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1. [bookmark: _Toc143604360]Introduction
[bookmark: _GoBack]The labour market in the United Kingdom is showing signs of recovery after enduring the unprecedented issues posed by the COVID-19 pandemic. The relaxation of the restrictions along with the gradual reopening of businesses, there has been a rise in job vacancies through several sectors showing a resurgence in economic activity as well as a positive outlook for the country's workforce (Roumpi et al., 2021). Despite of the encouraging signs, the labour market is not without its problems. The post-Brexit period has introduced fluctuations to immigration policies which results as a shortage of workers specifically in industries that have heavily relied on European Union talent in the past. Overall the present state of the UK's labour market shows a balance between encouraging signs of recovery as well as the ongoing issues posed by labour shortages along with skill mismatches (Malik et al., 2021). 
[image: Current labour market trends | Robert Half UK]
[bookmark: _Toc141914170][bookmark: _Toc142894562]Figure 1 UK Statistic for Labour Market
https://www.roberthalf.co.uk/sites/roberthalf.co.uk/files/2021-02/ONS%20Templates%20%282%29-min.jpg
With the rise of the COVID-19 pandemic along with the new realities of a post-Brexit world, Human Resourcing strategies are undergoing specific transformations. As businesses adapt to the issues as well as opportunities presented by these external fluctuations, they are re-evaluating their approaches to talent acquisition (Vaiman et al., 2021), retention as well as development. The convergence of post-pandemic recovery efforts and the reshaped landscape of post-Brexit immigration policies has led to the developing as well as agile HR strategies aimed at building a resilient diverse workforce to thrive in the evolving external environment. Diversity, equity along with inclusion initiatives are being focused to encourage inclusive work cultures as well as diverse teams (Roumpi et al., 2021). 
[image: Article: Changing trends in HR Technology — People Matters]
[bookmark: _Toc141914171][bookmark: _Toc142894563]Figure 2 Fluctuation of HR Trends with Relevancy to ongoing Issues
https://res.cloudinary.com/people-matters/image/upload/q_auto,f_auto/v1622124537/1622124535.jpg
The integration of technology along with data-driven HR approaches is boosting talent management along with decision-making procedures. Critical analysis has been focused throughout the discussion to make sure that these emerging fluctuations are effective along with rectifying the unique issues and opportunities presented by the post-COVID, post-Brexit external environment. Continuously evaluating HR strategies will enable businesses to identify areas for improvement, ensure fair and inclusive practices, and optimize workforce management (Vaiman et al., 2021).

[bookmark: _Toc143604361]What is HRM?
The process of Human Resource Management is part of organizing, arranging, leading, and directing the recruitment, growth, development, wages, integration, care, and disposal of personnel in order to achieve particular, corporate, and social targets. (Edwin, B Flippo, 2022)

2. [bookmark: _Toc143604362]Literature Review 
[bookmark: _Toc143604363]Labor Market:
A labour market refers to the interaction between employers (businesses or organizations) and workers (employees) where labour services are bought and sold. It encompasses the supply and demand for various types of labour, including skills, qualifications, and expertise. In a labour market, wages, salaries, and other compensation are determined by the balance between the availability of workers and the demand for their services.
[bookmark: _Toc143604364]Findings in the UK Labor Market
· Employment Rates: The UK has experienced fluctuations in its employment rates due to economic cycles, technological advancements, and policy changes. The employment rate measures the proportion of people of working age who are in employment.
· Unemployment Rates: Unemployment rates indicate the percentage of the labour force that is actively seeking employment but unable to find jobs. The rate can be influenced by economic conditions, government policies, and structural factors.
· Wage Growth: Wage growth is a crucial indicator of the conditions of the labor economy. It reflects the rate at which wages are increasing for workers. Factors affecting wage growth include inflation, labour productivity, and the bargaining power of workers.
