making have become prevalent human resource practices in contemporary times. The aforementioned steps have been implemented due to a collaborative effort to integrate the knowledge gained from the epidemic into subsequent workforce planning. The evolution of human resources strategies is an inevitable consequence of the evolving environment since these strategies aim to support people and drive organisatorganisational.
[bookmark: _dpl0r66k8cpj][bookmark: _Toc143210128]The emerging changes in Human Resourcing Strategies in the post-Brexit external environment
The departure of the United Kingdom from the European Union, often referred to as Brexit, has given rise to a novel external landscape that has implications for all facets of corporate operations, including human resources strategy. In light of the United Kingdom's reconfiguration of its relationship with the European Union and the global community, there has been a need for human resource strategies to undergo modifications in order to accommodate the changing dynamics of the post-Brexit landscape (Moradlou et al., 2022). The emerging external environment presents a unique array of problems and possibilities evident in the ongoing transformations. After the occurrence of Brexit, some noteworthy changes have been seen in the domain of human resource strategy.
workforce mobility 
The United Kingdom's withdrawal from the European Union, often referred to as Brexit, has resulted in substantial modifications to the legislation governing the free movement of labour between the United Kingdom and the European Union and other immigration policies. The aforementioned scenario significantly impacts the United Kingdom's capacity to recruit and retain proficient overseas personnel (Cumming, et al., 2020). There is a growing focus within human resource strategies on the concept of worker mobility, including the understanding and adaptation to changes in immigration regulations, such as those about visas and work permits. Business enterprises are actively seeking personnel outside the confines of the European Union, and a subset of these entities are allocating financial resources towards retraining their existing workers. The importance of talent acquisition and retention has grown in prominence as the United Kingdom faces the potential of a reduced pool of talent accessible to organise organisations European Union. The need to identify and keep skilled employees has led to a revolution in human resources practices. In order to effectively retain high-performing employees, it is necessary to modify recruitment methods to attract a broader range of potential candidates, place significant focus on the company's unique value proposition, provide attractive remuneration packages, and provide enticing prospects for career growth.
Skill development and training 
Given the dynamic nature of the external environment, it is essential to reaffirm the commitment to allocating resources towards the education and professional growth of the existing personnel. Human resource strategies are increasingly focusing on implementing upskilling and reskilling initiatives. This strategic shift aims to effectively mitigate any skill shortages that may arise due to fluctuations in the accessibility of foreign talent. Numerous corporations are allocating resources towards the implementation of training programmes in order to effectively adapt to the dynamic requirements of their organisatorganisationsbroader business sector (Topolansky et al. 2020). Brexit has presented companies with a novel array of regulatory challenges. Human resources practices are changing to adapt to the need for precise and current paperwork concerning the recruitment and selection of international personnel. In order to guarantee adherence to recently implemented regulations about work permits, visa applications, and right-to-work inspections, it is essential to mitigate any legal complexities.
Investment and expansion decision 
The trade dynamics and economic linkages have changed due to the modified external environment after Brexit. The policies and processes regarding human resources may potentially be impacted. Companies are proactively monitoring consumer demand, engaging in research to assess the economic impact on their respective sectors, and implementing suitable people strategies in response (Malik, A. and Sanders, 2021). The decision to depart the European Union, often called Brexit, has brought about significant changes in the United Kingdom's association with the European Union. However, it also offers a potential avenue for the nation to enhance its worldwide involvement. Human resource strategies increasingly incorporate talent from the European Union (EU) and many global regions. Contemporary organisatorganisationssprioritiseblishment of inclusive and supportive work cultures foster a sense of belonging and appreciation among workers from all backgrounds and with varied experiences. The external environment after Brexit has resulted in notable modifications to human resource strategies. Human resource strategies are changing in response to the difficulties and possibilities presented by the current business environment, particularly in talent acquisition and retention, regulatory compliance, and skill development (ȘERBAN and ICHIMESCU, 2020). In order to prosper and persist in the unpredictable post-Brexit climate, firms may adopt a flexible and proactive strategy.
[bookmark: _kvl2hfa5ws1a][bookmark: _Toc143210129]Conclusion 
The implications of Brexit on trade dynamics and economic interconnections have had a discernible influence on human resource strategies and processes. OrganisatOrganisationsvely engaged in the surveillance of customer feedback, doing comprehensive investigations, and formulating strategic approaches in response. The withdrawal of the United Kingdom from the European Union (EU) has transformed its association with the EU and given rise to fresh prospects for global involvement. Human resource strategies that emphasise fostering varied workplace cultures and ensuring adherence to legal regulations incorporate talent from the European Union (EU) and other regions. In order to thrive in the unpredictable post-Brexit landscape, enterprises must demonstrate adaptability and assertiveness.
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