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Executive summary

The research report was prepared in order to evaluate the current state of the labour market of the United Kingdom as well as contemporary challenges that are faced by human resourcing in the United Kingdom. A secondary data collection method is used in this research, and a wider range of qualitative data has been collected to find out emerging issues related to human resource management in the United Kingdom after Covid-19 and Brexit. Potential changes that are made in the human resourcing strategy after these uncertain situations in the United Kingdom have been outlined in this Research report. Discussing all the policies and procedures that are undertaken to resolve human resourcing issues, the most efficient strategy to mitigate a situation has been identified in this research.
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[bookmark: _Toc123547445]1. Introduction	
The labour market of the United Kingdom has been affected by Covid-19 and Brexit and creating complex situations for business entities to operate their daily activities. This report is focused on identifying the current state of the labor market in the United Kingdom and contemporary challenges related to HRM to develop critical knowledge about human resourcing in the United Kingdom. Following a secondary research method, a large amount of qualitative data is going to be collected to find out emerging changes in human resourcing during post-covid-19 and post-Brexit situations. Evaluating all these contemporary issues, this report will provide strategic policies, procedures, and practices that can medicate contemporary issues of human resource Management.

[bookmark: _Toc123547446]1.1 Background and purpose of this study	
Human resource management is a coherent approach to managing human beings in a strategic way to execute operational activities in the most efficient way and maximise competitiveness in the market. As cited by Radmehr et al. (2022), After globalisation, human resource management strategies of business organisations have been affected because of conflicts and negotiations in the workplace due to cultural differences. However, in the current situation, the motivation and psychological attraction of employees towards executing daily activities have decreased due to the pandemic and Brexit. The purpose of this research report is to analyse contemporary issues of human resource Management in the United Kingdom as well as provide strategic initiatives to overcome this uncertainty.

[bookmark: _Toc123547447]1.2 Aim and objective	
The aim of this research report is to analyse the current state of the labour market of the United Kingdom as well as develop an understanding of required changes in human resourcing strategies during post-pandemic and post-Brexit.
· To identify contemporary issues of the labour market of the United Kingdom.
· To determine emerging changes in human resourcing during post-covid-19.
· To evaluate emerging changes in human resourcing during post-Brexit.
· To find out policies, procedures and processes that can mitigate contemporary HRM issues.
[bookmark: _Toc123547449]2.1 Current state of the labour market in the UK
The Brexit and pandemic situation has affected the labour market of the United Kingdom, and unemployment has increased over the last few years. The average pay rate of employees decreased after 2014 due to Brexit and the covid-19 situation in different occupational levels. As cited by Cominetti et al. (2022), the pandemic situation has left a scar on the labour market of the United Kingdom, and the participation of employees in the workplace has been directly affected. The number of job vacancies in the United Kingdom is continuously decreasing due to the lack of well-being of employees. A large number of human resources lost their jobs during the pandemic and Brexit situation because the financial infrastructure of business organisations is unable to sustain their regular performance with available financial resources.
[image: ]
Figure 1: Pay rate trend of the Labour market of the United Kingdom
(Source: Cominetti et al. 2022)
Large-size organisations in the United Kingdom are implementing green human resource Management and optimising their introduction houses with artificial intelligence systems that have reduced the requirement for human resources in the workplace. For these reasons, unemployment in the United Kingdom lever market is increasing. In the words of Edwards et al. (2022), economic instability and fear of investors investing in business organisations have created psychological barriers for employees to work in private organisations. On the other hand, the decline in Trade unions and disputes between domestic and migrant workers has created difficulties for business organisations in managing workplace activities. People of the United Kingdom in France start their small businesses in order to be self-dependent in the current situation and risk unemployment during uncertain situations. The huge growth in self-employment rate has been identified in the United Kingdom in the current situation.
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2.2 Contemporary challenges of Human resource management in the UK	

