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[bookmark: _Toc123667168]                                         EXECUTIVE SUMMARY 

The diverse forms of knowledge that are in demand are significantly influenced by changes in the sectors in which various businesses operate. Despite the fact that a significant portion of the research focuses on broad sectors, the findings are based on a considerably more detailed picture of change inside each business. The projections are produced by the use of a regional macroeconomic model that incorporates a wide variety of sub-regional sectors, in addition to occupational, replacement demand, and qualification modules. In this article, the impact that Brexit and Covid19 have had on the labour market in Britain and the United Kingdom is analysed. 
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[bookmark: _Toc123667169]Introduction 
The labour market is also referred to as the employment economy. It is an important component of any economy and is intricately connected to the monetary system as well as the product and service sectors. Even though the United Kingdom is a member of the European Union, the perception of its labour market as being the most "American" among European labour markets has persisted for a long time. The United Kingdom's labour force is afforded the fewest safeguards available elsewhere in Europe. Even on a worldwide scale, only a few of countries, notably the United States of America, Canada, and New Zealand, offer a lower level of safety for its workers. Because of the English language, the United Kingdom has long been seen as an attractive destination for immigrants with a wide range of levels of education and professional experience. The macroeconomic prognosis for the British labour market has been much more optimistic over the course of recent years. Since 1997, the following significant factors have come to the fore. When this article was written, the unemployment rate had already hit its highest point in the last ten years. During the same time period, inflation has maintained an astoundingly low level, and inflation projections made by significant pay negotiators have been very constant. Last but not least, real wage growth has been relatively solid, which means that macroeconomic stability has not been achieved at the expense of a reduction in the standard of life for the average American. 
[bookmark: _Toc123667170]Literature Review 
According to Arnade., (2019), in June 2016, after the previous Working Futures report, the United Kingdom voted to exit the European Union. Article 50 was activated on March 29, 2017, beginning the formal withdrawal procedure. The decision to exit the EU is expected to have a significant influence on the British economy, but the extent of these consequences is fundamentally unpredictable. They rely on the final structure of the United Kingdom's interaction with the European Union after Brexit. This will impact the economic climate of the United Kingdom in a variety of areas, including trade, immigration, and legislation. 
[bookmark: _Toc123667171]Employment Analysis in UK labor market 
From the studies of Andrew et al., (2022), in August-October 2022, 32.77 million people were employed in the United Kingdom. The job proportion (the percentage of the 16-64 population that was employed) was 75.6%. The employment rate increased considerably between 2011 and the beginning of the coronavirus epidemic. Early in 2020, it reached a peak of 76.6%, which was the top rank observed since records started in 1971. Figure 2.1 shows the number of people employed in the years in UK. 
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Figure 2.1 Number of people employed over the years (ONS, 2022) 
 
This contrasts to a recession-era low of 70.1% in July-September 2011. Following the nationwide coronavirus shutdown in March 2020, employment levels declined and continued to decline throughout 2020, falling to 32,13 million by the end of 2020. (Bell et al., 2020). Job growth started to improve in the first half of 2021, but stayed flat in the second half of that year before increasing again at the start of 2022. The unemployment rate has stayed near to 75.5% during the last year, compared to 76.3% before the epidemic. (Bick et al., 2022). 
[bookmark: _Toc123667172]Type of Job Analysis 
According to Bick et al., (2022), since the turn of the century, the expansion in employment has been led by full-time employees. The percentage of those working full-time has increased steadily since the beginning of the pandemic, whereas the number of people working part-time has decreased dramatically. There was also a decline in the number of self-employed individuals, owing in part to workers in the same position transitioning from self-employment to employment status. Figure 2.2 shows the changes in the job type over the years. 
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Figure 2.2 Change in employment in UK (ONS, 2022) 
 
