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[bookmark: _heading=h.gjdgxs]Introduction 
Human resources management (HRM) is the method of recruiting individuals, providing them with the necessary training and compensation, creating regulations related to them, and creating retention plans. The general state of the UK labor market and the impact of COVID and BREXIT on human resource planning have been covered in this study.
[bookmark: _heading=h.30j0zll]The current state of the labor market in the UK
[bookmark: _heading=h.1fob9te]Overview of the labor market 
According to the most recent Labour Force Study (LFS) guesstimates for February to April 2022, the workforce rate has increased during the quarter, whilst also underemployment and financial lack of activity prices reduced.
The rate of employment in the United Kingdom grew by 0.2 proportion points during the third quarter to 75.6%, but somehow it remains below the pre-coronavirus (COVID-19) global epidemic stages (Brell, Dustmann & Preston, 2020). The percentage of full-time workers employed to historic highs during the quarter, although this was counterbalanced by a reduction in the amount of part-time staff. Self-employment tumbled during the coronavirus disease outbreak and has stayed steady, despite having enhanced so over a quarter.
The most recent report of payrolled staff members for May 2022 demonstrates a monthly increase to a combined total of 29.6 million, up 90,000 from the amended April 2022 guesstimate. Current total weekly overtime hours continued to increase by 12.2 million hours from February to April 2022, reaching 1.04 billion times. This remains 7.6 million less than the stage of the pre-coronavirus epidemic (Su et al., 2021). The average mean weekly total hours have already been brought back to similar levels to those before the coronavirus global epidemic, with part-time people working 0.6 hours even more since the pandemic. As an outcome, the decrease in overall hours compared to the pre-coronavirus is due to fewer people working.
From February to April 2022 The rate of unemployment decreased by 0.1 percentage point to 3.8%. Unemployment for a minimum of six months was enhanced in the most recent three-month time frame, the highest rise as of late 2020. This was counterbalanced, even so, by declines in those workless for more than six months, with all those underemployed for 6 to 12 months falling to a historically low level. The number of people who have been out of work for more than a year have also decreased.
From February to April 2022, the level of economic lack of activity fell by 0.1 percentage point to 21.3%. The decreasing trend in institutional lack of activity compared to the prior three-month period was mainly driven by pupils who were permanently unemployed.
From March to May 2022, the number of workers reached a new high of 1,300,000. Nevertheless, the rate of increase in vacant positions has slowed. From February to April 2022, mean overall compensation (along with bonus payments) increased by 6.8%, while normal pay (with exception of bonus payments) increased by 4.2% (Petrongolo & Ronchi, 2020). In fact (accounting for inflation), overall compensation increased by 0.4%, but normal pay decreased by 2.2% year on year; powerful retention bonuses have managed to keep recent real overall compensation expansion optimistic. Foundation and configurational impacts boosted the prior month's powerful levels of growth. These variables have dissipated.
[bookmark: _heading=h.3znysh7]Latest Indicators of the UK Labor Market 
[bookmark: _heading=h.2et92p0]Payroll Employees 
Preliminary reports for July 2022 show 29.7 million payrolled staff members, a 2.9% increase over the comparable period the preceding year. This represents an increase of 847,000 individuals in a year. In July 2022, the percentage of payrolled employees increased by 0.2% over the preceding period, amounting to 73,000 people. The initial guesstimate for July 2022 reveals that the overall pace of growth has decreased this month but stayed fairly significant (Goos, 2018). This decrease in the rate of growth would be influenced in part by the comparison to the rise in staff figures beginning in March 2021, the very first substantial improvement as of January 2020. Since it is predicated on an initial approximate of July 2022 staff members, this monthly expansion of 73,000 should be considered provisional. The most recent time frame, illustrated in orange, is based on preliminary information and thus is more probable to be subject to relatively greater adjustments.
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Figure 1: Payroll employees
Source: (Goos, 2018)
[bookmark: _heading=h.tyjcwt]Rate of Employment
Further to a rise in employment as of initial 2012, the percentage fell after the coronavirus (COVID-19) global epidemic began. It has seen a rise since the end of 2020, however, the labor force participation rate has recently actually decreased. Within the most recent three-month time frame, the amount of full-time employees is increasing. Whilst also part-time employment had already been growing since the start of 2021, indicating healing from the early phases of the coronavirus flu epidemic, there was a decline in the most recent three-month time frame (Bourguignon, 2018). The number of solo employees fell during the inaugural year of the coronavirus flu epidemic and has stayed steady, albeit marginally greater in the most recent three-month time frame. This rise was caused by part-time self-employment and was partly mitigated by a reduction in full-time self-employment.
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[bookmark: _heading=h.3dy6vkm]Figure: Role of Employment
Source: (Bourguignon, 2018)
Working Hours 
Since the stress relief of coronavirus full defensive metrics, current total weekly average hours in the UK have increased. Current total weekly overtime hours reduced by 0.8 overtime opportunities to 1.04 billion hours from April to June 2022, versus the previous three-month period (Abdurakhmanova & Abdurakhmanov, 2019). This remains 9.5 million hour shifts less than pre-pandemic tiers (December 2019 to February 2020); even so, the current total once-a-week average hours by women surpassed pre-pandemic tiers. As an outcome, the decrease in total hours relative to pre-coronavirus global epidemic stages is due to fewer people working 
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[bookmark: _heading=h.1t3h5sf]Figure 3: Working Hours
Source: (Abdurakhmanova & Abdurakhmanov, 2019)

