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[bookmark: _Toc143536556][bookmark: _Toc143520742]Introduction 
The supply of workers and the demand for workers in different industries in the United Kingdom (UK) are always interacting with one another, making the labor market in the UK similar to a living ecosystem (Del Rio-Chanona et al., 2020). Over several decades, the employment market in the United Kingdom has changed due to several. The current situation of the British labor market, including the significant effects of the Covid-19 outbreak and the fallout from the Brexit decision, is the primary subject of this research. The dramatic changes that have occurred are the inspiration for this research into the new human resource management methods that have emerged (Alzoubi et al., 2022). The current status of the British employment market results from a confluence of domestic and international factors. Factors contributing to these tendencies include shifts in consumer behavior, advances in mechanisation and digitization, and the establishment of new business alliances. 
 The advantages and disadvantages of these changes will have far-reaching effects on job seekers and employers (Kaushik and Guleria, 2020). In this context, this research aims to examine the complexities of the current state of the British labor market by zeroing in on two major turning points: the effects of the Covid-19 pandemic and the environment's unique characteristics after Brexit (McCann and Vorley, 2021). Therefore, this research aims to identify the various channels via which the tendencies above have affected the British employment market.  We examine how the sudden disruptions brought on by lockdowns, remote work arrangements, and changes in customer behavior have resonated through different industries as we delve into the effects of the Covid-19 pandemic. The research also analyses Brexit's effects, such as changes in immigration policy, trade dynamics, and the reorganisation of supply chains.

[bookmark: _Toc143520743][bookmark: _Toc143536557]Task 1: Current State of the Labor Market in the UK
[bookmark: _Toc143536558][bookmark: _Toc143520744]1.1 Current Trends, Challenges, and Opportunities 
A myriad of trends, difficulties, and possibilities has transformed the landscape of the UK labor market. Klimkiewicz and Oltra (2017) stated job-seekers, businesses, and governments would all benefit greatly from a deeper comprehension of these relationships.
[bookmark: _Toc143520745][bookmark: _Toc143536559]Trends
Several interesting developments are occurring in the UK work market. The nature of labor has changed as a result of automation and other technological developments (Andrejevic, 2019). About 7.4 per cent of professions are extremely vulnerable to automation, especially affecting normal and repetitive tasks, according to recent research by BBC London (2023). 
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Figure 1: Jobs are at high risk of automation in the UK (Source: Office for National Statistics, 2023)
The Chartered Institute of Personnel and Development (CIPD) also reports that the gig economy is growing, with some 7.25 million people participating (Cheese, 2023). While this tendency does provide some leeway, it leads to questions about employment protections and guarantees.
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Figure 2: Growth of UK Gig Economy (Source: CIPD, 2022)
[bookmark: _Toc143536560][bookmark: _Toc143520746]Challenges
Evident difficulties exist in the UK labor market (Bell, and Blanchflower, 2020). The Covid-19 epidemic has done significant damage. Joblessness rose from 3.9 per cent to 4.9 per cent due to the pandemic, according to the BBC (2020). Job losses in the hotel and retail industries disproportionately impacted vulnerable people due to lockdown measures. 
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Figure 3: UK Unemployment Rate (Langella and Manning, 2022)
According to Buchholz et al. (2020), 5.3 million Adults in the UK have never used the internet, according to the UK Office of Communications (Ofcom), highlighting the necessity of digital literacy as the pandemic spread. This digital gap hinders people from taking advantage of online education and employment prospects.
[bookmark: _Toc143536561][bookmark: _Toc143520747]Opportunities
Despite difficulties, there are openings in the UK job market. With the proliferation of remote work made possible by modern technology, businesses have access to more potential employees (Leonardi, 2021). The Office of National Statistics (2020) revealed that 38 percent of British workers performed their duties remotely throughout the pandemic. 
