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[bookmark: _heading=h.gjdgxs]Introduction
Labour market has been observed to be seriously affected by COVID 19 pandemic, as the restrictions were seen to be affecting the ability of the businesses to properly trade along with introducing different support schemes for people that includes Coronavirus Job Retention Scheme (CJRS). In this context it can also be pointed out that COVID 19 has also severely impacted the ways for working, exploring new working approaches such as hybrid and work from home working (Brauer, et al, 2020). 
Covid 19 pandemic, coupled with the Brexit, has a significant impact over the labour market considering the United Kingdom (UK). Some of the general impacts can include shortage of skills, labour market witnessing tightness with the business failing to match the demands of services as there is shortage of supply across the labour markets. The following report will analyse and discuss in detail the emerging trends which have impacted the overall conditions of the labour market of the UK, post the Covid 19/Brexit environment. Based upon the analysis, necessary changes that are required to be made to the human resource (HR) strategies, from the perspective of a HR manager, have also been explained in the report. 
[bookmark: _heading=h.30j0zll]a) Understanding the emerging changes in labour market conditions in a post Covid/post Brexit environment in the UK
[bookmark: _heading=h.1fob9te]Impact of Covid 19 and Brexit on labour supply 
Brexit has significantly ended the free flow of movement between the EU and UK with newer regulatory requirements putting an immense pressure over the labour market supply in the UK . Considering the potential of further lockdown measures and restrictions post COVID 19, eliminates the guarantee of moving people across Eu and UK, with the unwillingness of the staff in moving during the pandemic situation. This can result in different sets of implications such as individuals becoming the tax residents of a new country or the inability of the employees to move.  This delayed move can often threaten the overall gaps in context of service provisions (Davenport and Levell, 2022). COVID 19 has also created a workplace shift where the employees are seen to be working from their homes or any other places, delivering virtual services even across international markets if needed. This is one of the potential causes of challenges in the context of propping up the overall continuity of the support and services. In addition, post Brexit UK has also imposed new immigration rules and policies resulting in industries such as retail facing challenges due to impositions of salaries thresholds as well as skill requirements, that previously was not applicable to the EU nationals working in the UK. This has largely impacted the area of workforce planning in the UK. In addition, considering the further impacts of COVID 19 on labour market supply, transport operators face the challenges of providing safe transports from and to the workplace. In this context, hiring of new workers is seen to present unique obstacles for businesses. Therefore, sourcing of the workers from international markets will now become further challenging considering the patchworks related to the lockdowns and travel restrictions that are still in place. This has resulted in businesses across the world getting stalled (Finston, et al, 2021). 
[bookmark: _heading=h.3znysh7]Identifying the recent trends in the labour market post Covid 19/Brexit Environment
As per the market data and statistics, it has been observed that the total number of job vacancies in UK has increased to a record of 1.2 million from October 2021 to November 2021. The rate of unemployment has also significantly declined in the market with a fall of nearly 24 percent to 1.4 million in October 2021 to December 2021. However, the rate of unemployment is still higher than that before the Covid 19 pandemic hit the UK (ons.gov.uk, 2022). 
The increase in vacancies with fall in unemployment across the UK can be considered to be an indication of the labour market being tightened, with fewer availability in the market considering the filling of the vacancies. This can be properly understood by the following figure;
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Fig: Number of persons employed/vacancies fallen in UK (source: ons.gov.uk, 2022)
As per the figure, the overall number of persons/individuals unemployed in UK per vacancy has significantly fallen to nearly 1.2 in October 2021, which is the record lowest, with a sharp fall from 4.1 in June 2020, which was highest during the Covid 19 pandemic, which has been mostly driven through increase in overall vacancies in UK (ons.gov.uk, 2022). 
