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[bookmark: _Toc143375711]Introduction
This report will analyse the labour market in the United Kingdom from a variety of angles, and we look at how HR practises have had to change as a result. The current state of the labour market is the compass by which human resources managers must navigate. This calls for an in-depth examination of relevant data on employment and unemployment rates, as well as the changing demographics of the labour market. Two major events, the Covid-19 epidemic and Brexit, have had lasting effects on the structure of the British labour market, and these are discussed in the paper. The effects of the pandemic are thoroughly examined, including the massive loss of jobs and the rise of remote work as the dominating paradigm. Concurrently, the far-reaching effects of Brexit are broken down, including the significant changes to immigration policy and the subsequent effects on the futures of both EU and non-EU workers. Human resource strategies that are tailor-made to adapt to this ever-changing environment are discussed in the following sections. The importance of diversity and inclusion tactics, the forecasting of future labour market trends, the rise of remote and hybrid work models, and other related topics are discussed. Taken together, these observations highlight the importance of companies proactively adjusting their HR strategies to deal with the challenges and potential of the United Kingdom's labour market in the wake of both Covid-19 and Brexit.
[bookmark: _Toc143375712]a. Labour Market Overview in the UK
Brexit, the ongoing consequences of the Covid-19 pandemic, and the ever-evolving dynamics of the labour force all have a role in the current state of the British labour market. According to the most recent numbers, over 74.2% of adults in the UK are now employed, while the unemployment rate sits at around 4.9% (BBC, 2023). Despite the widespread disruptions caused by the pandemic, these numbers suggest a cautiously optimistic prognosis. The true amount of underemployment and the difficulties experienced by some demographics are likely to be underestimated by these numbers. There are obvious shifts occurring in the workforce's demographic makeup. There is a rise in the proportion of elderly workers due to the ageing population and postponed retirements. Furthermore, Brexit's impact on immigration rules has reduced the number of EU nationals in the workforce, which may have an effect on the availability of necessary skills (MO, 2021). The epidemic has hastened an already existing trend in today's job market: the rise of freelancers and telecommuters. Some sectors, like hospitality and retail, have continued to struggle while others, like technology and healthcare, have grown. The growth of the "gig economy", which provides workers with more options but also raises concerns about their safety and rights on the job, is another factor (Abraham et al., 2019, May). Companies are increasingly emphasising diversity and inclusion initiatives as they realise the value of a varied workforce in promoting creativity and resiliency. The labour market in the United Kingdom (UK) is negotiating a challenging and rewarding terrain. Resilient employment and unemployment figures mask shifting demographics and revolutionary shifts in the way and where people work, both of which have been hastened by the pandemic. Organisations need to adjust their Human Resourcing Strategies to succeed in the current climate.
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Figure: Crisis Response Monitoring
(Source: IZA, 2020)
[bookmark: _Toc143375713]Impact of Covid-19 on the UK Labour Market
Job Losses:
· In the first few months of the epidemic, industries including tourism, retail, and transportation saw the largest number of job losses, totalling over 800,000.
· Millions of workers were aided by furlough programmes, helping to keep unemployment from rising much further.
Remote Work Trends:
· During the epidemic, about half of the workforce began conducting business remotely.
· This change increased the need for and use of remote work tools, highlighting the need for digital skills.
Sector-Specific Impacts:
· The demand for personnel surged in crucial industries like healthcare and logistics (Kinsella et al., 2022).
· Prolonged closures and decreased consumer spending hit the arts, entertainment, and non-essential retail industries hard.
Government Interventions:
· At its height, 11.6 million people were helped by the Coronavirus Job Retention Scheme (furlough) (GOV, 2020).
· More than 2.7 million freelancers benefited from government programmes to supplement their income.
· The purpose of the Kick-start Scheme was to help businesses gain access to money so that they could hire young people.
Policy Measures:
· In order to prevent business failure, the government offered aid in the form of grants, tax breaks, and loan programmes.
· In an effort to boost the hospitality and tourism industries, temporary reductions in VAT rates have been enacted (Pripoaie et al., 2020).
· The National Living Wage was raised, helping those on modest incomes.
Job Insecurity and Underemployment:
· Despite a rise in the official unemployment rate, many people also saw a decline in their hours and wages, underlining the problem of underemployment.
· The rate of youth unemployment skyrocketed.
Long-Term Implications:
· The epidemic has hastened the trend towards digitization and automation, which may have an effect on the demand for some types of labour (Abe et al., 2021).
· It was clear that the labour market could adjust to and recover from these exceptional shocks.
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Figure: A year in the UK labour market: what’s happened over the coronavirus pandemic?
(Source: EO, 2021)
[bookmark: _Toc143375714]b. Post-Brexit Labour Market Dynamics
The British departure from the European Union, known as Brexit, has drastically altered the labour market in the United Kingdom. 