Rate of Unemployment  
Until about the beginning of the coronavirus flu epidemic in late 2013, the recession had already been usually declining. It rose till the finish of 2020 but has since been brought back to pre-pandemic tiers. The rate of unemployment grew mildly during the last three months. Unemployment for up to 12 months rose over the most recent three-month time frame, with those underemployed for 6 to 12 months continuing to increase from the very first moment as of February to April 2021 (Furman & Seamans, 2019). . This rise was partly mitigated by a reduction among those who had been out of work for more than a year. 
[bookmark: _heading=h.4d34og8]Inactivity in Economy 
The level of economic complacency has usually been reducing since comparable record-keeping began in 1971; even so, it has risen as during the coronavirus outbreak. Rises in financial stagnation were driven mainly by those aged 16 to 24 years at the beginning of the coronavirus flu epidemic. Even so, recent increases have been driven by those aged 50 to 64 years, with this age cohort accounting for further than 60% of the rise in socioeconomic complacency during the flu epidemic (Schiff et al., 2020). Whereas the percentage of long-term unemployed persons aged 16 to 24 years has been reducing since the initial 2021, it rose marginally during the most recent three-month timeframe (Mayhew & Anand, 2020). And meanwhile, the percentage of long-term unemployed people between the ages of 35 to 49 years fell in the most recent three-month time frame. The emerging changes in Human Resourcing Strategies in the post-Covid, post-Brexit
[bookmark: _heading=h.2s8eyo1]external environment.
[bookmark: _heading=h.17dp8vu]Human Resource Resourcing Strategies in the Post-Covidien Era
Unforeseen occurrences that cause a worldwide scale emergency can have a significant impact on workers' well-being. The condition caused by the COVID-19 flu epidemic is certain to have a long-term impact on staff's mental well-being, having caused accumulated strain for numerous of them as well as, as a result, affecting performance, a crucial component for organizations (El Dessouky & Al-Ghareeb, 2020). Throughout a COVID-19 disease outbreak, employees generally face issues both at work and at home. As a consequence, human resource professionals must be prepared to handle any problems or issues that arise as a result of the COVID-19 flu epidemic. After the flu epidemic, Human resources holds great significance in the organization, and its primary task is to reduce the adverse consequences of a worldwide epidemic among many staff.
Hiring 
The COVID-19 flu epidemic has severely disrupted an organizational framework, and the need to develop an implementation plan in reply to a sudden and unanticipated event is difficult to predict. The economic effect of the COVID-19 flu epidemic, for example, is extremely difficult to assess. As a result, determining the impact of the disease outbreak on the organization's financial affairs is challenging (Przytuła, Strzelec, & Krysińska-Kościańska, 2020). There are multiple techniques that an organization can use to safeguard its financial implications by cooling specific expenditures, such as devoted employing expenditures. The worker hiring process entails two fundamental Hr functions: selection and hiring. A most commonly used strategy after a pandemic is to temporarily or permanently halt the hiring of new staff.
Employee Development 
Staff members, as a major element of any organization, have a major impact on its productive output, achievement, and prospective. This is the primary reason why companies decide to invest heavily in career progression. Employee motivation and advancement are widely regarded to be one of the most efficacious methods for improving employee productivity. In times of financial crisis, when the necessity to remain competitive in the marketplace becomes critical, organizations decide to adopt many different procedures that remove the group's leeway. Human resources are also crucial in managing the aftermath of the emergency (Kutieshat & Farmanesh, 2022). Following the pandemic, one of the primary HR strategies is to alleviate anxiety among workers in the company. Human resource departments plan to offer substitute employment, part-time roles, or work-life balance to ease the scenario and retain existing staff after the Covid-19 epidemic. This gives employees a feeling of safety, that has a greater impact on staff their achievement, and their original intent to remain in an organization during times of international emergency.
[bookmark: _heading=h.3rdcrjn]Digitalization
Even after the several, frequently severe, adjustments that must be created in an organization as a result of COVID-19, there are a few types of reconfiguration that can assist in minimizing the adverse impacts of the COVID-19 flu epidemic. Undoubtedly, had there lately become an uptick in the organizational digital revolution, the implementation of which frequently overpowers or markedly reduces the adverse impacts of the flu epidemic. Among the primary HR strategies are worksite digitalization (Mefi & Asoba, 2021). The application of digitization has assisted in the creation of so many growth possibilities, allowing organizations to stay alive in the tough moment following the disease outbreak and providing new market opportunities. Digitalization has recognized novel possibilities for putting technological advances, such as the realignment of an organization's assets to more respond adequately to emergencies.
