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a) The current state of the labour market in the UK 
[bookmark: _Toc130922657]Definition of the labour market
The labour market also referred to as the job market, indicates the demands and supplies for labour. Where the employers in a marketplace create the demand, employees are responsible for offering the supply. A labour market is an integral element of a country's economy with its intricate connections with the markets for capital, goods and services (Lauder and Mayhew, 2020). Therefore, a labour market should be perceived from the macroeconomic perspective, where unemployment and labour productivity rates can be used as the two fundamental macroeconomic measures. It can be argued that supply and demand related to a labour market are principally influenced at the macroeconomic levels involving the domestic and international market dynamics, as well as other relevant factors, including education levels, age of population and immigration. In the case of the labour market of the United Kingdom (UK), it continues to reflect a robust picture despite the generally weak outlook of the country's economy. The robustness of the country's labour market is principally driven by an increase in the employment rate and a slight downfall in economic inactivity recently (Powell and Francis-Devine, 2023). However, the slight increase in redundancies and continued fall of vacancies have been a major concern. Despite the strength and consistency of the nominal pay growth, the high inflation rate throughout the economy translates into negative growth in real pay.
[bookmark: _Toc130922658]Current picture of UK labour market
Economists around the world are closely monitoring the economic activities related to different economies in recent years mainly because of the need for understanding the long-term effects of the pandemic on the labour market. As per the recent observation by the Office for National Statistics (ONS), the recent dip in economic activities related to the UK economy is mainly driven by the increased number of the young population seeking work and the partial reversal of the ‘great retirement’ trend with individuals aged between 50 and 64 returning to the labour market (McIntyre, 2023). On the other hand, the rising level of industrial disputes is another significant factor related to the UK labour market, as the falling real wages continue to be a concern for the economy. Due to the growing industrial conflicts, ONS calculated the loss of around 843,000 working days in December 2022, the highest since November 2011. However, a gradual rise in the employment rate can be observed throughout the country's economy from 2011 to the start of the COVID-19 pandemic in early 2020, as it reached the maximum rate of 76.6% during that time. While the pandemic caused widespread disruptions in economic activities to lead to job losses, the calculation related to the previous three months from November 2022 to January 2023 showed 32.84 million people in employment in the chosen country with the rate of employment stood at 75.7% (Francis-Devine and Powell, 2023). Due to the countrywide Coronavirus lockdown in March 2020, the employment levels in UK began to fall throughout the year to reach 32.13 million by the end of 2020. While the employment levels began to recover during early 2021, they remained at the same pace during the latter half of the year before rising again in early 2022. Compared to the pre-pandemic rate of 76.3%, the employment rate, driven by the recoveries, remained close to 75.5% in the recent post-pandemic landscape to indicate the tight nature of the country's labour market.
A tight labour market is defined by participation of the most of the jobseekers in the workforce, thus creating greater difficulties for the HRM to recruit professionals. The tight nature of UK’s labour market is reflected by the low unemployment rate and higher availability of vacancies across nationwide workplaces. The labour market tightness is also driven by some critical factors, including the increased number of economically inactive people since the onset of the pandemic and the reduced rate of net migration from the EU causing the declining number of people in the labour market (Brown and Souto-Otero, 2020). In this case, it is worth mentioning that the consistent rise in employment over the past decade was principally driven by the steady growth in fulltime workers, where the pace of growth continued after the COVID-19 outbreak. However, a sharp fall in part-time employment, as well as the self-employed individuals, was observed partly due to the job-switching intention of these people.