Since the start of the pandemic, there has been an increase in the number of people working full time and a considerable fall in the percentage of those working part time. The number of full-time male workers has dropped, as seen in the graph below, but the number of part-time female workers has dropped even more dramatically. (Deaton et al., 2020). 
In August-October 2022, there were 28.41 million professional individuals and 4.23 million self-employed individuals. Since 2011, the majority of the growth in work have been driven by workers, while the number of persons in self-employment has also grown steadily. After the beginning of the epidemic, the number of workers continued to grow in the first quarter of this year, the number of full-time workers hit its highest level since records started in 1992. In August-October 2022, there were 935,000 more full-time workers than there were before the epidemic. In comparison, despite a rise over the last year, there were 362,000 fewer part-time workers than before the epidemic. Since the beginning of the pandemic, the proportion of self-employees has decreased and remained 739,000 below pre-pandemic rates in August-October 2022. (Guyot et al., 2022). 
[bookmark: _Toc123667173]Long-term underemployment 
The creation of long-term unemployment is a significant worry for both economists and policymakers. Inasmuch as short-term unemployment is a necessary by-product of the re - allocation of ability within the labour market, excessive rates of long-term unemployment may be indicative of structural issues in labour market structures and therefore the need for change. Long-term unemployment has significant societal repercussions since a grossly disproportionate part of the cost of a recession falls on a relatively small number of persons. It is a leading source of poverty and affects the mental and physical health of individuals. In addition, the long-term detachment of employees from the labour market may result in a devaluation of their human capital, making it even more difficult for them to obtain a job in the future, thereby triggering a vicious cycle and raising the structural unemployment rate... (Kristof et al., 2020). 
[bookmark: _Toc123667174]Macro Environment Factors of UK 
For the purpose of analysing the macro environment factors affecting the Job market of UK, the author conducts a PESTLE analysis. The political, economic, social, and technological (PEST) analysis is a useful method for analysing a company's position in the marketplace. (Quinones, 2015). 
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Figure 2.3 PESTLE Analysis of UK Job Market (Created by author).
  
It seems that the United Kingdom will have a bright future. The excellent social standards, moderately solid economy, political stability, and technological advancements of the UK indicate that the nation will continue to grow. We conclude that the covid-19 pandemic has caused major disruptions after examining the UK pestle data in detail. Currently, the country's leaders are grappling with how to reduce the nation's high unemployment, taxes, and inflation rates. Taking such measures will fix a lot of issues. (Mousteri et al., 2020). 
[bookmark: _Toc123667175]The Emerging Changes in Human Resourcing Strategies in the Post COVID, Post Brexit External environment. 
Human Resources (HR) are at the heart of COVID-19's disruption of global economies and businesses. HR is becoming more important as firms recover. There seems to be no end to the HR-related questions that have arisen in the wake of COVID-19. The outbreak and its aftermath have shown the significance of a flexible and resilient workforce, hastened the transition to a digital economy, and put human resources front and centre as the new normal. (Kristof et al., 2020). The main considerations of post COVID HR management strategies are as follows: 
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Figure 3.1 Post COVID HRM Strategies (Created by author). 
 