Redesign of Job 
Job design is crucial in Management approaches since it deems not just all organizational and social facets, but as well as the effect of the workplace on staff. Moreover, when one job development is done, it needs to be retrospectively evaluated and refitted although many variables including the approach to management, conditions of employment, organizational technology, as well as environmental trends impact how well the job will appear (Hamouche, 2021). On a worldwide scale, the post-pandemic impact has resulted in some adjustments in work design. HR strategy should make sure that perhaps the organization's activities and staff are in sync with the adjustments. The strategies aid staff members in adjusting to these adjustments, ensuring long-term advantages in talent management.
[bookmark: _heading=h.26in1rg]Communication 
Communication is essential in HR management because it motivates employees and keeps them motivated and committed to the company. Effective communication will influence employees' sentimental contribution to change transformation, improve their confidence in the brand, and stimulate their contribution to the company, particularly during the new dynamics induced by the COVID-19 flu epidemic. HR strategies implement informal communication. Informal communication can effects of workplace's opposition to learning new skills and assuming fresh positions as a consequence of the COVID-19 reconfiguration (Elayan, 2021). . Furthermore, keeping workers aware of crucial components of the disease outbreak or the group's perspective means allowing them to participate in the firm's ongoing development, reducing unpleasant sensations, ambiguity, and other bad feelings that can interrupt perceptions of job gratification or employee commitment.
[bookmark: _heading=h.lnxbz9]Strategies of Human Resources in the post-Brexit external environment
[bookmark: _heading=h.35nkun2]Planning in Workforce 
While European immigrants process as part for 7% of the UK workforce, research from the Employment and Recruitment Confederation (REC) implies that after Brexit, very few Eu citizens will decide to fill such positions. Recruiters and businesses are worried about stuffing these roles with UK applicants, and they've lately had almost no achievement looking to recruit UK employees into low- or medium-skill vacant posts because either UK workers are highly qualified, reluctant, or incapable of performing the job due to impairments or family obligations (Moradlou et al., 2020). Numerous businesses will have similar ideals and ways to work, but advantages packages are not governed by outside powers, as well as instead, can be tailored to the requirements and desires of both perpetual and independent contractors (Ridgway, 2019). An outstanding compensation package could entice new employees while also making existing workers feel more empowered, appreciated, and engaged in the workplace, increasing fealty to their own company and trying to improve retention. This is among the best post-Brexit techniques.
A View to Recruiting Eu Nationals
From the day that the United Kingdom leaves the European Union until December 31, 2020, there will be a long transition immigration time frame. Eu people and their family members have had the opportunity to continue residing and working in the UK even during the transitional phase. The UK government plans to implement a new immigration process beginning in January 2021, which might also impact the employment privileges of EU citizens in the UK (Smith, 2019). A strategic plan is changing to accommodate this. Companies that can provide clear instructions to staff members on the EU settlement scheme and their employment and living privileges will help to calm and save their workers.
[bookmark: _heading=h.1ksv4uv]Attract a Wide Range of Talent
Current engagement prerequisites may meet current employment demand, but adapting to shifts in the European and UK markets requires flexible staff numbers strategies. Perform an unofficial audit of the employment requirements: some roles may not profit from the credentials or technological competencies required that are currently preventing new applicants from applying. Numerous abilities can be learned while working or obtained through a series of instructions. Businesses' human resources departments are reevaluating prerequisites while also tapping into unutilized talented employees that are currently available in the UK (Brown, Liñares-Zegarra, & Wilson, 2019). . Workplace flexibility is a particularly attractive employer provided that it crosses demographic characteristics, boosts employee well-being, inspiration, and involvement, and costs businesses nothing.
[bookmark: _heading=h.44sinio]A collaborative effort at Work
[bookmark: _heading=h.2jxsxqh]Collaborate with other industries, business groups, and industry groups to recognize what the segment has had to give new applicants, and collaborate with local colleges and universities to showcase instances of staff who enjoy their work and instances of advancement that started in low-skill positions (James & Quaglia, 2019). Irrespective of the result of Brexit, a worldwide HR strategy can proceed to provide streamlined development services to companies in the UK, Europe, and around the world.
[bookmark: _heading=h.z337ya]Swot Analysis of  Strategies of Human Resources 

