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[bookmark: _Toc101715408]Introduction 
COVID-19's rapid spread has caused disruption, complexity, and ambiguity in all organisations. During a pandemic, major challenges for organisations include business interruption, a lack of employee motivation, obstacles in distance working, a lack of resources, and so on. In the case of the United Kingdom, BREXIT increased business stress due to harsh terms and policies resulting from the removal of the EU (Clarke et al., 2017). These challenges primarily fell on the heads of HRM; an organization's human resource management. Human resource managers hire employees and manage their performance, compensation, and benefits. The pandemic concentrated on effective ways to solve employee problems during COVID and BREXIT by working in a healthy environment and providing economic support to employees at this critical juncture (Johnstone et al., 2021). In the current UK scenario, some strategies for increasing the efficacy of HRM have been proposed. Implementing these strategies is critical to preventing the organisation from incurring massive losses.
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The United Kingdom was one of the countries that suffered the most from the pandemic caused by COVID 19. The unemployment rate in the United Kingdom has reached an all-time high of 75.4 per cent (UK Parliament, 2022). The closure of businesses had a significant impact on the UK labour market. Due to a lack of income, the business owners were forced to lay off employees to avoid massive losses. Employees between the ages of 18 and 24 and those over the age of 65 were disproportionately affected by the COVID downsizing (House of Commons Library, 2022).
However, since the pandemic ended after vaccine development, there has been an improvement trend in the UK labour market. According to statistics, most labour market factors have begun to return to pre-COVID levels. Employment levels have risen, and unemployment has fallen to levels lower than those recorded before the pandemic. However, it has been documented that economic activity is still lower than it was before COVID (Arthur, 2021). The main issue that arose as a result of economic inactivity was increased inflation. The main issue that arose as a result of economic inactivity was increased inflation. According to the BBC (2022), inflation has recently risen to 6.2 per cent, up from 0.85 per cent in 2020. The Bank of England has warned that inflation may reach double digits, which would be the highest in the UK's 30-year history. The rise in the inflation rate began with the pandemic when demand for goods increased while supply was severely limited due to the closure of businesses (Victor et al., 2021). It is critical to address the issue of inflation because it has resulted in a significant decrease in real wages for employees across the United Kingdom. According to reports, approximately 7.6 million jobs were put at risk (Su et al., 2021). These risks included temporary furloughs, permanent layoffs, wage reductions, and work-hour reductions. This risk has caused a great deal of anxiety among the employees. According to Mayhew and Anand (2020), even after COVID, most labourers have little job security and are dissatisfied with their jobs.
The UK government also launched a Coronavirus Job Retention Scheme (CJRS) in March 2020, under which the government would pay up to 80% of workers' wages to support them during difficult times (Pope, Dalton, and Tetlow, 2020). The programme was launched by the government in March 2020. Employees who would have been laid off otherwise due to the pandemic were among those who filed claims. It was originally intended to be a one-year programme, but it was later extended until September 2021. (Adam, 2020). However, when the programme was terminated, there were still 1.2 million people on leave on that day. The pandemic and COVID had a disproportionate impact on several employees (Stuart et al., 2021). Workers from ethnic minorities, those on low-wage jobs, and young people made up the majority of this group.
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In the 2016 referendum, the majority of the British people voted to leave the European Union (EU), which became known as BREXIT. BREXIT was finalised on February 1st, 2020, when the United Kingdom finally left the EU after nearly four years of negotiations (Clarke et al., 2017). The BREXIT situation is expected to have several consequences for the UK and Europe as a whole. The labour market in the United Kingdom is one of the most affected dimensions. The overall impact on employment and the labour market in the United Kingdom is not limited to migration flows. Other economic factors, such as business location decisions and trade patterns, will also be considered (Simionescu, Strielkowski, and Kalyugina, 2017).