· Redefining Organization- As companies implement more flexible work arrangements, HR departments must re-establish organizational culture. Hybrid working styles that combine remote and office employment will certainly become more popular. Positive improvement, but ramifications harm organizational culture. Social dynamics in the workplace will shift as a result of less face-to-face interaction and a dispersed workforce. Human resources also help existing workers acquire new skills. COVID-19 has resulted to large-scale competence mapping and will likely lead to staff redeployment. Redeployed personnel must have the abilities to smoothly transition into their new responsibilities. Future work positions and functions will be developed for persons with transferrable talents. Staggered hours, flexitime, or flex place may assist workers improve their work-life balance while increasing workforce productivity and efficiency.  (Bick et al., 2022). 
· As workers prepare to return to the office, HR departments should think about implementing new safety and health policies. Not only should one strive to maintain their emotional and mental health, but also their physical health. A fantastic strategy to limit the likelihood of the virus spreading in the workplace is to employ social distancing measures, such as placing sensor-based devices everywhere. In addition, the epidemic has undoubtedly caused significant worry and anxiety for many workers, especially those who have been laid off or otherwise negatively impacted by recent downsizing or restructuring efforts. Human Resources has a moral and ethical duty to compensate people who have suffered as a result of the COVID-19 outbreak. Since this is the case, it is incumbent upon them to spearhead the provision of outplacement and career transition services, including counselling and support in discovering job prospects, to employees who have been laid off. Human resources should help current and former employees by creating mental health programmes, providing 24/7 assistance to those who need it, and spreading relevant information. (Bick et al., 2022). 
· Enabling Change- Human resources (HR) is just one field that has become more reliant on data to inform their decisions over the last decade. Employee satisfaction, engagement, and experience are all quantified through workforce analytics. Even more so following COVID-19, businesses need to employ analytics to predict staffing requirements, maximise income, and save costs in order to compete in today's tumultuous economic environment. Analytics should be used to keep tabs on how well employees are doing their jobs. Human resources may help the workforce be ready for issues after COVID-19 by regularly analysing data on employee performance and engagement. (Mousteri et al., 2020).  
· Human resources must assist firms in reorganising their structures and employment functions to adapt to the new normal, with a primary focus on increasing operational efficiency. We should expect to see a dramatic increase in the prevalence of organisational models that are designed to be highly adaptable in order to facilitate the efficient reallocation of personnel. That calls for the development of organisations that can easily expand and adjust to new circumstances. (Bell et al., 2020). 
· Driving People Transformation- COVID-19 caused huge debt, escalating costs, little to no revenue, and shaky balance sheets. To save costs, they cut personnel pay and benefits. This may drive many companies' short-term strategy, but the pandemic has prompted questions about long-term employee incentives and benefits. Many organisations will compete for exceptional post-COVID rehabilitation skills. Since many companies can't raise salaries, they may lower fixed compensation and enhance performance-based pay. This promotes worker performance and a healthy, competitive workplace. Some firms provide flexible compensation and bonuses to compete. Personalized pay systems enable employees build packages that match their needs. (Bell et al., 2020).  
The UK's withdrawal from the EU has affected business, the economy, and people on both sides of the English Channel. Brexit and the coronavirus outbreak have led to serious labour shortages in the UK. Britain has had the most problems of any country. Many European staff have fled the UK due to stricter entrance rules (Costa et al., 2017).. Euro news has chronicled the impact on farming, hotels, and more. Current UK immigration regulations don't allow EU nationals preferential treatment or access to low-skilled jobs. Instead, a point system is used to attract talented workers. Despite an increase in net migration, it's predicted that fewer EU residents are relocating to the UK. (Becker et al., 2017). 
· Be present- We recognise that there are numerous practical issues to consider. This is why the present must come first. Brexit's economic uncertainty affects bonuses, incentives, and pensions. The new trade deal has raised the cost of doing business with the EU, and employers that rely on EU financing, such as the Common Agricultural Policy, may experience a funding shortfall. The UK is no longer bound to follow EU law, therefore pension rules may be abolished or changed. (Langella et al., 2016). 
· Consider Brexit's influence on hiring- HR managers must ensure their employees have suitable papers to live and work in the UK. First, EU citizens in the UK must apply for established or pre-settled status by 30 June 2021. Post-Brexit immigration is now in place. The procedure is the same for UK-based and US-based executives wishing to hire EU nationals. HR experts should help new talent get regulatory clearance for their credentials before they arrive in the UK if they operate in a regulated profession needing established qualifications. UK citizens working in an EU country will need authorisation from their host country to continue working, although documentation requirements vary. US firms must remember that the UK and EU no longer have free movement. When managing EU citizens in UK offices and vice versa, proper paperwork is required. (Mountford et al., 2018). 
· Recognize wage discrepancies- In addition to the paperwork, with the change to hybrid working due to the pandemic and working from anywhere being possible, you need to be cautious about hiring individuals on a UK salary if they reside in a nation with a different cost of living. This might be confusing; therefore, your company must have a rewards philosophy. If an employee's contract specifies, they are employed in the UK but are working abroad, this must be renegotiated after analysing local market pay data and what is appropriate for the firm and its workers. (Ruhs et al., 2018). 
· Communicate with staff. - Brexit creates new laws and procedures for companies, but it also affects employee mental health. Businesses are in upheaval for many reasons, but the stress of Brexit must be acknowledged and addressed. This may be reduced by knowing how Brexit affects various aspects of the organisation and communicating this to your employees along with a strategy to manage the effect. (Costa et al., 2017). 
[bookmark: _Toc123667176]Conclusions 
The economic impact of the pandemic and Brexit meant that businesses had to immediately adjust to the new normal or perish. Human resources must adapt and change over the whole HR lifecycle in order to keep up with the changing demands of businesses. Human resources will need to find new ways to aid company leaders in restructuring before, during, and after the pandemic; to adopt workforce rationalisation measures; to manage risks related with these interventions; and to increase productivity and employee engagement. Company readiness for a post-COVID and post-Brexit future will be hampered by HR departments that drag their feet. 
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Impact of Brexit on UK and USA (Ruhs et al., 2018). 
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