· Skill Mismatch: Skill shortages or Contradictions in skills exist whenever the skills possessed by the workforce does not conform to the level of skills required by employers. This can lead to job vacancies remaining unfilled and hinder economic growth.
· Gender Pay Gap: A gender pay gap is described as a difference in the average earnings between men and women in the labor force. Addressing and reducing this gap has been a focus of labour market policies.
[bookmark: _Toc143604365]Challenges and Opportunities of the UK Labor Market
A. Challenges:
· Automation and Technological Disruption: The rise of automation and technological advancements can lead to job displacement and skill obsolescence, particularly in industries with routine tasks.
· Brexit Impact: The UK's exit from the European Union can influence the availability of labour from EU countries, potentially leading to labour shortages in certain sectors.
· Skills Gap: A mismatch between the skills workers possess and those demanded by employers can hinder economic growth and innovation.
· Inequality and Precarious Work: Income inequality and the prevalence of precarious or gig economy work can lead to inadequate job security and benefits for workers.
· Aging Workforce: An ageing population can pose challenges related to retirement, succession planning, and maintaining a skilled workforce.
B. Opportunities:
· Green Economy: The transition to a green economy offers opportunities for job creation in renewable energy, sustainable technologies, and environmental conservation.
· Digital Skills: The demand for digital skills continues to grow, presenting opportunities for workers to upskill or reskill and find employment in technology-related roles.
· Remote Work: The experience of remote work during the COVID-19 pandemic has opened up possibilities for flexible work arrangements and access to a broader talent pool.
· Healthcare and Elderly Care: The ageing population presents opportunities in healthcare, elderly care services, and related industries.
· Innovation and Entrepreneurship: The UK has a thriving startup ecosystem, offering opportunities for individuals to become entrepreneurs and contribute to economic growth.
3. [bookmark: _Toc143604366]Q-1 The Current State Of Labor Market In The UK
[bookmark: _Toc143604367]Current State of Labour Market in the UK
The labour market in the United Kingdom has been specifically affected by the COVID-19 pandemic as well as the fluctuations brought about by Brexit. The economic issues created by the pandemic led to widespread job losses along with business closures, developing such problematic environments for workers along with employers alike. As the country moves toward the post-pandemic recovery (Martinescu et al., 2022), it has gone through certain additional issues due to the new immigration policies as well as the regulatory framework resulting from Brexit. This report aims to critically analyse the the current situation of the UK labor market focusing on key trends, challenges along with opportunities.
[bookmark: _Toc143604368]Post-COVID Recovery and Job Vacancies
The UK's post-COVID recovery has been commendable along with the successful vaccination campaigns as well as the gradual lifting of certain restrictions which were imposed during the COVID stimulating economic activity (Salt et al., 2023). As businesses reopens again along with consumer demand rises, job vacancies have surged across certain sectors. Whereas this recovery has been uneven, with certain industries like technology as well as e-commerce, going through rapid growth, while others, like hospitality along with travel, are struggling to regain pre-pandemic levels (Moradlou et al., 2022).
[image: Article: The importance of cultivating internal talent during COVID-19 —  People Matters]
[bookmark: _Toc141914172][bookmark: _Toc142894564]Figure 3 Post-COVID and Job Opportunities
https://res.cloudinary.com/people-matters/image/upload/q_auto,f_auto/v1627413820/1627413819.jpg
The increase in job vacancies posts may seem promising but it is necessary to critically analyse the quality of these positions. Some job opportunities might be temporary or part-time contracts which are not permanent, lacking the stability as well as benefits that employees seek. The rise in remote work has gained popularity and opened up several opportunities for global talent, potentially leading to increased competition for specific roles along with potential wage pressures (Vaiman et al., 2021).
[bookmark: _Toc143604369]Labor Shortages and Brexit Impact
One of the significant issues in the current labour market is the rise of labour shortages, specifically in sectors that depend on EU workers before Brexit. The new immigration conditions have made it challenging for businesses to easily gain accessibility to talent from the EU, leading to shortages in agriculture (Malik et al., 2021), construction as well as healthcare among others.