Although it was initially predicted that the BREXIT would have a significant negative impact on the UK labour market, employment levels in the country continued to rise even after the BREXIT. According to, employment levels have risen dramatically in comparison to pre-BREXIT levels. Due to the pandemic, the country's economic activity slowed in 2020, but labour markets remained tight and the number of vacancies in the market was high. 
However, one of the major problems in the labour market after the BREXIT is hiring labour by the employers. It has been recorded that the emigrants from other parts of Europe that come to the UK for employment purposes have declined considerably after the UK has opted out of European Union (Ellison, 2017). The main reason was the different entry requirements that have been imposed as a result of BREXIT. EU citizens are no longer travelling to the UK to look for work; however, employment opportunities have increased in recent months. The proportion of hard-to-fill job openings in the UK has risen from 56% to 61%, making it difficult for employers to hire qualified candidates (Milbourne and Coulson, 2021). Employers have begun to raise the offered pay to attract employees.
When BREXIT was finalised in 2021, the UK government imposed many migration restrictions, which resulted in a further shrinkage of skilled labour (Johnstone and Dobbins, 2021). Most organisations, however, have stated that they will continue to hire European citizens. According to the findings of a study conducted by Kulkarni, Lengnick-Hall, and Martinez (2015), organisations hire regardless of nationality because skill and expertise are the most important factors considered when hiring an employee. However, due to the imposed restrictions, the organisations will have to make all necessary arrangements to ensure that the migrants meet all of the country's needs and requirements.

[bookmark: _Toc98950481][bookmark: _Toc101715411]The labour shortage has become so severe that the government is considering releasing prisoners from prison for a few days to fill open positions until the employers can find a permanent replacement (Simionescu, Strielkowski, and Kalyugina, 2017). These inmates will work on a day-to-day basis. Discovered that the majority of the labour market and employment rules and regulations were derived primarily from the EU. It will take a long time for the United Kingdom to develop its laws. Until then, there is a good chance that both employees' and employers' rights will be jeopardised. In hindsight labour markets, where skills are in short supply and migrant labour is relatively easy to come by, the employer often holds the upper hand, allowing them to raise the bar for who they are willing to hire and dictate the terms and conditions under which people are employed (Bach and Edwards, 2013). 

Proposed Human Resourcing strategies in the current scenario
Human Resource Management is concerned with the employment, management, and development of individuals within an organisation (Armstrong et al., 2020). HRM plays a critical role in keeping employees engaged and increasing productivity. The HRM is primarily responsible for dealing with the COVID crisis on behalf of an organisation. During the pandemic crisis, the COVID-19 posed enormous challenges for HRM in terms of employee performance and organisational development (Azizi et al., 2021). Some significant strategies have been proposed to address the problem of the current HRM scenario in the UK. Among these strategies are:
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Scenario planning is the most important strategy at this critical juncture. Human resources should concentrate on the scenario and then develop plans and policies accordingly. Because the pandemic is still evolving into multiple waves of varying severity, HRM will need to focus on the rapidly changing faces of a pandemic to protect organisations from numerous developments and health-related threats. Human Resource Management should not overlook the importance of scenario planning when developing employment strategies (Hajipour et al., 2021).

Creating a sense of belonging to the organization
Creating a sense of belonging is also one of the most effective strategies at this critical juncture. Belonging is about the meaning of inclusion among employees. When employees get a sense of belonging, this leads to increased efficiency that ultimately benefits the business and somehow to the development of a whole organization. The key factors of maintaining a sense of belonging in an organization are the elimination of feelings of outsiderness, bringing everyone on board, and demonstrating care through benefits and safety-related initiatives (Ramdhani et al., 2017) 