After the drastic effects of the COVID-19 pandemic, UK saw a falling unemployment rate throughout 2022. From November 2022 to January 2023, the number of people unemployed in the country was 1.25 million, with the rate of unemployment standing at 3.7%. Although the unemployment rate reached the height of 5.2% in late 2020 due to the scathing effects of the pandemic, it was considerably lower than the forecast made during the beginning of the virus outbreak (Cuffe and Barrett, 2023). In comparison, the particular rate reached the highest level of 8.5% in late 2011 following the global financial crisis of 2008. As per the forecast of the Bank of England, the unemployment rate would remain low in the short term before rising to 4.4%, 5% and 5.3% in the first quarters of 2024, 2025 and 2026, respectively (Monetary Policy Report, 2023). In the case of redundancies, the figures are returning to the pre-pandemic levels despite the period from November 2022 to January 2023 reflecting a total of 94,400 redundancies. While the Coronavirus outbreak witnessed a sharp rise in redundancies, the numbers fell equally sharply when the economic restrictions were lifted gradually. During the quarter of March-May 2022, it reached the lowest level of 51,000 indicating the difficulties for organisations to recruit professionals as part of operating in a tight labour market (Rees, 2022). In the case of economic inactivity, the rate stood at 21.3% from November 2022 to January 2023, with around 8.86 million people being economically inactive. While the figures were somewhat similar compared to the ones related to the previous years, it was observed that long-term illness and the status of being a student were the leading factors contributing to economic inactivity throughout the country (Watson, 2023).
[bookmark: _Toc130922659]The summary of the UK labour market’s current condition
From the overall highlights related to the labour market of UK, it can be argued that the same is still struggling to recover from the economic shocks caused by the COVID-19 pandemic. The disappearance of older workers, i.e. individuals aged between 50 and 64, from the workforce significantly validates such a conception. Due to the current tightness of the labour market, staff shortages and difficulties in recruiting the required professionals have become the major issues for the HRM across various organisations, thus ultimately affecting the consumers in terms of the delivery of necessary services. While the airliners were struggling to operate flights as per the schedules, retailers reported employees failed to attend their shifts and jobseekers skipped interviews across different industries (The Economist, 2022). The recent scenario depicts that the tight labour market has been affecting many industries throughout the country while the number of vacancies throughout different workplaces reaching a significant height. Moreover, the labour market is experiencing a significant change as inflation is consistently squeezing real pay.
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[bookmark: _Toc130922661]Introduction
Human resourcing strategies are a significant part of human resource (HR) planning, aimed at recognising the current future HR needs of an organisation for supporting the achievement of the intended goals. The overall HR planning process serves as a significant link between human resource management (HRM) and the strategic plan of an organisation (Fenech, Baguant and Ivanov, 2019). In this case, HR resourcing strategies indicate the roles of attracting and recruiting the right professionals for the right job roles in the organisation within the appropriate time and cost. The overall process involves tapping into the diverse pool of talents by using the planning data comprehensively and applying the sourcing tools competently. With the emergence of increased automation and the rising impact of digital technologies, especially after the COVID-19 pandemic, the influx of different major HR trends can be observed in the external environments of UK to cause substantial shifts in the HR sourcing strategies. Therefore, emerging changes in such strategies, especially in the post-COVID, post-Brexit external environment of UK should be discussed to develop a rich understanding of the key HRM trends.
[bookmark: _Toc130922662]Strategic human resourcing
Due to the widespread disruptions throughout the economy, as well as the work environment, organisations across different industries are resorting to strategic HRM (SHRM), as it serves as the architect of a future-proof, innovative business enterprise. In this case, HR leaders across industries are playing the most pivotal roles as they are considered the architect of the new generation in the post-pandemic landscape that saw great resignation and intensified war for talent among the leading industry players (Talukdar et al., 2022). The changes in the post-pandemic external environment in different countries, including UK, are further driven by the increased pace of technological innovation where many organisations are still coping with the challenges of the basic levels of digitalisation as part of their different operational strategies, especially the talent attraction and recruitment. Therefore, the process of developing HR strategies requires providing specific attention to securing a crystal-clear future for organisations, necessitating emphasising significantly on three important areas of identity, agility and scalability as part of SHRM.