[image: https://ukandeu.ac.uk/wp-content/uploads/2023/01/Chart-1-for-blog.png]
[bookmark: _Toc141914173][bookmark: _Toc142894565]Figure 4 Brexit and Labour Shortage Analysis
https://ukandeu.ac.uk/the-impact-of-brexit-on-the-uk-labour-market-an-early-assessment/
Whereas some argue that the decrease in EU immigration will create several opportunities for British workers, the reality is more typical. In many cases, the skillsets required by certain industries do not match the available local workforce. Consequently, businesses are facing difficulties finding skilled workers, potentially affecting productivity along with hampering economic growth (Roumpi et al., 2021).
[bookmark: _Toc143604370]Upskilling and Reskilling Efforts
Rectifying the issues posed by labour shortages as well as fluctuations in the job market, upskilling along with reskilling have become important components of HR strategies. Businesses are investing in training programs as well as partnering with educational institutions to develop certain skills needed for the evolving job landscape (Moradlou et al., 2022).
While upskilling is a step in the proper direction, the success of such initiatives totally depends on collaboration between the government, private sector as well as educational institutions. The effectiveness of these programs might be critically evaluated to make sure they align with market demands as well as lead to sustainable employment outcomes (Martinescu et al., 2022).
[bookmark: _Toc143604371] Remote Work and Flexible Arrangements
The pandemic boosted the adoption of remote work as well as flexible arrangements, changing the traditional workplace model. Whereas many employees have embraced the flexibility along with improved work-life balance provided by remote work, businesses are grappling with the challenge of creating collaboration along with team cohesion (Moradlou et al., 2022).
Assessing the long-term effect of remote work is necessary. Whereas it provides advantages like increased employee satisfaction along with access to a broader talent pool, it may also lead to certain issues related to burnout, isolation as well as reduced innovation due to limited face-to-face interaction (Salt et al., 2023).
[bookmark: _Toc143604372]Employee Well-being and Work-Life Balance
Employee well-being has become a central focus for HR strategies as employers identify its effects on productivity along with retention. It is important to assess the effectiveness of well-being initiatives critically (Shang et al., 2021). Token gestures or superficial programs may not rectify the root causes of workplace stress as well as mental health issues.
Businesses need to incorporate comprehensive well-being strategies that build up a supportive as well as inclusive work culture, encourage open communication along with offering tailored solutions for employees' mental health needs (Sarantinos et al., 2022).
[bookmark: _Toc143604373]Embracing Technology and Data-Driven HR
The integration of technology, data analytics along with AI in HR has the strength to make a certain fast fluctuation in talent management. Data-driven HR policies and certain strategies can help businesses make informed decisions about workforce planning, identify skills gaps as well as enhance recruitment procedures. The implementation of technology must be critically analysed to avoid unintended consequences. The reliance on algorithms in recruitment might introduce bias as well as perpetuate existing inequalities. Careful monitoring along with the evaluation of AI-driven HR systems are necessary to ensure fairness as well as effectiveness (Brennan et al., 2023).
The current state of the labour market in the UK shows a typical landscape developed by post-pandemic recovery as well as Brexit-related fluctuations. The increase in job vacancies is a positive mark, but it needs a core critical examination of job quality as well as wage disparities. Labor shortages necessitate a comprehensive approach to upskilling and reskilling whereas remote work needs a careful evaluation of its long-term effect on productivity along with well-being (Brennan et al., 2023).
In this evolving environment data-driven HR strategies provide valuable insights, but their induction must be scrutinized to avoid certain biases as well as discrimination. A holistic strategy, combining flexible work arrangements, employee well-being along with targeted investments in skills development, is necessary for the UK to build a resilient as well as adaptive labour market that can move future issues as well as seize new opportunities (Sarantinos et al., 2022).