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Figure 4: Gender working percentage from home (Source: Office for National Statistics, 2020)
Furthermore, green job growth has been observed since the UK government strives for zero emissions by 2050 (Chapungu et al., 2022). Two million green jobs are expected to be created by the Green Jobs Taskforce in fields including renewable energy and sustainable transportation.
[bookmark: _Toc143536562][bookmark: _Toc143520748]1.2 The Effect of Covid- 19 on the Labor Market 
The global economy, particularly the UK labor market, has seen the effects of the Covid-19 pandemic (Ando et al., 2022). Several areas of the United Kingdom's job market have been significantly influenced by the extraordinary nature of the epidemic and the subsequent actions adopted to control its spread.
[bookmark: _Toc143520749][bookmark: _Toc143536563]Immediate Impact
According to Sahu and Kumar (2020), the government of the United Kingdom went into lockdown mode when the pandemic hit. Because of this, many establishments had to temporarily close their doors, resulting in a dramatic rise in the number of people out of work. According to the ONS, the unemployment rate will rise sharply from 3.9% to 4.9% by the end of 2020.
[bookmark: _Toc143520750][bookmark: _Toc143536564]Sectoral Disparities
The consequences of the pandemic on the UK labor market varied widely between sectors. Breier et al. (2021) stated businesses in the hotel, tourist, and retail sectors were struck particularly severely because of their reliance on customer visits and road trips. According to ONS data, the number of people employed in the lodging and food services sector dropped by a shocking 43%. Workers in these fields saw widespread layoffs, reduced hours, and furloughs.
[bookmark: _Toc143536565][bookmark: _Toc143520751]Remote Work Acceleration
On the other hand, the pandemic prompted a surge in telecommuting. To maintain efficiency, many businesses have implemented remote work policies (Baryshnikova et al., 2021). According to the ONS Labor Market Survey, 86 per cent of workers were telecommuting at the height of the pandemic. Worker adaptability to new technology and virtual collaboration tools became increasingly important, highlighting the significance of digital skills.
[bookmark: _Toc143520752][bookmark: _Toc143536566]Changing Nature of Work
The epidemic has also hastened changes in the character of employment. As more people can work from home, the line between work and life has become increasingly porous. Parham and Rauf (2020) asserted work-life balance, mental health, and burnout are all issues raised in response to the benefits of remote work. Some jobs once considered indispensable and carried out in person also encountered difficulties. Frontline workers in healthcare, supermarket delivery, and food preparation continued to put themselves in harm's way.
[bookmark: _Toc143520753][bookmark: _Toc143536567]Up skilling and Reskilling
The epidemic highlighted the significance of acquiring and practicing new skills. Due to the decline in manufacturing, many people lost their jobs. Because of this, many people have decided to change careers or upgrade their skill sets to keep up in the labor market (Costa Dias et al., 2020). According to many online education providers, courses in data analysis, programming, and digital literacy have seen a rise in popularity.
[bookmark: _Toc143520754][bookmark: _Toc143536568]Long-Term Structural Changes
There will be lasting effects on the job market from the epidemic. Some ongoing structural shifts have been expedited as a result. For example, businesses increasingly turn to automation and AI tools to lessen their dependency on human workers in preparation for potential disruptions (Chen and Biswas, 2021). According to the Chartered Institute of Personnel and Development, there will be a rise in demand for highly trained workers in the United Kingdom.
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Figure 5: The effect of Covid- 19 on the labor market (Source: By Author)
[bookmark: _Toc143536569][bookmark: _Toc143520755]1.3 The Effect of Brexit on the Labor Market 
As a result of Britain's decision to leave the European Union (EU), the employment market has undergone significant transformations that have altered its dynamics and presented new opportunities and difficulties (Jagannathan et al., 2019). Economists, policymakers, and businesses in the United Kingdom are increasingly concerned about the effects of Brexit on the labor market as the country figures out its future relationship with the European Union.