Plans for Foreign Nationals:
· On January 1, 2021, the United Kingdom adopted a points-based immigration system (Dias-Abey, 2022). The system places an emphasis on experience, education, and the ability to communicate well in English.
· It is more difficult for low-skilled workers to enter the nation since workers need to achieve a minimum amount of points to secure a visa.
Effect on Employees in the EU:
· Since the end of free movement, the number of EU nationals coming to work in the UK has dropped significantly. About 200,000 EU nationals stopped coming to the UK to work in the year after Brexit (AJ, 2021).
· There were workforce shortages in industries that had relied on European Union citizens, such as agriculture and healthcare.
Effects on Employees Outside the EU:
· As the United Kingdom has made additional opportunities available to talented employees from outside the European Union, the environment for non-EU workers has changed.
· The updated immigration policies benefited industries like technology and healthcare that require highly qualified workers.
Job Opportunities:
· Existing EU workers in the UK were eligible to apply for the EU Settlement Scheme, protecting their ability to remain in the Kingdom (Barnard et al., 2022).
· There was uncertainty for both European Union and non-EU workers as companies struggled to adapt to the new immigration system.
Consequences Over Time:
· Brexit's potential long-term repercussions on the economy and workforce are still unclear. The incentive-based points programme is designed to entice highly qualified workers and encourage financial independence.
· Workforce makeup and skills may change in the job market, especially in industries that have relied largely on EU workers.
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Figure: Adapting the UK labour market
(Source: PA, 2019)
[bookmark: _Toc143375715]Skills and Training Initiatives
Government and industry-led initiatives have both played a role in the United Kingdom's reaction to skills shortages and the changing demands of the labour market. The goal of these initiatives is to make sure that workers have the tools they need to succeed in today's dynamic economy. There has been a rise in training and upskilling initiatives thanks to partnerships between the government and various industries. To help finance education and professional development, the government of the United Kingdom, for example, established the National Skills Fund with a pledge of £2.5 billion (Poon, 2022). This programme will focus on industries including healthcare, construction, and technology that are experiencing severe talent gaps. There has also been a rise in the popularity of apprenticeship programmes. By taxing major businesses, the government funds apprenticeship programmes that give workers paid experience in exchange for learning the trade. There has also been an increase in collaboration between educational institutions and industry groups and trade associations in order to provide sector-specific training programmes. The need of being tech-savvy increased dramatically during the pandemic. Free online courses were made available through programmes like the "Skills Toolkit" to enable people to learn in-demand skills for telecommuting and other digital professions. The "Kickstart Scheme" had a similar goal in mind, with the hope of providing young people with work experience that would help them find jobs and grow their careers (Leavey and Wilson, 2022). There is an effect of their efforts. Thousands of new apprenticeships have been established, large numbers of people have participated in upskilling programmes, and partnerships between universities and businesses have resulted in graduates with skill sets that are highly relevant to current labour market needs. However, difficulties still exist. Even with all the progress that has been made in technology, the skills gap is still quite large. The goal of making sure that educational initiatives are adaptable to new circumstances and inclusive of underserved populations has not changed.
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Figure: Reported actions taken by establishments to overcome skills gaps in the United Kingdom (UK) in 2017
(Source: Statista, 2019)
[bookmark: _Toc143375716]Remote Work and Hybrid Work Models
Remote work has become the norm for many people as a direct result of the Covid-19 pandemic. The workforce and HR strategies have been significantly affected by this shift, and as a result, hybrid work models have become increasingly popular. The statistical evidence of the long-term effects of telecommuting is overwhelming. Nearly half of the UK workforce (46.6%) was working from home during the height of the pandemic. While this figure has reduced since then, a sizable percentage of workers currently anticipate remote participation. A large majority (84%) of UK workers support maintaining some type of remote work (Adisa et al., 2023). As a result of these preferences shifting, hybrid work arrangements are becoming increasingly popular. In order to find and keep the best employees, many companies now offer generous work schedules and other forms of flexibility. However, a radical rethinking of HR practises is necessary in light of this change:
· Adjustable Procedures: Human resources policies are changing to accommodate hybrid work, with a focus on measuring productivity, fostering collaboration, and balancing work and personal life.
· Remodelling the Workplace: Companies are rethinking their workplace environments to foster communication, teamwork, and the completion of activities that are better accomplished in person.
· The Age of Digital Disruption: Human resources is placing a premium on digital resources in order to improve remote access, communication, and productivity monitoring (Stalmachova et al., 2021).
· Recruiting Top Performers: Companies may now find talented people from all over the world, but they must adapt their hiring practices to compete for remote workers.
· Wellness of Employees: Recognising the distinct difficulties of remote and hybrid work, HR strategies are shifting their emphasis to include more help for employees' mental health.