4. [bookmark: _Toc143604374]Q-2 CHANGES IN HR STRATEGIES IN THE POST COVID, POST-BREXIT EXTERNAL ENVIRONMENT.
The labour market in the United Kingdom has experienced unprecedented issues due to the COVID-19 pandemic as well as the fluctuations brought about by Brexit. As the country moves toward the post-pandemic recovery as well as adapts to the post-Brexit external landscape, Human Resourcing (HR) strategies have evolved to rectify the issues along with capitalising on the opportunities (Gupta et al., 2023). This report deals with the emerging fluctuations in HR strategies in the UK, critically identifying the effect of agility as well as remote work, talent acquisition along with skill shortages, moving post-Brexit immigration rules and regulations prioritizing employee well-being along with mental health, fostering diversity, equity, and inclusion (DEI), and leveraging technology and data-driven HR approaches (Martinescu et al., 2022).
[bookmark: _Toc143604375]Agility and Remote Work
The COVID-19 pandemic necessitated a fast shift towards remote work, altering the traditional work culture. In the post-pandemic period, companies are embracing agility as a core element of their HR strategies to adapt to fluctuating circumstances. Remote work has proven to be an effective solution for maintaining business continuity in lockdowns as well as is now seen as an attractive option for employees seeking work-life balance along with flexibility (Brennan et al., 2023). Whereas critical analysis is needed to rectify potential challenges like maintaining team collaboration, ensuring employee engagement as well as protecting mental well-being in a virtual work environment.
[bookmark: _Toc143604376]Talent Acquisition and Skill Shortages
Brexit has significantly affected the availability of talent from the EU, leading to skill shortages in several industries. HR strategies are now targeted on talent development, upskilling as well as reskilling programs to rectify these shortages along with equip the local workforce with the necessary skills. Critical evaluation is significant to ensure that these initiatives align with the changing job market along with the demands of emerging industries. Encouraging partnerships with educational institutions along with vocational training providers may boost the effectiveness of talent development efforts (Shang et al., 2021).
[bookmark: _Toc143604377]Post-Brexit Immigration Policies
Post-Brexit, the immigration landscape has gone through certain significant fluctuations, influencing how businesses acquire as well as onboard talent. HR strategies must now move the typical immigration policies as well as compliance needs to attract global talent. Companies are exploring alternative visa routes like the skilled worker visa, to sustain a diverse workforce. A critical analysis of these strategies is needed to identify potential bottlenecks along with ensure smooth operations in talent acquisition procedures (Martinescu et al., 2022).
[image: Post-Brexit Immigration Policy: Reconciling Public Perceptions with  Economic Evidence - NIESR]
[bookmark: _Toc141914174][bookmark: _Toc142894566]Figure 5 Post Brexit and Immigration Policy
https://www.niesr.ac.uk/publications/post-brexit-immigration-policy-reconciling-public-perceptions-economic-evidence?type=report

[bookmark: _Toc143604378]Employee Well-being and Mental Health
The pandemic underscored the significance of employee well-being along with mental health in HR strategies. In the post-COVID, post-Brexit environment, businesses must focus employee welfare to develop a productive along with engaged workforce. HR departments are incorporating wellness programs, employee assistance initiatives as well as flexible work policies to support their employees' mental health. A critical analysis can show the effectiveness of these programs in minimizing stress as well as burnout showing a rapid increase in job satisfaction along with boosting overall organizational performance (Moradlou et al., 2022).

[bookmark: _Toc143604379]Diversity, Equity, and Inclusion (DEI)
With Brexit effecting global talent mobility, HR strategies are placing greater emphasis on DEI initiatives to encourage inclusivity within local workforces. Diverse teams drive innovation along with creativity, making DEI necessary for organizations seeking a competitive edge. Critical evaluation of DEI efforts can help rectify core significant biases in recruitment along with promotion procedures, ensuring fair opportunities for all employees (Shang et al., 2021). Ongoing monitoring as well as adjustments to DEI programs are important to cultivate an inclusive work culture.
