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1. 
Introduction

What is Labour Market?
A labour market is a place where employees and employers meet. Employees fight for the most gratifying jobs in the labour market, while companies try to hire the best candidates. The demand and supply for employees drive an economy's labour market.
Labour market 
The programme on labour markets examines the workplace. It examines the impact of social and economic developments including immigration and new technologies on employment, earnings, gender inequality, and geographical disparities. It takes into account how decision-makers can and do react to these changes. Since the majority of people rely on the labour market to make a living, how it operates has a significant impact on both economic performance and wellbeing.
Domestic and International market dynamics, as well as some important factors like immigration, the ageing of the population, and levels of education, all have an influence on supply and demand at the macroeconomic level. Unemployment, productivity, participation rates, total income, and GDP are all relevant measures. (Jon Boys, 2022)
Different companies deal with employees on a microeconomic level, recruiting, firing, and modifying work hours and wages. The supply-demand relationship influences how many hours employees work and the amount they get paid in terms of salary, wages, and benefits. 
The availability and cost of employment are referred to as the labour market in economics. Although the labour market is also extensively regulated in many nations, the price of labour is mostly determined by supply and demand, just like other markets (Debra Leaker, 2023)	
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2. The current state of labour market in the United Kingdom

The most recent UK labour market statistics are summarised in this briefing. The most current data on the labour market confirmed patterns seen in recent quarters: a persistent decline in real profits, a decline in the number of openings and a rise in the number of layoffs.
In the most recent quarter, employment climbed while unemployment increased.
The UK employment rate was forecast to be 75.6% from October to December 2022, 0.2 percentage points were higher than the preceding 3 months. Part-time employees accounted for the majority of the increase in labour during the last three months.
According to the recent estimate of pay rolling employees for the month of January 2023, there is a monthly increase of 102,000 over the previous December 2022 figures, or 30.0 million. (Debra Leaker, 2023).
The quarterly unemployment rate increased from 3.7% to 3.7% from October to December 2022 (Brigid Francis-Devine, Andrew Powell, 2023). Those aged 16 to 24 were mostly responsible for the most recent three-month increase in the number of those unemployed for up to six months. Over six and up to a year of unemployment increased, while over twelve months of poverty decreased. 
In the quarter from October to December 2022, the economic inactivity rate dropped by 0.3 percentage points to 21.4%. People between the ages of 16 and 24 were responsible for the decline in economic inactivity over the most recent three-month period. Those who are inactive due to being students, retired, or long-term (looking at economic inactivity by reason) were the main contributors to the quarterly reduction.
From November 2022 to January 2023, the estimated number of vacancies fell by 76,000, representing the sixth consecutive quarterly decline since May till July 2022. While surveying respondents nonetheless cite economic worries as a rationale for postponing hiring, the drop in vacant positions demonstrates uncertainty across industries. (Debra Leaker, 2023).
Between October and December 2022, employees' regular wage (with the exception of incentives) and mean overall remuneration (including bonuses) increased by 5.9% and 6.7%, respectively. This was the quickest rate of normal wage growth during the COVID-19 epidemic. With the exception of the COVID-19 pandemic's peak, the average wage rate increased in the private sector was 7.3% from October to December 2022, compared with 4.2% in the public sector.
Total and regular pay growth fell in actual terms (inflation-adjusted terms) from October to December 2022, by 3.1% for total pay and 2.5% for the regular pay, respectively. This still remains one of the worst declines in the growth since comparable data started in 2001, however this is still less than the record drop in actual total rate from the month February to April 2009 (4.5%). In December 2022, labour conflicts cost employers 843,000 working days, the highest since November 2011.


How Labour Market Impacts the Economy of the country?
In subsequent years, the rate of economic activity has been intensively monitored as we strive to comprehend the pandemic's longer-term effects on the labour market. According to an ONS (Office for National Statistics) analysis, younger workers (those between the ages of 16 and 24) are one factor contributing to the most recent decline. Yet, there may also be a partial reversal of the "great retirement" as workers between the ages of 50 and 64 enter the labour force. (Robert Blackburn and Maria Ventura, 2023)
[image: ONS - January labour market]
Source- Robert Half, Current Labour market trends in the UK, January 2023
One reason for the rise in labour disputes is the decline in real earnings; according to the ONS (Office for National Statistics), 843,000 working days were lost in December as a result of labour disputes (this is the highest number since November 2011).
The labour market where GDP-supporting human resources are bought and sold. GDP potential will rise in direct proportion to the number and calibre of human resources available to the market. For this potential to be realised, the market demand for these assets, which is generated from the need for products and services, must be sufficient.
The number of people employed, the number of hours they work, and the quantity of available jobs are all indications of the labour market's need. Employment and the number of people looking for work are used to calculate supply (unemployment).
Wage level (or the rate of change) illustrates how supply and demand in the labour market are balanced. If demand as well as supply are both strong, earnings will rise. Because of the increase in labour costs, there is going to a decrease in demand for human resources, reducing upward pressure on wages. If, on the other hand, supply exceeds demand, we may expect a fall in labour costs and a rise in labour demand.
The labour market is "tight" when demand is relatively strong. Unemployment would be low and there will be less opportunities and many unfilled job vacancies. The labour market is considered as "slack" as there are many job openings but few open positions. (Ian Brinkley, Ben Willmott, Mark Beatson and Gerwyn Davies, 2020)

