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Brexit was the focal point of attention within the United Kingdom labour marketplace in the year 2019. The organisations operating in the country were busy making suitable contingency plans to deal with the exit of Britain from the European Union and hence its impact on labour conditions of the country (De Lyon and Dhingra, 2021). But the emergence of COVID-19 in the year 2020, the entire industrial scope of operations within the country has been diverted. Hence, the focus on labour market issues of organisations due to Brexit was shifted and redeployed in dealing with the COVID-19 pandemic induced issues. A pervasive and immediate impact was witnessed on the labour conditions of the UK due to the pandemic situation. The focus of this report is to discuss emerging changes within the labour market conditions of the UK in a post-COVID and post-Brexit context. Furthermore, the impact of the labour market changes on human resource management strategies has been highlighted along with elaboration on the implementation of the changed processes. 
[bookmark: _Toc101758200]2. Emerging Changes in Labour Market Conditions in Post COVID-19 / Post Brexit Environment in the UK
Both Brexit and the COVID-19 pandemic have resulted in bringing a series of operational changes to the labour market conditions of the UK. The free movement of people between the UK and the EU has been stopped due to Brexit. Furthermore, considering the potential of future COVID-19 lockdown measures, there are uncertainties in the context of moving people across the UK and the EU. In addition to that, the workforce was too found to be unwilling in moving from one place to another during the pandemic situation (Pickup et al., 2021). This has resulted in bringing a series of operational implications within the labour market conditions of the UK. The delayed movement of labour has resulted in signifying immense threats within the service provider of the country’s industrial sector of operations. The second thoughts that came within the labour force of both the UK and the EU towards moving between places as a part of employment have resulted in impacting the scope of business operations largely (De Lyon and Dhingra, 2020).  
The gradual shift in more people working from home during COVID-19 and the work trend continuing even in the post-COVID-19 world across borders made the situation of labour conditions to be worse. This form of labour market operations is directly linked with the challenges relating to the continuity of services (Hantrais, 2020). Employees are found to anticipate whether they will be able to accomplish their work role from a remote environment and continue to stay in the UK, rather than move somewhere else. This along with things gradually turning normal in the post-COVID-19 world, the service provided from remote workplaces are no longer allowed to work virtually across borders (Cotterill et al., 2020). In this context, the business operations with financial services are found to be impacted largely since the majority of the regulations are controlled by the EU level of operations. This is mainly due to inadequate financial service regulations available within the UK as compared to that of the EU. In such a situation, a large range of services is still required to be provided from the EU to serve the clients residing within that region. 
The labour market of the UK is found to show signs of increased tightness. This along with slow recovery in terms of employment and even participation in the labour market serves as a notable concern within the labour market condition of the country (Smith, 2021). Furthermore, with the reopening of the economy, the organisations operating in the UK are found to experience a decrease in the supply of low-skilled EU workforce. Hence, the organisations are experiencing immense difficulty in dealing with increased demand for products and services too. This is a clear indication of the fact that the sluggish and relatively slow response of labour supply within the UK to strong labour demand within the industrial scope of operations signifies the issue of lower matching efficiency. Furthermore, the rapid increase in operational trends like e-commerce, automation and even e-commerce has resulted in about 25% of the potential workforce experiencing the necessity of switching occupations (Korir, 2021). 
The scope of operations within the labour market of the UK involving a higher level of physical proximity is found to be somewhat unsettled at the moment. It is to be noted that on-site customer interaction involving frontline workers interacting with customers in the retail sector is impacted largely (Portes, 2022). To avoid on-site operational presence and interaction with customers, the scope of businesses within these sectors is found to gradually migrate towards e-commerce and digital transactions. Such a shift in the scope of operations has resulted in developing a notable behavioural change within the labour market. It is looked forward to continuing to impact the labour conditions of the UK further. Furthermore, the COVID-19 pandemic has resulted in disrupting the overall operational activities of the leisure and travel sector largely. Such form of disruption is found to develop a long-term impact on the labour conditions of the country largely (Mayhew and Anand, 2020). A high degree of focus is given to shifting to remote workplaces and automation of certain occupations too. Each of these operational strategies serves as one of the notable factors responsible for curtailing labour demand within the hospitality, leisure, retail and travel sector of the country.  
The staffing requirements within the labour marketplace of the UK have been disrupted largely during the COVID-19 pandemic, the impact of which is widely witnessed in the post-COVID-19 era too. The significance of the impact is immensely witnessed in the form of complex people and labour supply decisions across a wide range of operational sectors within the country (Etheridge and Spantig, 2020). The labour market complexities in the case of the post-COVID-19 era are identified to be not much impacted in the post Brexit era even. Some of the notable examples of operational sectors experiencing massive disruption in the labour marketplace, comprised travel, tourism and hospitality. The significant drop in customer demand across each of these sectors due to COVID-19 seems to be not much significant as that of Brexit. The labour market disruption witnessed within each of these operational sectors in the UK is found to be reliant on a lower-skilled workforce (Azizi et al., 2021). It also involves sourcing suitable labour from abroad, expertise with even foreign language skills too. However, the process associated with sourcing them is found to be very tough due to COVID-19 and further complicated by Brexit. 
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Although the post-COVID-19 and post-Brexit labour market of the UK have implemented notable changes for effective operations, however, there are certain opportunities to be explored within the context of human resource management. They are looking forward to going ahead in making things better within the operational environment, considering the degree of disruption it has experienced (Collings et al. 2021). The post-COVID-19 era has resulted in the emergence of a work environment, that is largely dependent on flexible working and teleworking. Hence, the focus of human resource management is required to be slightly shifted in terms of considering hiring for on-demand purposes and full-time employment. This will require a human resource manager to focus on effective training and development of employees to work within a virtual workplace. 