[bookmark: _Toc143375717]Diversity and Inclusion in the Workforce
Reflecting shifting demographics and developing societal norms, diversity and inclusion (D&I) efforts have risen to prominence in workplaces around the world. It is essential in the current climate to assess the results of such efforts and how they affect HR policies.
Population Shifts: The population of the United Kingdom is becoming more and more varied. Over 14% of the UK's population come from a racial or ethnic minority in 2021, and that number is only projected to rise (Sandset, 2021). As a result of these shifting demographics, the workforce is becoming more multi-ethnic.
Assumptions of Society: The diversity and inclusion standards expected in the workplace have changed dramatically throughout the years. Fairness, diversity in leadership roles, and inclusion are gaining prominence. More is expected of businesses in terms of closing diversity gaps and creating welcoming workplaces for all employees.
Planning for Human Resources: Human resource policies and practises have developed to reflect these shifting dynamics (Kinsella et al., 2022). According to the data, businesses with more diverse executive boards perform better than those with less diversity. As a result, initiatives like mentorship programmes and education about the dangers of unconscious prejudice have received more attention.
Inclusion Promotion: The importance of inclusion in diversity programmes is now well acknowledged. Human resources policies are being revised to encourage not only a more diverse pool of job applicants but also an environment in which all workers feel respected and appreciated (Leavey and Wilson, 2022). Employees are more invested in and stay longer at companies that foster an inclusive work environment.
Targets and Responsibilities: Metrics and individual responsibility are gaining ground. There has been a rise in D&I goals and reporting from businesses. In the FTSE 100, for example, the goal of having 33 per cent of board members be women by 2020 was established as a result of the Hampton-Alexander Review.
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Figure: Do you think that diversity and inclusion in companies and institutions has improved or got worse in the last six months?
(Source: Statista, 2021)
[bookmark: _Toc143375718]Future Trends and HR Strategy Adaptations
Human resource strategies are being revised to adapt to the changing needs of the workforce in the wake of Brexit and the end of the Covid-19 era.
· Remote and Hybrid Work: Working at a distance during the pandemic has left an indelible mark on the landscape. Eighty-two per cent of UK workers surveyed said they planned to keep their remote or hybrid jobs. Human resource policies and practices are adapting to accommodate this shift by placing a greater emphasis on the use of technology, the satisfaction of their employees, and the availability of alternative approaches.
· Skills Reskilling and Upskilling: Skills are becoming obsolete as the pace of technological change increases. It is predicted that as much as 30 per cent of the UK labour force may require retraining or career changes by 2030 (BBC, 2023). In order to stay up with the ever-evolving requirements, HR policies are emphasising consistent opportunities for learning and growth.
· Data-Driven Decision-Making: The use of data analytics in human resources is on the rise. Human resources decisions backed by data can lead to smarter hiring, higher employee retention, and better strategic preparation for staffing needs.
· Diversity, Equity, and Inclusion: The importance of welcoming all people is growing. Diversity in the workplace has been shown to increase a company's bottom line (Poon, 2022). HR plans are becoming more proactive in their pursuit of a more diverse workforce by eliminating bias in the hiring process and encouraging open communication among employees.
· Gig Economy and Contingent Workforce: Growth in the "gig economy" underscores the need for HR approaches that can efficiently manage freelancers and contract workers. This entails doing things like following labour rules and treating people fairly.
· Automation and AI Integration: There has been a recent uptick in the prevalence of using automation and AI in the workplace. Human resources methods are adapting to improve human-AI collaboration, better equip workers for the digital age, and deal with the ethical concerns of AI (Abraham et al., 2019, May).
· Sustainable and Ethical Work Practices: The importance of ethical business practices and protecting the environment is rising. Human resource plans now factor in environmental goals like cutting down on carbon emissions and maintaining a moral supply chain.
[bookmark: _Toc143375719]Conclusion
The report concludes after discussing the development and impact of the Human Resource strategy on the British labour market. A thorough examination of the current state of the labour market was first presented, including its recent evolution and the most important employment and unemployment figures. Next, researchers looked at how the COVID-19 epidemic has affected remote work, job losses, and different industries. Workforce demographics, immigration limitations, and the availability of EU and non-EU workers were all evaluated to determine Brexit's impact on the labour market. The statement went on to talk about how the government and private companies are trying to fix talent shortages by investing in education and training. Trends in the job market, including remote and hybrid employment, as well as diversity and inclusion programmes, were also discussed. The rise of remote work and technological advancements are just two of many causes for companies to revaluate their HR strategies. In order to create a more resilient and competitive workforce post-Covid, post-Brexit, the study emphasises the importance of conscious adaptation to these changes.
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Figure 3: Unemployment Rate, July 2020
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