Business organisations in the United Kingdom have started work-from-home working methods to manage human resources due to fear of infection by a coronavirus. However, employees become habituated to the work-from-home method, and they are able to maintain a work-life balance through this method. As cited by Cominetti et al. (2022), getting back to the office in a post-pandemic situation has created difficulties for leaders in managing human resources. The transition of employee management has created difficulty in the human resource management policies of organisations in the United Kingdom. Various types of change management are implemented in business organisations in the United Kingdom, and digitalised infrastructure is incorporated that requires specialised knowledge to operate daily activities (Strohmeier, 2020). Upcoming trends of human resourcing in the United Kingdom have impacted the financial health of UK organisations and affected overall performance.
Investors refused to invest in UK organisations due to Brexit and huge financial losses during the pending situation. In this scenario, the hourly pay rate of employees has decreased due to a lack of financial resources. As cited by Vrontis et al. (2022), business organisations in the United Kingdom are unable to organise training programs for their employees that can develop knowledge of the new digital structure of the workplace. Due to these reasons, human resource management has become difficult in the United Kingdom. The interest rate of the Bank of England increased continuously in the year 2022 in order to manage the financial and economic crisis of the United Kingdom. Due to these consequences, the financial stability of business organisations has been negatively affected, and the companies are unable to spend their funds on the well-being of employees and creating a healthy environment in the workplace.
[bookmark: _Toc123547451]
3. Methodology	

Available literature has helped to understand the contemporary challenges of human resource Management as well as the poor situation of the labour market of the United Kingdom. As per the opinion of Alharahsheh and Pius (2020), an empathetic understanding is developed through interpretivism philosophy which is necessary to represent the validity of qualitative data. This Research report has followed the interpretivism philosophy to research contemporary issues of human resourcing strategies in post-covid-19 and Brexit. The secondary research method is followed in preparing this report because it evaluates a large amount of qualitative data to develop critical knowledge as well as it takes the least amount of time to collect quality data. Qualitative data has been collected from authenticated resources and stored in Google drive with secured encryption. 

Figure 2: Methodology of the research report.
(Source: Self-created)
Following deductive research approaches, irrelevant theories and hypotheses of this research have been exploited from the data set, and high-quality secondary data sets have been prepared. As stated by Siedlecki (2020), the descriptive Research design is followed to critically analyse a large amount of qualitative data and create short descriptions of each established theory and hypothesis to prepare the final result. Ethics is maintained in this Research Report, and unnecessarily biased data has not been included to ensure accurate results of this research report. Secondary research is one of the most efficient ways to gather knowledge of a particular context and develop new hypotheses. As cited by Young et al. (2020), the deductive research approach is easy to understand and handle a large amount of qualitative data sets becomes easier following deductive research. Interpretivism philosophy is used to understand social facts as well as complex situations based on existing hypotheses or theories. 
Descriptive Research design is used to study characteristics and real facts of a particular context evaluating thoroughly existing information. Following this research method, findings and discussion are made in order to identify emerging changes in human resource Management during post-Covid-19 and Brexit. Critical knowledge about the labour market of the United Kingdom has been developed following secondary data analysis, and it has to understand the entire context in a more efficient way. 
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4.0  Findings	
[bookmark: _Toc123547453]4.1 Emerging changes in Human Resourcing Strategies in the post-Covid	
Human Resource Management has been greatly impacted during the pandemic situations, and the well-being of teachers and similar professions has been affected from 2019 to 2020. Most of the business organisations in the United Kingdom have implemented leadership development training programs to develop relationships between employer and employee. As stated by Vahdat (2021), the ecosystem of the workplace was affected during the pandemic. However, human resource managers redefined hybrid work strategies in order to maintain the work-life balance of employees. Uncertainty has negatively affected the mind of employees; however, the development of leadership quality of managers has helped to enhance the satisfaction level of employees. As per the opinion of Umeh et al. (2022), diversity, inclusion and equality have become the primary focus in human resourcing strategies during post-pandemic situations. Supporting diverse business organisations are able to acquire new talents in their organisation as well as first and their innovation in a competitive market.
The inclusion of employees and their empowerment has become essential for business organisations in post-pandemic situations to support flexibility in work. As opined by Luu (2020), the Green human resourcing strategy is another sustainable approach for UK companies in order to create a healthy environment for workers that cannot harm the planet. As cited by Galam (2020), huge disputes among domestic and migrant workers have been identified during pandemic situations; for that reason, most of the skilled employees have preferred to start their own businesses instead of working in a business organisation. However, UK companies have prioritised equality in the workplace to attract employees to their organisation in a post-pandemic situation. These are the emerging changes that have been identified in the labour market of the United Kingdom after Covid-19.
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4.2 Emerging changes in Human Resourcing Strategies in the post-Brexit external environment	