3. The emerging changes in Human Resourcing Strategies in the post COVID, post Brexit external environment.
Human Resource Strategies post COVID:
Leaders had to react to extraordinary occurrences with breakneck speed as a result of the pandemic's special challenges. The current mind-set of many firms is one of short-term survival. The focus is sometimes on sustaining efficient operations with employees working from home, while in other instances it is on the difficulties of quickly downsizing workforces and managing dormant and furloughed employees.
Several companies have adjusted and are able to sustain productivity levels by quickly implementing contingency plans, switching to online operations and home delivery, rearranging workspaces, and allowing significant numbers of employees to work from home. Due to limitations on non-essential activities, employee availability, disruptions to supply chains, and, in many cases, a lack of demand, many others are still unable to operate effectively (if at all).
Today’s chance for forward-thinking people leaders is to reflect, consider, and create ideas to ensure that the future workplace is better than it was pre-pandemic. This post focuses on five significant themes that, in our opinion, will define our new normal. (Deloitte, 2023)
1. Flexible working now considered as new normal.
2. Transformation will be accelerated.
3. Brand Equity will be enhanced,
4. Working Practices will be evolved with Lockdown experiences,
5. Evolving more agile organizations
After its relatively successful deployment, companies across all industries are almost unanimous in wanting to see more employees work from home, while some employers are less enthusiastic admitted that in some roles, more homework was not doable. The paper identifies a number of reasons for its effectiveness. They include a better work-life balance, especially in terms of how much less time and money people must spend on their commutes, as well as less distraction while working on tasks and improved teamwork made possible by technology.
Several managers and businesses were concerned that the transition to home work would have a detrimental effect on production. The data in this analysis, however, indicates that, generally speaking, productivity levels of those people who worked from home due to the pandemic have not been any lower than those of other workers. In fact, a large number of the case study participants mention slight increases in productivity. The capacity to accomplish goals, having more focused work time, and having a better work-life balance are cited as significant factors by employers who claim that productivity has neither been negatively impacted or enhanced as a result of the change to greater homeworking. Also, a lot of employers claim that technology has helped them get past the parallel problems of poor collaboration and communication.
Leaders and managers must adopt a mentality and take activities that promote the fundamental change in workplace cultures. As a result, it becomes necessary to realign Total Rewards, such as choosing whether pay plans should take into account the economic value of flexibility or whether incentives should place more focus on group performance to promote cooperation. Important factors you should take into account include: 
· Improve flexible work practises for increased effectiveness, equity, and access; identify work for redesign and reinvention goals; and optimise work with talent and automation options.
· Reskilling and upskilling - apply machine learning to detect job and skill needs; link competencies, expertise, and abilities to career framework; and activate the career experience with greater transparency around retraining, upskilling, and outskilling paths.
· Leader and manager development entails assisting leaders and managers in developing their ability to be effective during change; providing extended assistance to managers enabling hybrid working teams; and providing training to enhance leader and management resiliency.
· Determine how new working practises may support the company's values, principles, and goals.
· Aligning total rewards include making a list of all existing total rewards programmes, doing competitive analysis against peer groups and evolving best practises, finding potential delivery methods for a more effective total rewards package, and coordinating with when, where, and how people work. (HRD Connect, 2020)
Organizations have a great chance to use the lessons they learned from the pandemic to strengthen themselves in the post-pandemic age. The three major themes that organisations are focused on in this article have been discussed, but one theme in particular that permeates them all is employee listening, engagement, and experience. While creating post-pandemic activities, taking an employee-centric strategy helps promote a high-performing employee experience, which in turn boosts business performance. (Alice Farley, 2021)

Human Resource Strategies post Brexit External environment
The European Union and the United Kingdom were in a transition period in which they had discussed the parameters of the future relationship because the United Kingdom is no further a member of the EU. On December 31, 2020, the changeover period got over. The requirements from the agreement weren’t achieved which resulted the UK left the EU without a deal on January 1, 2021.
Despite leaving the EU, the UK is still recognised as an official member for purposes such as compliance with its legal obligations under EU law and staying subject to the jurisdiction of the European Union's Court of Justice.