[bookmark: _Toc143520756][bookmark: _Toc143536570]Changes in Immigration Policies
Changing immigration policy is one of the most obvious and significant ways Brexit will affect the labor market. According to Portes (2021), after the UK and EU ended their free movement agreement, the UK instituted a points-based immigration system. Education, language skills, and job offers in shortage industries are prioritised in this approach. According to government reports, concerns concerning the loss of domestic employees have been addressed by designing a mechanism to attract highly skilled individuals.
[bookmark: _Toc143520757][bookmark: _Toc143536571]Impact on Industries
Different sectors, especially those that rely significantly on EU employees, have felt different impacts from Brexit. Historically, industries including construction, agriculture, and healthcare have looked to the EU for workers, especially hard-to-fill positions (Foster et al., 2020). According to market research, the recent change in immigration policies has prompted worries about a scarcity of workers and the possibility of supply chain disruptions.
[bookmark: _Toc143520758][bookmark: _Toc143536572]Challenges for SMEs
Brexit has presented unique difficulties for small and medium-sized businesses. These companies frequently lack the means to adapt to shifting international trade norms and ever-evolving regulations. According to Gherghina et al. (2020), customs checks and paperwork add extra costs and administrative hassles for small and medium-sized enterprises (SMEs) that export or import items to or from the European Union.
[bookmark: _Toc143520759][bookmark: _Toc143536573]Opportunities for Domestic Workforce
The domestic workforce in the UK has also benefited from Brexit. Tovmasyan and Minasyan (2020) argued when companies are required to fill more positions with domestic workers, they have more incentive to provide career development opportunities for citizens. There is an opportunity to close skill gaps and provide more equal job opportunities to the people of the United Kingdom as firms attempt to minimise their reliance on foreign employees.
[bookmark: _Toc143520760][bookmark: _Toc143536574]Trade and Export Implications
Although the trade relationship established after Brexit is not primarily a labor market concern, it does affect job opportunities and export-dependent industries (Du et al., 2023). New trade barriers may reduce the demand for specific products and services, which could affect the number of people employed in their production and distribution.
[bookmark: _Toc143536575][bookmark: _Toc143520761]Task 2: Emerging Human Resources Strategies 
[bookmark: _Toc143536576][bookmark: _Toc143520762]2.1 Emerging Human Resources Strategies 
Emerging HR solutions are helping organisations navigate the rapidly changing world driven by events like the COVID-19 epidemic and Brexit (David et al., 2023). These strategies use innovative methods to address disturbances and capitalise on development and resilience. Remote work and flexible arrangements are prominent HR trends. Work structures are changing to enable remote work, allowing employees to balance work and life. Fully remote work methods allow companies like Buffer to access a global talent pool and cut office overhead costs. Upskilling and reskilling have grown due to Covid-19 and Brexit. HR strategies now emphasise equipping workers for new tasks and responsibilities (Farndale and Vaiman, 2022). Amazon's "Upskilling 2025" programme offers machine learning and cloud computing training. HR methods also emphasise employee well-being and mental health support. Remote employment and Brexit, and pandemic uncertainty have increased stress (Crasii and Nawar, 2022). Mental health resources, flexible work hours, and wellness programs are being implemented to address these issues. Unilever's "Wellbeing Zone" shows how companies support employees' mental and physical health.
Emerging HR practices promote diverse, equitable, and inclusive workplaces as social issues gain attention (Shore et al., 2018). Companies are taking action to combat systematic prejudices and inequality. Microsoft's Chief Diversity Officer Job and other DEI initiatives demonstrate the company's commitment to inclusive cultures that empower all employees. Agile workforce planning is also needed due to Brexit and pandemic concerns. By matching worker demands with business goals, emerging HR strategies allow organisations to react quickly to changing market conditions (Subramanian and Suresh, 2022). Procter & Gamble uses agile methods to change employee size and skills to change business requirements.