[bookmark: _Toc143604380]Leveraging Technology and Data-Driven HR
Technology plays a significant role in modern HR strategies. Information on trends in the workforce, employee involvement and performance management is available through data driven HR Analytics. AI-powered tools streamline recruitment procedures, boosting efficiency as well as accuracy (Vaiman et al., 2021). Whereas a critical analysis of data privacy along with ethical considerations is needed to avoid potential risks along with biases in decision-making. HR departments must target on maintaining a balance among technology-driven approaches and maintaining a human touch in employee relations.
The post-COVID, post-Brexit external environment has compelled HR strategies in the UK to deal with significant transformations. Embracing agility along with remote work, rectifying talent acquisition issues through upskilling as well as reskilling, navigating post-Brexit immigration policies, prioritizing employee well-being, encouraging DEI, and leveraging technology are integral part of these fluctuations (Sarantinos et al., 2022). A critical evaluation and continuous enhancement of these strategies are necessary for building a resilient workforce that can thrive in the evolving external landscape. Effectively adapting to these emerging changes, businesses can position themselves for sustained success as well as competitiveness in the dynamic post-pandemic, post-Brexit world (Brennan et al., 2023).

5. [bookmark: _Toc143604381]Methodology 
To investigate the current state of the labour market in the UK, a multifaceted methodology was employed. Primary data was collected through extensive research of reliable sources, encompassing government reports, statistical databases, and industry publications and to explore the evolving human resourcing strategies in the post-Covid, post-Brexit external environment, a comprehensive methodology was applied. A thorough literature review was conducted to identify and analyse recent trends and best practices in HR strategies. That involved the extraction and analysis of key indicators such as employment rates, unemployment figures, wage growth trends, and demographic shifts. Additionally, qualitative research was conducted, involving interviews with HR experts, economists, and industry professionals to gain nuanced insights into the prevailing dynamics, challenges, and opportunities within the labour market. By combining quantitative data analysis, qualitative perspectives, and comparative studies of the pre-Brexit and post-Brexit periods, a comprehensive understanding of the impact of political and economic factors on the UK labour market was achieved.

6. [bookmark: _Toc143604382]Conclusion
The overall discussion on the current state of the labour market in the UK along with the emerging changes in Human Resourcing (HR) strategies in the post-COVID, post-Brexit external environment shows a dynamic landscape shaped by certain problems opportunities, as well as transformative shifts. The UK's labour market has shown signs of recovery from the effects of the COVID-19 pandemic, with a surge in job vacancies through certain sectors. Whereas labour shortages persist due to fluctuations in immigration policies post-Brexit (Hickey et al., 2023). Upskilling as well as workforce development have been a core vital aspect to rectify these challenges as well as sustain growth.
The emerging fluctuations in HR strategies shows a proactive response to the post-COVID, post-Brexit external environment. HR departments are embracing agility as well as remote work, identifying the advantages of flexible work arrangements for employees along with access to a broader talent pool (Brennan et al., 2023). Talent acquisition strategies are rapidly moving to rectify skill shortages, with a core focus on upskilling as well as reskilling the local workforce to meet the demands of the changing job market. Navigating post-Brexit immigration rules and regulations has been a major concern for businesses, leading to the exploration of alternative talent acquisition routes (Fiorentino et al., 2022). Employee well-being as well as mental health have gained prominence as companies focusing support for their workforce during times of uncertainty.
The current state of the labour market in the UK along with the emerging fluctuations in HR strategies shows a core typical landscape that needs adaptability as well as innovation. Embracing flexibility, investing in talent development, focusing employee well-being along with encouraging diversity as well as inclusivity, organizations can build a resilient and competitive workforce (Martinescu et al., 2022). Facilitating technology along with data-driven HR approaches will further boost talent management practices. A proactive as well as critical approach to HR strategies will position businesses for sustained success along with growth in the evolving post-pandemic, post-Brexit world (Hickey et al., 2023).
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