[bookmark: _Toc101715414]Reducing stress
In the current scenario of covid-19, the labour force is battling with great stress due to health and financial issues. There is a huge responsibility to the Human Resource Management of an organization to assist employees in reducing stress. The possible strategies for HRM in terms of reducing its employees' stress are ensuring their financial assistance, since everyone is facing some kind of COVID syndrome thus financial aid for medication is a must for employees to reduce their stress. Another significant strategy for reducing employees' stress could be flexibility and fixation on working hours. As organizations have adopted work from home approach to preventing their business from great loss, there is a prominent neglection towards fixing working hours with possible flexibility for their employees (Prasad et al., 2020). Thus the HRM should be focused on this area to reduce the mounting mental stress on their labour force. 
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To stop the spread of COVID, some measures have been given by WHO. These measures include social distancing, wearing masks, avoiding handshakes, use of sanitiser etc. These strategies are essential to adopt for organizations to prevent them from getting shut down from concern authorities. Human Resource is mainly responsible for implementing these measures in the workplace (Kniffin et al., 2021). The HRM should strictly implement health-related instructions to avoid any threats to employees' health and the organization's reputation.
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Human resources are key players in implementing an organization's policies and strategies. To implement the methods mentioned above, the HRM will play a vital role in this regard. Implementation of Scenario Related Planning holds a significant impact in preventing any disturbance in an organization. To introduce scenario-based planning, talent-based management is primarily required. Scenario-based policies involve those policies and approaches which increase employees' participation in critical situations, the Covid-19 pandemic (Islam, M.S., 2020) 
Another strategy is creating a sense of belonging among employees. Firstly, to implement this strategy, the Human Resource will have to remove the environment of discrimination by making effective organizational policies to attach the labour force to the organization. The second approach to creating a sense of belonging is bringing all the employees to the table of discussion, which means everyone should be given the right to raise their issues and give recommendations for the development of an organization. The third approach in this regard will be demonstrating care through benefits and safety-related initiatives for employees (Shakespeare-Finch et al., 2017). The HRM will have to introduce financial benefits for employees in the pandemic situation to assist them in battling the health-related crisis of the present day. 
The strategy of reducing employees' stress is significantly linked to financial aid employees. The pandemic has mounted the financial crisis on an individual (employee). As a result, in a covid-19 scenario, financial aid policies for employees will ultimately create ease and reduce stress over an employee, and as a result, their efficiency will increase.
Implementing the fixation of working hours is another area that requires a great deal of attention from an organization's HRM. Working hours should not exceed the work from home strategy, as both men and women have difficulty working from home due to noise, the presence of children, and so on. As a result, the HRM will need to change its policies regarding working hours in the event of a pandemic to provide relief to its employees while maintaining profits.
Covid-19 presented HRM with a significant challenge in managing employee health and safety at work. This is a broad area that necessitates Human Resource Managers paying close attention to proposed initiatives for preventing safety and health threats. In this regard, HRM will need to first develop detailed guidelines for workplace health and safety measures. These guidelines should include wearing proper clothing that covers the body as much as possible, wearing a mask at all times at work, and social distancing among employees and other staff. Furthermore, strict monitoring of the implementation of these guidelines by Human Resource Managers is required to avoid any legal claims from governmental institutions. Safe work practices should be another focus of HRM in terms of security. All instruments should be properly cleaned, and only vaccinated employees should be allowed to work in the organisation. Isolation is also important in the case of employees who have Covid-19 syndromes.

[bookmark: _Toc101715417]Conclusion
Every aspect of human life was stressed as a result of the pandemic. The United Kingdom was one of the countries that suffered the most from the COVID 19 pandemic. The closure of businesses had a significant impact on the UK labour market. Due to a lack of income, the business owners were forced to lay off their employees in order to avoid massive losses. The government of the UK has also started a Coronavirus Job Retention Scheme (CJRS) in March 2020 under which the government would pay up to 80 percent of the wages of the workers to support them in the hard times (Pope, Dalton and Tetlow, 2020). (Pope, Dalton and Tetlow, 2020). Furthermore, the UK's exit from the European Union had an impact on the labour market, raising the rate of unemployment in the country as a result of changes in recruitment policies (Clarke et al., 2017). In these critical scenarios, HRM must be significant enough to address the negative effects on UK businesses. Their primary focus should be on implementing effective strategies in a variety of areas such as scenario-related planning, employee stress-reduction policies, creating a sense of belonging through various approaches, and employee health and safety.

Recommendation
Human resource managers should consider the pandemic as a means of implementing various strategies, such as remote working, which allows employees to have flexible working hours, save time communicating, foster job control, and gain experience with new technology. By implementing this, the cost of resources will be reduced, for example, by reducing the size of office space or eliminating office space altogether. Additionally, organisations can now develop their employees' autonomy by upgrading their digital competencies and broadening their perspectives within the labour market. Due to the shift in the labour market, an upskill of good working knowledge within the organisation and technical skills is very valuable post-covid-19.
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