Regarding the Covid-19, the pandemic has not caused any delays in the transition period's end. The date stays December 31, 2020 (Ciupijus, Z., Forde, C., Giralt, R.M., Shi, J. and Sun, L.2022).

Workforce Planning – Improving Employee Retention
Although EU nationals now make up 7% of the UK workforce, statistics provided by the Recruitment and Employment Confederation (REC), it is been seen that after Brexit, some EU individuals could choose to work in these roles. Recruiters and hiring managers have concerns about filling these openings with UK candidates, but current efforts have met with at least some success, both because UK applicants are overqualified, uninterested, or unable to perform the job because of disabilities or parental responsibilities, or both.
A competitive benefits package may attract new hires while also making current employees feel valued, engaged, and motivated at work, which enhances employee loyalty and retention rates. Employee incentives can contribute to a positive, dynamic working environment that allows all workers to achieve. Creating a great workplace culture necessitates not just trusting and enabling people to make decisions and make changes, but also motivating staff members to work together and encourage one another. ( Ryan Abbot, 2019)

Different Approach Attracting EU Workers
The Great Repeal Bill's stated goal is to "keep the protections and standards that benefit workers" as it outlines alternative EU legislation on employment and human rights. The Government has pledged to not only uphold but also strengthen the rights of employees outlined in European law. The UK government has already gone above and above what is required by EU law in numerous areas, such as statutory yearly leave, maternity leave, and parental leave and pay.

Attracting Diverse Talented Candidates
Re-evaluating requirements will also make advantage of talent reserves that are currently untapped in the UK. Applicants without a degree but with years of experience may be just as useful to your company, and if you invest in their first training, a variety of talent pools, elder generations, and talent pools without market experience may prove to be great long-term employees.

Attracting Young Workers
Young people are entering fields like manufacturing, engineering, aerospace, and automotive in smaller numbers than ever before. Prior to Brexit, technological advancements, and climate change, skills shortages are cited as the most important business issue by 42% of aerospace industry leaders and 22% of engineering business leaders.
However, 1 in 3 recent graduates report being dissatisfied with their present employment, and more than two thirds of current UK grads claim that their current jobs are utterly unconnected to their fields of study. Apprenticeships may be the solution for the urgent need of young people in the UK for meaningful jobs and for the urgent need of competent workers in UK businesses. (Victoria Templeton, 2020)

Working with experts and the International Recruitment Firms
Collaborate with other recruitment firms, trading groups, and industries to identify about  this sector has to offer its prospective workers. Collaborate to the local educational institutions to showcase examples of satisfied workers and career growth that began in low-skill employment. Regardless the result of Brexit, an international-focused recruitment firm may continue to provide simplified hiring services to organisations with offices in the UK, Europe, and throughout the world. (Ryan Abbot, 2019)


Conclusion

The Covid-19 epidemic's combined impact with the UK's exit from the European Union have resulted in a challenging and unstable with quite a lot of difficulties in the labour market in the UK at the moment. As a result, businesses in the UK are dealing with a special set of difficulties when it comes to hiring and retaining employees in most of the organisations. It is obvious that in order to be successful and competitive in the present climate, organisations will need to adopt a proactive approach to their human resource management strategies.
The organisation should put its efforts into developing a talent pool of both local and international candidates while also looking at ways to broaden the diversity of its staff as well as beneficial. This might be accomplished by leveraging recruiting technologies to make the hiring process more successful and efficient, such as AI and machine learning. To provide employees additional freedom, the organisation can also think about using flexible working arrangements including job sharing, remote working, and self-employment. Lastly, by providing competitive compensation, benefits, and possibilities for professional advancement, the organisation should concentrate on its employee retention plan. This will make it easier for the organisation to both recruit and keep the greatest employees.
As a result, the Covid-19 outbreak and the UK's withdrawal from the European Union have had a significant impact on the present state of the UK labour market. For an organisation to succeed and remain competitive in the present external climate, human resource strategies must be implemented in a proactive manner. This may be accomplished through making use of recruiting technologies, looking at ways to expand worker diversity, and providing competitive pay, benefits, and career development possibilities.
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