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Figure 6: Emerging HR Strategies (Source: By Author)
Many companies are considering hybrid work models that combine remote and on-site employment as workplaces evolve. This technique mixes remote work with in-person workplace collaboration and socialisation. According to Cappelli (2021), HSBC's hybrid work patterns and office space reduction show companies adapting their workspaces to flexible arrangements. Finally, these HR practices heavily rely on technology. Digital platforms are used for talent recruiting, onboarding, performance management, and employee engagement (Malik et al., 2022). The use of AI and analytics for predictive workforce planning is growing, helping organisations make employment decisions.
[bookmark: _Toc143520763][bookmark: _Toc143536577]2.2 Human Resourcing Strategies Post-Covid and Post Brexit 
Blum and Neumärker (2021) asserted organisations have rethought and returned to their human resourcing strategies after the Covid-19 epidemic and Brexit. In response to skill shortages brought on by changes in immigration regulations due to Brexit, some companies are investing in locally tailored workforce development programs. They're teaming up with schools and training facilities in the area to offer students courses designed specifically to meet the regional labour market demands (Leigh et al., 2020). For instance, Airbus in the United Kingdom has partnered with local educational institutions to establish apprenticeship programs that teach students in-demand aeronautical expertise.  Companies have formed adaptation-focused employee resource groups in response to Covid-19 and Brexit. These communities provide outlets for workers to talk to one another about the challenges they're facing and brainstorm ways to overcome them. Lucas et al. (2017) highlighted when adapting to new legislation, working remotely, or a shifting job market, the ERGs provide more than simply moral support.
Some companies have implemented resilience training programs to help their staff deal with the unpredictability caused by the pandemic and Brexit (Brown et al., 2020). These courses help participants develop the psychological and emotional fortitude necessary to deal effectively with uncertainty, stress, and transition. Businesses like Deloitte have used mindfulness training and stress reduction seminars to help their workers. Organisations are giving workers more leeway in spending their time off in response to Covid-19 and Brexit (Castro-Conde, 2021). Benefits, including health insurance, retirement savings plans, and flexible work schedules, are available for employees. For example, Unilever's "Wellbeing Choices" programme lets workers tailor their benefits to support their personal health and wellness objectives better.  Organisations are moving towards outcome-based performance management as remote work increases in popularity. They are shifting their emphasis from purely quantitative measures, such as hours worked, to qualitative ones, such as the value employees provide to the company. According to Borgonovi et al. (2019), companies like GitLab have adopted a remote workforce and use outcome-based performance management, which emphasises actual output more than the number of hours an employee spends in an office. Remote employment allows some businesses access to a wider pool of qualified candidates worldwide (Adisa et al., 2023). To have access to a wider range of expertise and viewpoints, they are actively recruiting internationally. The WordPress development team at Automatic uses a fully dispersed model, bringing together specialists worldwide.
Organisations are promoting the development of cross-functional skills to increase employees' versatility and adaptability (Ahmed et al., 2021). The company encourages its workers to broaden their horizons by taking on tasks outside their normal duties. The "Job Swap" programme at Adobe allows workers to take on different responsibilities inside the company temporarily. After Covid-19 and Brexit, the landscape has changed, and these novel approaches reflect that. Borgonovi et al. (2018) stated organisations can improve their chances of thriving in times of change and uncertainty by implementing localised staff development, resilience training, and outcome-based performance management.
[bookmark: _Toc143520764][bookmark: _Toc143536578]Conclusion 
Human resource management is undergoing a paradigm shift due to the confluence of the Covid-19 pandemic and Brexit. In response, businesses have become more agile and creative in their talent acquisition, cultivation, and retention approaches. Central to these approaches is the rise of the remote worker, flexibility in workforce planning, and a relentless focus on employees' health and happiness. Companies are adjusting to the challenges brought on by disruptions and making the most of the opportunities that have arisen due to them. These innovative approaches to human resource management will be crucial in building adaptable, innovative, and people-focused businesses that can survive and prosper in today's volatile business environment.
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