Businesses across the UK, specifically those that have 10 and more staff, have reported facing maximum difficulties in filling of the vacancies with shortage of workers in the context of the labour market. In 2021, nearly one third of the businesses operating in  UK and having 10 and more staff have been challenged by the shortage of workforce. Businesses were unable to meet the demands with employees sometimes working for longer hours (Lund, et al,  2021). 
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Fig: Businesses with shortage of workers were unable to meet demands (source: ons.gov.uk, 2022)
The labour market in the UK has also experienced a sharp fall in employee numbers by 1.4 percent. In this context, it must be highlighted that the challenges in the UK labour market post Covid 19/Brexit, has not impacted all the respective occupations equally. For example; the HGV driver occupation has witnessed a huge fall in the number of employees which has had wider influence on the management of the supply chains. Many low skilled requirement occupations were seen to be facing the issue of fall in employment during the Covid 19 pandemic. These occupations majorly included the elementary occupations with a sharp fall by over 35 percent. On the other hand, the high skill requirement and paid occupations/jobs also saw increase in the employment during and post Covid 19 pandemic. Such occupations largely include Telecommunications and Information Technology, research and administrative professions with sharp increases of 42 and 30 percent respectively. This showcases the uneven impact which the scenario has over the labour market in the United Kingdom (UK). 
[bookmark: _heading=h.2et92p0]Tightness in labour market of UK Post Covid 19 
The labour market has witnessed tightness in addition to the slow recoveries in the context of employment and the participation of the labour market. The gaps of nearly 1.2 percent on employment rate and 0.9 percent on participation of the labour force have indicated the early stage of the recovery of the labour market. However, in the overall contrast it has also been observed that the respective vacancies have also been sharply increasing with the firms in the UK facing the overall increase in demands for services along with decreased supply in low skilled EU workers. The high demands for the services are due to the economy reopening in the UK post Covid 19 and the unavailability of lower skilled workers from the European Union has been an immediate result of Brexit (Mayhew and Anand, 2020). Therefore, the tightness in the UK’s labour market is seen to have potentially surpassed the pre-crisis stages/levels, and point towards the later cycle stage, opposed to the overall slower recovery which has been experienced following the financial crisis post COVID 19. Therefore, the sluggish nature of responses of labour supply in the UK in relation to the very strong demand of labour automatically suggests very low efficiency of matching. In addition, it can also be said that the overall furlough schemes can also cause the labour market tightness in the UK. This is because the respective staffs or employees currently on furloughs have less incentives in joining the available pool of workers as well as applying for new jobs. However, with the ending of the furlough scheme the tightness observed in the UK labour market will be lowered (Bradley, et al, 2021). 
[bookmark: _heading=h.tyjcwt]Understanding the diverse developments of vacancies and wage pressures in labour market post Covid 19 
[image: ]
                      Fig: Average weekly earnings in UK by Industry (source: ecb.europa.eu, 2022)
The overall diverse developments of the vacancies along with the wage pressures are seen to be considerably limited to the specific sectors. Although the economy-wide growths considering weekly average earnings are high, the majority of the increase are seen to be coming from negative effects that reflect the introduction of the furlough scheme. It has also been observed that on sectoral level, base effects driving wages in quarter 2 of 2021 has been historically high across all industry sectors. IN quarter 3, there has been very low increase in the age growth and even in most of the cases the wage growth has been observed to be decelerating (Brewer, et al, 2021). The increases in the wages have been mostly pronounced across business and professional services along with the sectors that previously rely on the lower skilled migrant labour which includes the sectors of hospitality, leisure and construction. Even if specific professions within a specific sector have witnessed growth in earnings, it is not the same in context of the industry sector as a whole. Some of the examples of such sectors are utilities, transportation and trade. Thus, the overall risks associated with the broadening of the wage pressures appears to be less likely at the recovery stage considering the underlying growth in wages are more contained or limited within the related industry sectors. 
