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[bookmark: _Toc132730492]1. Introduction 
The labour market is the major asset of the economy which can be managed effectively through trust, communication and support policies (Armstrong, 2014). The supportive strategies of human resource management can increase the value of employees and make them the company's valuable assets. However, external and internal environmental challenges impact human resource management policies. The UK labour market has faced multiple changes after COVID and Brexit, transforming human resource management policies (Jones, 2022). This report is going to discuss the current state of the labour market in the UK.
Moreover, it will focus on the emerging changes in human resourcing strategies after COVID-19 and Brexit in the UK. The statistical and descriptive analysis of the data will be used to analyse the labour market. Moreover, the SWOT and PESTLE analysis will be used to evaluate the external and internal environmental issues. The conclusion is stated by summarising the ideas of the report. 
[bookmark: _Toc132730493]2. Main body 
[bookmark: _Toc132730494]2.1. Current State of The Labour Market in the UK
The latest market trends showed that the labour market in the UK is developing because of an increase in the employment rate. However, economic activity is a little disturbed due to external and internal environmental issues. On the contrary, the open vacancies are decreasing daily because of saturation. Furthermore, despite having high pay, inflation negatively impacts income growth (Jones, 2022). In the private, public and government sectors, employers cannot pay according to the 10.5% high inflation rate till the start of 2023, as stated in Figure 1. The employment rate in October 2022 increased by 0.2%, developing the 75.6% employment rate (Leaker, 2022). It is a good development, but it is still lower than the percentage of employment before COVID-19. Most people in this percentage are employees because there is a major decline in self-employed labours. 
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Figure 1: Pay Increase and Inflation (Source: (Labour Market Outlook – Winter 2022/23, 2023
On the other hand, the unemployment rate in October 2022 increased by 0.1, developing the 3.7% unemployment rate. In this percentage, most people were unemployed for above six months, related to all age groups. Due to continuous progressive policies of the government, the economic inactivity rates are decreased by 0.2 per cent to support 21.5% economic inactivity, which is stated in Figure 2 accurately (Leaker, 2022). Most people from 50 to 64 years of age were economically inactive in the UK in 2022. After COVID-19, a major development in the average total pay was experienced at the end of 2022, which helped in the satisfaction level of employees (Calo et al., 2022). Another important aspect is that there were 417,000 working days lost because of employee disputes in the UK at the end of 2022 which were the highest numbers after 2011 (Leaker, 2022). 
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Figure 2: UK Labour Market Analysis 2011-2023 (Source:(Leaker, 2022))
	Despite all the productive advancements, the high inflation rate and interest rates are impacting the labour market drastically till 2023 (Calo et al., 2022). The jobs are available, but the labours are now concerned about the employment conditions. The tight labour market standards and economic tension are impacting employees, and they are now focused on jobs which can pay them high in the future. 
	Similarly, the recruitment struggle is still available for the employees because more than half of them cannot fill the vacancies because of tight requirements and other related problems. Jobs which require small skills are in shortage because now the high degree level is there to compete with diploma holders (Jones, 2022). The situation of hard-to-fill vaccines is still the same because 57% of the labour force still has issues competing in these vaccines, and the problems have been there even in the last six months (Wielgoszewska et al., 2023). The data in Figure 3 showed that primary and utilise the highest percentage of hard-to-fill vacancies, about 82% (Labour Market Outlook – Winter 2022/23, 2023). After that, healthcare has the major hard-to-fill vacancies with 77 per cent. Education, at last, has 77% hard-to-fill vacancies because the applicants cannot meet the technical skill requirements of the job roles. 
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Figure 3: Hard-to-fill Vacancies Percentages (Source: (Labour Market Outlook – Winter 2022/23, 2023))
[bookmark: _Toc132730495]2.2. Changes In Human Resource Policies After Post Covid, Post Brexit
	The human resources policies faced a major influence after Post COVID and Post Brexit because the economy was moving towards recovery, and the labour force had a huge significance. Especially the occupational health and safety standards were changed after COVID-19 because human resource management focused on safe distancing and other SOPs for employee benefits (Calo et al., 2022). Furthermore, after leaving Brexit, the UK government must design new regulations to ensure employees' occupational health and safety because, in the past, EU regulations were implemented in the industries. The new transformations impacted the employers and employees because the external environment factors were not under control.