Human Resource Management is a dynamic process of business organisations. As per the opinion of Sumption (2022), the economy of the United Kingdom has started declining continuously because of Brexit, which led to a shortage of labourers in the UK economy. Most of the bottom-level employees of the United Kingdom are migrants; however, the declining economy, increasing interest rate and inflation rate have created difficulties sustaining their lives in the current market scenario. Declining labour costs per hour and increasing daily expenses have negatively affected the external environment of business organisations in managing their employees. As cited by Worth and Faulkner-Ellis (2021), most business organisations have taken innovative strategies to steadily hold the UK labour market. As cited by Smite et al. (2023), a hybrid working strategy is incorporated in business organisations to give employees an opportunity to work from their homes and balance their work and life in a more efficient way. Transformational leadership is also introduced in the workplace of the United Kingdom in order to develop self-interest and individual growth of employees that can handle uncertain situations in a more efficient way.
Big-size organisations implemented a green human resource management strategy in the post-Brexit situation that ensures the reduction of labour costs and sustainability in workplace infrastructure. Leadership development is also a priority in most situations in order to morally and culturally satisfy diversity in the workplace. According to the view of Azizi et al. (2021), a large number of funds are required for training and development programmes of employees; however, business organisations organise digital recruitment strategies to minimise the cost of recruitment. As cited by Breinlich et al. (2022), the psychology of employees has been affected during Brexit; however, creating interpersonal relationships among employees has added value to the lives of potential employees and created a healthy work environment after Brexit investors return to the businesses expecting higher profits in the post-Brexit situation which has boosted up human resource management strategies of the United Kingdom.
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4.3 Policies, procedures, and processes to mitigate contemporary HRM issues	

Green human resource management policy is introduced in the business organisations of the United Kingdom to practise environment-friendly workplace activities. As per the opinion of Paillé et al. (2020), a Green human resource management strategy does not compromise the financial performance of an organisation and provides the most efficient way to execute work activities without harming nature. Hybrid working methods came into force in the post-Brexit situation in order to mitigate HRM issues in the current situation. According to the view of Singh et al. (2020), most business organisations have implemented transformational leadership development strategies that have also played a significant role in improving adaptability in uncertain situations as well as inspiring employees to work with the same accuracy. Integrity and accountability of employees are maintained in post-pandemic situations to achieve results beyond expectation in post-Brexit situations following leadership development.
The old infrastructure of human resource Management and procedures has been entirely changed in order to deal with contemporary issues of HRM. New policies and procedures following transformational leadership assisted organisations in sustaining their competitiveness during the UK economic crisis. As stated by Ozbilgin (2020), transparent workplace management has played a significant role in developing fair workplace management infrastructure, and it has eliminated negotiation and conflicts in business organisations. Almost every organisation has developed their human resource strategies and designed a new employment contract for their entire employee team during the post-Brexit situation in order to gather trust from the labour market and their performance in the competitive market.
[bookmark: _Toc123547456]








5. Discussion 

The findings of this research report have clearly identified that uncertain situations like Brexit and the pandemic have created great difficulties in managing human resources in the United Kingdom. However, it has also been found that leadership development in the workplace has enhanced the performance of employees as well as reduced per-unit production costs. On the other hand, the hybrid mode has saved a large number of financial resources that are required to manage the workplace. As cited by Amrutha
and Geetha (2020), green human resource Management has added value in social and environmental development which has influenced employees how to work in those organisations. Various types of corruption and inequality in workplace management have been identified during the post-Brexit situation; for that reason, organisations faced complexity in developing trust among their employees. New employment contracts are made in UK business organisations following the demands of the trade union. Business organisations invested a large number of funds in training procedures of employees in order to adopt new working infrastructure and improve their satisfaction in the workplace.
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6. Conclusion	

Based on the analysis and discussion of this research report, it can be concluded that uncertain situations always affect human resource policies and strategies; however, strategic initiatives can easily handle uncertain situations and provide sustainability in workplace management. Based on the secondary research, it has been found that the main issues of the labour market of the United Kingdom are increasing interest rates, declining labour cost per hour, increasing inflation rate, negotiation and contracts in the workplace, unhealthy workplace management and global warming. However, organisations have changed their human strategies and implemented leadership development processes in order to maintain a huge workforce more efficiently. On the other hand, changes in employment contracts and transparency in workplace interest have been found in order to develop equality in the workplace. Business organisations empower employees to take flexible decisions as well as work in a hybrid mode which has added value to the lives of employees.
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