[bookmark: _heading=h.3dy6vkm]b) Understanding the changes needed in the human resourcing strategies in the current scenario as a HR manager 
Considering the impacts of the Covid 19/Brexit over the labour market, it has also become important for the business across the UK to be capable of changing or altering the human resource management (HRM) for maximum workforce planning, and maintaining the expected levels of performance/productivity in the given situation. These changes from the perspective of HR managers can be better understood by considering an example such as fashion retail brand H&M operating in the UK market (Butterick and Charlwood, 2021). The changes in the HR strategies in context of the HR manager of H&M, UK can be explained and highlighted under the following divisions;
Workforce planning
· The current phase of the market has also made workforce planning significantly difficult for the HR managers in H&M, UK. The increase in trends of remote working has made it important and essential for the HR managers to manage virtual teams so that it is possible for the employees to collaborate digitally. Since working from home can often cause laziness, the style of management can be made more authoritative so that employees can be kept under proper guidance and supervision. 
· Post Covid 19 pandemic, there has been an increase in the demands for achieving higher sets of flexibility in the area of workforce management. This may increase the need for HR managers of H&M, UK to focus upon expanding the contingent workers especially considering the areas of low skilled staff. The strategy will replace full time employees and staff with the contingent workers and include the job models based on talent sharing such as 80 percent work and 80 percent pay (Liang, et al, 2022). This is important and crucial to maintain the overall flexibility of the workforce to face or address the uncertainties caused by the Covid 19 pandemic in the current scenario as well as the future years to come. 
· It is also very important for the HR manager to build and develop a workforce where the employees are successful in developing critical skills and abilities with the potential of opening up different opportunities in areas of career developments, rather than just preparing the workforce for just specific tasks only. These critical skills will largely improve the capability or ability of the employees in adjusting to the changes/uncertainties in the workplace effectively in future. Good training and development programs must also be arranged for the staff to help them to tackle stress and anxiety reducing the burnout faced by staff in a post Covid 19 workplace. This is important to keep the workforce at full energy and potential. 
Performance and Reward management
· In a crisis situation such as Covid 19, employees and staff will definitely face the issue of low motivation and fear or anxiety to work. This can harm the performances of the individual staff and employees at work. This is more evident considering the growing culture of work from home following the Covid 19 restrictions and guidelines. Therefore, it is important to develop, manage and monitor a robust and effective reward management system, capable of offering the correct recognition and acknowledgement to the hardworking employees. This system must also be applicable for the ground level staff or employees who need to be physically present at work working in distribution and logistics, rather than working from home (Hamouche, 2021). 
· While appraising the remote working employees, the approach of 360-degree feedback and management by objectives (MBO) must be used so that correct assessments can be made. Technology can also be used to monitor the employees by tracking the computer usage, monitoring of emails or the internal chats and calls. This can help in proper tracking of the productivity of employees as well as correctly monitoring the engagement of the staff and employees so that the employee experiences can be better understood (Stuart, et al, 2021). 
· While appraising the ground level staff working in distribution and logistics, peer reviews must be used to reward the performance. This is important in the perspective of keeping the staff and employees motivated in the situation of uncertainties post Covid 19 pandemic. 
· From the perspective of a HR manager in the uncertain times, it has become necessary and important to implement strategies that help the management/organisation to play an extended role towards catering to the employee’s physical, mental as well as financial wellbeing. Therefore, employee welfare programs must be introduced by the HR manager such as financial assistance, enhanced leaves for sickness, flexible work hours. This is not only important in the perspective of enabling safety of employees but at the same time also contributes to the employee morale and motivation. 
[bookmark: _heading=h.1t3h5sf]Conclusion 
The report has explained and identified all the emerging trends in the perspective of the UK labour market, post the covid 19 pandemic/Brexit. From the analysis, it is evident that the supply in the labour market is largely affected, especially considering the low skilled labour supply and availability in the market. In addition, the market has also witnessed a tightness as discussed in the report. This situation has made it necessary for businesses to make specific changes to the Hr strategies to meet the situation demands as discussed in the report. 
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