	Strength

· The United Kingdom's financial system is indeed a highly advanced social market and market-oriented economy.

· One of the most significant strengths is the excellent pay increase provided by the Department of Human Resources.

	Weakness
Brexit is impacting a large number of HR departments from Europe, which will be exacerbated by rising prices and variances in operational expenses.


	Opportunities 
	
· The market is reviving after the global pandemic. 
· Digitization in the workplace, Flexibility in working hours is 


	Threat 

· Labor mobility is going to be very tough. In the future people will be attracted by the euro zone job market rather than the UK. 






[bookmark: _heading=h.3j2qqm3]Conclusion 
From the above discussion it can be concluded that after Covid and Brexit the strategies of human resources have been changed a lot . Digitization, flexible working hours are the most important things in new strategies of human resources. After Brexit the human resource policies of the UK have changed a lot. 
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Figure

: Total actual weekly hours worked decreased slightly during the
latest three-month period

UK total actual weekly hours worked, people, men, and women, aged 16 years and over, seasonally adjusted,
between Aprilto June 2012 and Aprilto June 2022
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Figure 1: The number of employees declined between February and
November 2020, but is now above the pre-coronavirus (COVID-19) level

Payrolled employees, seasonally adjusted, UK, July 2014 to July 2022
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Figure 4: Full-time employees and part-time self-employed workers
increased over the latest three-month period, while full-time self-employed
workers and part-time employees decreased

UK employees and self-employed workers, fulltime and part-time workers, aged 16 years and over, seasonally
adjusted, cumulative change from December 2019 to February 2020, for each period up to Aprilto June 2022
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