	Besides, remote working and virtual team settings have become after COVID-19 because, due to locks, the companies could not manage employees in a physical setting (Jones, 2022). This remote work setting initially created issues in human resource management and team collaboration, but afterwards, it supported the growth of industries, especially in the IT sector. The organisation culture is completely changed after COVID-19, and even without social interactions, human resource management can deal with the employees' concerns (Bell and Blanchflower, 2020). The virtual working setup also helped after Brexit because the industries managed the employee shortage by outsourcing the jobs to people of developing countries, which enhanced the cultural competencies and supported in handling the tasks. 
	On the contrary, COVID-19 and Brexit indicated the major impact of diversity and inclusion in the workplace, which can be helpful in the future to meet the needs of complex jobs in the UK (Datta et al., 2019). Human resource management focuses on diversity, equity, and inclusion policies to get help from diversified groups of society, which can increase the productivity of the industries. 
	Furthermore, the human resource management department uses technology and automation to replace the robots with employees to reduce human error and support the concept of a safe environment (Fontaine et al., 2020). The investment in research and development is increased to improve the skill level of employees, eventually increasing the support for the industries. 
	Unlike the other aspects, human resource management in the UK started focusing on the multi-tasking capabilities of the local workforce because after locking down and Brexit, they faced a shortage of foreign employees, epically in the construction sector (Bell and Blanchflower, 2020). The restriction in transportation impacted the arrival of employees, forcing the industries to look more towards the local workforce, which doesn't have other issues (Calo et al., 2022). The situation can be difficult in the future because the pandemic created a huge impact, and human resource management has to manage it to develop the existing labour force. 
	Human resource management (HRM) can increase employee benefits by focusing on retirement benefits, paid time off, educational support, car assistance, medical leaves and low-cost meals to cover employees' mental stress after COVID and Brexit (Torrington, 2020). The group and individual incentive options will help the employees to stay local with the companies even in difficult working situations and uncertain economic patterns. Globalisation has impacted HRM and business, in which COVID-19 and Brexit have allowed the UK to implement changes to handle legal, ethical, and cultural issues (Lussier and Hendon, 2019). Human resource managers should focus on labour relations without creating a disturbance, which can lead to complications for labour unions (Datta et al., 2019). Even in the remote work setting, the codes of conduct are implemented to meet the ethical demands of the work and eliminate the chances of dishonest activities of employees. 
[bookmark: _Toc132730496]3. Theory
[bookmark: _Toc132730497]3.1. Swot Analysis of The UK Labour Market
	The labour market has some associated strengths, weaknesses, opportunities, and threats which are discussed through SWOT analysis. In terms of strength, the UK labour market has a low unemployment ratio of about 3.7%, indicating great support from the employees (Wielgoszewska et al., 2023). Moreover, 80.7% of people are economically active, especially those 16-64 years of age, and they play a role in the country's economic development (Fontaine et al., 2020). Furthermore, 47% of labourers are highly qualified and can effectively meet hectic jobs' requirements. The quality of life of people is improved because of the support from the government through employment policies.
	On the contrary, the weaknesses are there for the UK labour market in the form of slow recovery after Brexit and COVID-19 crisis (Datta et al., 2019). The government tried to recover, but the situation was not under control in the UK. Moreover, the labour market's productivity level and average base salary are not similar in all regions. In highly paid regions, unaffordable house rents are a major burden for labourers who cannot bear the available budget. Moreover, the number of hard-to-fill jobs is increasing because of the tight skills demand from employers. 
	However, some opportunities exist because digital and scientific growth is helping the labour force's skill development. Employers are investing in employees' knowledge development, improving productivity. The employment ratio is increasing because the government and other stakeholders are interested in labour support policies. 