The virtual work environment and its effective operations require a human resource manager to focus on the process of effective planning to succeed in the new scope of operations. hence, a high degree of focus is required to be given towards reinventing as well as optimising the employee onboarding process. Furthermore, communication methods are required to be re-evaluated so that employees can get accustomed to the new scope of the work process (Hamouche et al., 2021). This along with exhibiting a greater focus on streamlining daily human resource activities will enable the changes within the labour marketplace to not cause any significant impact on the employees and their abilities to perform. In addition to all these, remote workplace operations can be made effective upon revisiting existing performance management plans. This requires a human resource management approach to focus on appreciating employees in every aspect of operations. This will enable the process of boosting the work morale of employees in a remote work environment and further facilitate the process of effective employee engagement too. 
In this context, one of the notable strategies to be considered as a human resource manager is to focus on the process of rapid reskilling of employees. It will require employees to provide knowledge on how to go ahead in developing a learning mindset within the scope of operations. The significance of this change lies in enabling the labour marketplace to be well prepared to deal with constant and even abrupt changes taking place within the business environment. The rapid adoption of new and advanced technologies through effective employee training and development programs serves as a notable catalyst in terms of enabling the process of accelerating new job roles within organisations (Carnevale and Hatak, 2020). It is of immense significance since the change in workload during COVID-19 has resulted in an imbalance of resource allocation. Hence, the human resource management effort toward reskilling and upskilling can enable the workforce to develop the ability to move from one scope of business operations to another. 
A high degree of focus is required to be given to changing leadership and management approaches and competencies within organisations. It is because crises result in developing the most significant impact on human beings, in the form of fear and uncertainty (Przytuła et al., 2020). This is mainly due to the series of workplace disruptions that uncertain situations like COVID-19 and Brexit have brought in with it and impacted the labour conditions of the country. The most striking aspect of COVID-19 induced impact, which still seems to prevail in the post-pandemic era is work from home. The sudden shift in the workplace and scope of operations in the form of work from home has resulted in a disruption of the workforce mindset largely (Tomcíková et al., 2021). This requires the leadership and management approach to focus on developing an organisational culture, that strongly signified empathy as a means of enabling people to change the context of disruptive situations. In this context, the focus is required to be given to human resource professionals to rethink the way by which communication takes place with employees. The process concerned with an exhibition of a sense of empathy and personal contact with employees is critical to the process of keeping up the work morale high even under adverse situations too. 
The process concerned with human resource management is required to think about developing an organisational culture of trust, openness and transparency (Adonu, Opuni and Dorkenoo, 2020). In this context, a human resource manager is required to take all efforts towards exhibiting a supportive attitude towards the workforce. Mutual support and empathy exhibited towards employees are likely to help them to deal with the new form of workplace operations, that is remote work environment and gradually get accustomed to it even. The concept of social distancing that has resulted in the development of a remote workplace can be effectively balanced with the process of developing an adaptive team. It can be accomplished with human resource management efforts considered towards facilitating constant touch and communication among team members as one of the notable priorities towards delivering of high success rate (Aitken-Fox et al., 2020).
A human resource manager is also required to look after the individual and social well-being of the workforce, considering the volatile situation and lasting impact of the COVID-19 pandemic throughout the labour marketplace of the UK. This requires taking care of the mental health and well-being of people and ensuring that the workplace operations can comply with the individual needs of employees too (Gigauri, 2020). Furthermore, efforts are required to be exhibited towards helping employees to develop their ability to become resilient. This will enable the process of helping them to deal with uncertain situations effectively, without their mental health and well-being being hampered much. It is to be also noted that the effectiveness of human resource management changes in this context lies in rethinking existing employee engagement and community development processes. This will enable the process of developing a notable impact on the overall well-being of employees, starting right from mental health to physical health. This is mainly due to the immense hardships that employees went through in terms of coping with the changed work situations in the form of remote workplaces (Hamouche, 2021). Upon exhibition of an inclusive attitude, human resource management can help the workforce to deal with the feelings concerned with isolation. It will also help employees overcome the difficulties faced in striking a suitable balance between personal and professional life too. The effectiveness of shift in a human resource management role in this context is looked forward to shifting the employee experience level too. 
Each of these initiatives within human resources can be successfully implemented by a human resource manager upon taking a consistent approach to become more inclusive. The human resource manager can go ahead with the process of establishing a dialogue with employees to develop knowledge of their needs and demands concerned with organisational leadership and management (Collings et al., 2021). Furthermore, efforts taken towards reviewing existing human resource management policies will enable the process of developing an open and inclusive work culture, that will further develop a positive impact on the mental wellbeing of employees largely. 
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The labour marketplace of the UK has been largely impacted by notable changes witnessed in post-COVID-19 and post-Brexit environment. However, it is to be noted that the disruption caused by the pandemic situation is found to be much more than that of Brexit. The entire labour market and its scope of operations have been changed. The concept of a remote workplace came into being along with travel restrictions of the workforce from one place to another. Even after situations are turning normal in the post-COVID-19 era, the concept of remote workplace and working from home is found to result in causing a long-term impact on the labour conditions of the UK. With the changed scope of operations and work context, the human resource management strategies need to undergo notable changes too. This will enable the process of developing a suitable environment for the employees to work in and hence deliver a suitable outcome. The significance of the change in human resource management strategies in this context is to overcome the uncertainty that the employees have gone through during a crisis. Furthermore, the focus is given to boosting the work morale of employees and hence developing greater engagement towards the new model of the work environment. 
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