Concerning introducing a robust change in the HR strategies in line with the need for developing an organisation resistant to unprecedented changes in the external environment, HR leaders must develop a definitive identity depicting the integrity of the company. More clearly, the changes as part of the process can be observed mainly in terms of designing and building a culture that reflects the value a company prefers offering to the world. The first step in developing a concrete identity for the organisation is to establish and radiate the organisation’s purpose (Whysall, Owtram and Brittain, 2019). For many companies in UK, the purpose is intrinsic to the organisation. However, operating in the real-world corporate setting, HR executives and managers find it difficult to motivate their employees. Such a scenario leads to a change in value creation by the organisations for their employees so that they can find their personal purpose while performing and developing attachment with the workplace. From the aspect of HR strategies, the shift in rebalancing talent resources and mapping talent to value can be observed to indicate the necessity for recruiting the right talent in the organisation with setting the most appropriate priorities (Ali and Elias, 2023). It leads to the emergence of some simple metrics used by HR professionals, allowing employees to find the right purpose in the organisation alongside exceeding their performance potential.
To make the workplace more attractive and ensure recruiting the right talent, many organisations in UK in the post-COVID backdrop are focusing on creating remarkable employee experience. Since all employees are now demonstrating a greater expectation for positive work experience, organisations as part of their HR strategies are capitalising on enhancing such experience to positively influence employee commitment to the workplace and their level of participation (Sudiardhita et al., 2018). The fast-paced changes in the post-COVID and post-Brexit external environment in UK significantly increase the relevance of agility in strategic management of the organisations to enhance the ability to adapt quickly to the changes and renew organisational policies accordingly. Introducing the next-generation performance management is one of the emerging changes in the human resourcing and management strategies of the organisations operating in the country, necessitating the introduction of new models and simplifying the entire operation. It can be argued that HR professionals are now adapting new models increasingly used for retaining the right talent for the right jobs while mapping the skills in the organisation to prevent losing valuable talent (Yusupbekov et al., 2021). The scenario signifies the emergence of strategic workforce planning and talent magnetism for enriching the sense of belongingness among the existing employees while encouraging the potential candidates to choose the organisation over other competitors.
[bookmark: _Toc130922663]Shifts in talent attraction and acquisition
In the post-Brexit landscape, characterised by the increased instabilities in economic activities throughout UK, the need for attracting the best talent has become a significant priority for HR executives and managers across organisations in diverse industries. A significant shift in HR strategies can be observed in the way organisations use people data to rapidly bring more of the appropriate candidates into the business. The particular shift essentially enabled the recruiters to gain significant insight into their hiring funnel to identify the existing loopholes and tighten the overall process for preventing valuable talent from quitting the existing workforce (Claus, 2019). On the other hand, optimising the existing compensation strategy received significant attention for attracting the right talent and encouraging the existing performers to stay with the organisation. The overall optimisation of the recruitment strategies began to consider the changes in the external labour market and the compensation ratios influencing the mind set of potential jobseekers and existing professionals.
In times of economic uncertainties and crisis during the post-Brexit and post-pandemic backdrop, the HR strategies of the organisations were principally influenced by budgetary restrictions and increased cost-reduction drives. It essentially gave rise to the identification of internal sourcing opportunities since finding robust talent in the open market is expensive. The particular circumstance created the increased trend of reducing costs by recognising the internal sources of candidates while providing them with career progression opportunities to support positive retention (Farndale et al., 2021). With 2020 and 2021 focused on the drastic effects of COVID-19, the transition period after Brexit is equally important from the HRM context due to the emergence of new trends for recruiting and managing talent. As UK’s departure from the European Union (EU) stopped the movement of people from within EU to UK, notable changes can be observed in the workforce planning strategies with the aim of improving employee retention. As EU workers were filling the majority of low and medium-skilled vacancies and organisations finding it difficult to fill up those positions with UK workers due to their higher qualifications, companies started focusing on strengthening their compensation packages by emphasising greatly enriching the benefits packages based on matching the wants and needs of both permanent and contractual workers (Cumming, Wood and Zahra, 2020).
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Conclusion
From the overall discussion, it can be argued that significant changes can be observed in the HR strategies adopted by organisations as part of operating in UK after Brexit and the COVID-19 outbreak. These changes were amplified due to the fast-paced growth of innovative technologies and the constant advancements of digitalisation. The emerging trends in the HRM can be principally observed from the aspect of SHRM, talent attraction & retention and workforce planning. It can be argued that contemporary HR executives and managers, as part of working in organisations operating in a highly turbulent work environment, must predict and consider future changes while designing and developing policies and strategic priorities to enable the development of a future-proof organisation.
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