	The threats also impact the UK labour forces because the inflation rate and interest percentage are increasing, which cannot develop the productivity of increasing employee wages (Jones, 2022). In the future, this instability in inflation will impact the labours. The ageing population is also a threat because they cannot meet the labour demands in complex industrial setups, including construction and mining industries (Lussier and Hendon, 2019). 
[bookmark: _Toc132730498]3.2. Pestle Analysis of The UK Labour Market
	The PESTLE analysis of the UK labour market helps evaluate the external factors that can impact growth. The political factors are the major impacting factors which can influence the employment support policies, wages rate, employment ratio and economic stability. After Brexit, the UK faced major changes in the labour market because now the government could implement individual regulations instead of the EU. The changing political trends around the globe are influencing the productivity of labours. On the other hand, economic factors, including the inflation rates and interest ratios, greatly impact the UK labour force. After COVID-19 and Brexit, the economy of the UK faced huge instability, which impacted the employment ratio and job retention (Datta et al., 2019). The employee shortage was there after leaving the EU, which the industries could not cover with the existing competency level of the UK labour force. 
	Furthermore, social factors greatly impact the UK labour force because they shape the behaviours, cultural trends and expectations of people in the society (Jones, 2022). The ageing population is a major issue in the UK labour force, which the industries cannot handle because most young people left the UK after Brexit. By increasing the retirement age, other complications increase with reduced employment benefits and health challenges (Fontaine et al., 2020). The migrated labour force has impacted local people's jobs, increasing competition in low-skilled jobs. The social tensions create mental problems for the UK labour force because they have to manage the houses with high inflation rates.
	On the contrary, technological factors support the UK labour force regarding skill development, specifically in the IT sector. The government is investing in new technologies to manage the demands of the global organisation. In COVID 19 situation, technology helped the company manage their employees through virtual meetings and prolong the tasks without delay (Wielgoszewska et al., 2023). However, in a negative sense, technology transformed jobs because AI robots are replacing industry labourers to manage dull and difficult tasks.
	After leaving the EU, the UK implemented labour regulations to support local employees. The health and safety regulations are strictly implemented, helping the labour force work in a secure environment without fearing injury and death (Datta et al., 2019). Environment protection laws are implemented to use safe materials in production units that do not impact labour and the environment. Strict punishment is available for employers supporting human rights violations in their production and supplier units. 
	Ultimately, environmental factors have impacted the UK labour force, specifically after COVID-19. Industries are concerned about safe environment regulations to protect their environment (Fontaine et al., 2020). Energy-efficient solutions are strictly being used to eliminate environmental pollution. The employees can help the companies in healthy environment protocols to increase the solution's productivity. 
	The SWOT and PESTLE analysis showed that multiple external and internal environmental challenges impact the UK labour force. After COVID-19 and Brexit, industries faced a huge transformation in which the labour force was greatly impacted (Bell and Blanchflower, 2020). The solution is available through improving the operational management practices, investing in employee skill development and using human resources as the companies' assets. The labour forces have a huge contribution to the development of the economy, and through support policies, they can show effective performance without any complications (Lussier and Hendon, 2019). The situation of the current employees should be improved by enhancing the pay rates and motivating them to focus on career transformation. 
[bookmark: _Toc132730499]4. Conclusion
	The technology, pandemic and Brexit impacted the UK labour market, experiencing high growth before 2015. The current stats show that the employment ratio is increased along with the pay rates, but the inflation and high-interest ratios cannot provide suitable support. This report included the major stats related to the UK labour market. Moreover, the merging changes in human resource management are discussed after COVID-19 and Brexit, which have transformed the workplace situation. The SWOT and PESTLE analysis helps to understand that the labour force is experiencing threats and issues due to external and internal environments. The future can be better by implementing the employee benefits plan and focusing on labour relations to improve the productivity of human resources. Collaboration between the human resource management department and labour force can eliminate the impact of globalisation, Brexit and the pandemic. 
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