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1. Introduction
Through the UK Labor Force Survey in the period of April to June 2022 implies that it had a little difference in the labor rate over the accommodation. While the remunerative infrastructure rate in consistent, the employment rate is reducing a little bit downward and the non-employment rate is expanding day by day. However, during the past three-month time, the amount of the perpetual labors is expanding. But the other period of the year the odd job employees is enlarging. Through the COVID-19 pandemic, it views the huge loss during the first period and it had a reduction in the end couple of months. 
According to Von Wachter (2020), in the coronavirus pandemic situation, there are some couple of issues are raised for the commission. Therefore, the modern and advanced technology has took place in this global pandemic situation, the company’s structure and the strategy has been changed. The whole working frame has been transformed in the world. Through this global crisis rushed out for the elasticity of new movements and the advanced digital technology in the organization. During this new normal, it effects the worldwide providence and the business strategy. In this case, the Human Resource Management is being the vital part of it. 
[image: ]
Figure 1: Employment Rate in UK
(Source: Schwandt, 2019)
[bookmark: _Toc118502934]2. The Current State of the Labor Market in the UK
In this sort of situation, through the end three months according to the main terms the random highest rate of grandiosity which meant the original incomes which carried out to fall in a heap. Since the year of 2001, the earning extension is suffering from a huge drop down but in the recent time the fall was little bit of smaller. In the beginning of the pandemic, both of the full-time employees and the part-time employees are being unenergetic. Through this situation, the placement of the labor is drop down again in the newest accommodation but it seems more well than the before pandemic situation. 
[bookmark: _Toc118502935]2.1. Employment movement
In the UK employment and none employment have been deducted markedly from the year 1979 with the two main recession in the first stage of 1980s and the beginning of 1990s. Through this study, the government has taken an initiative to balance the level of the employment and to decrease the inactivity for the upcoming situation and the climate changes. However, the government has to turn over the market strategy and the business implementation. The UK government had to look after the awareness of the labor and their safety. On the report of the pandemic, the employees are mentally effected. To reduce their stress and being able their mental state for work the company has to reorder their strategy and planning. The economic indolence has to change during the quarter and has deduct in the climate crisis. It has to be concerned about the latest infrastructure of the employees in this new normal. The company have to stored immediate medicines and vaccines for the sick employees and avail the emergency treatment for the critically ill employee. The UK government have to focus on increasing the number of job vacancies.
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Figure 2: Total Employment breakdown graph
(Source: Donald, Ashleigh, et al, 2018)
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The jobless people who are in search of work during the end four weeks and get able to be in work for the upcoming couple of weeks is a form of unemployment. From the last research, the unemployment rate is being higher. As per the Employment Act, 1953 over the 50 percent of population are jobless. The people who work and the people who is in search of and be available for the job is the proportion of the economically energy inhabitants. In the international labor organization, it describes none employed people in under two phases, the people who don’t have any job have been busily in search of job in the last four weeks and be available to begin the job in another couple of weeks. The second type of none employment are the people who are out of the work and have got the job and in a wait to begin the job in the upcoming couple of weeks.
[bookmark: _Toc118502937]2.3. Vacancies
On the report of Employment Rights Act, 1996 a placement for which the employers are busily in search of recruitment from the outer place of their company or the firm. In the basis of the survey of vacancies, it is a survey of the organization which designed and structured to give the ultimatum of the storage of placement in around the economy, which included agriculture, wild and fishing. This survey provides the comprehensive ultimate’s of the numeric figure of job placements in around the UK economy. This server has a question for the employers that how many job placement they recruit for the seeking people from outside of the business and the organization. The response of the coronavirus and its impacts to the capability of the national statistics institutes in compiling ultimate’s (Oreffice, 2021). 
[bookmark: _Toc118502938]2.4. Coronavirus and the Effect on UK Labor Market
Through the latest analysis, the main impact of COVID-19 on the economy of UK and the population was delineate to the World Health Organization in the middle of the December 2019 and it was in due course was announced in a Public Wealth Urgency of global tension. Through the latest survey in the UK, it effects the economic activity of labors during the pandemic. The response of the coronavirus and its impacts to the capability of the national statistics institutes in compiling ultimately.
[bookmark: _Toc118502939]3. The emerging changes in Human Resourcing Strategies in the post COVID, post BREXIT external environment
[bookmark: _Toc118502940]3.1. The Human resource strategies in the pre COVID-BREXIT era
Human resource management happens to be a major section and aspect in the operational management of an organization. As per Stone et al. (2020), Human resource, management refers to the process of managing the human resources of an organisation effectively and efficiently in order to extract potent contribution from them towards the achievement of the organisational goals. According to Kalogiannidis (2021), Human resource management forms to be one of the most important organisational functions that deals with the management of the employees of the corporation in a strategic manner. This involves managing the employee’s compensation as well as benefits, structuring the training and development facilities, formulating communication policies relating to the employees of the corporation.
Since the HRM forms a major aspect of the company’s employee management or rather the heart of employee management, the strategies were also potent. The effective HRM involved proper talent management which is the effective recognition, attracting, managing and keeping of talents within the organisation. Then the process involved ensuring effective knowledge management within the organisation and hiring of skilled workforce from the market. The HR had to ensure constant improvement of the graining facilities and growth scopes of the employees in order to retain them. These were some of the most important human resource management strategies in the pre pandemic and BREXIT era. 
[bookmark: _Toc118502941]3.2. Important Human resource management strategies post BREXIT 
BREXIT refers to the exit of the United Kingdom from the European Union which took place on 31st January 2020. BREXIT forms to be the abbreviated term for Britain’s exit. The BREXIT has resulted in tumultuous changes in the labour market thus affecting the human resource strategies of the global corporations in a big way. As per Bloom et al., (2019), the major issues posed by the United Kingdom’s exit from the European Union to the human resource practices in UK firms have been notably being the stakeholder engagement issues, war in the talent market in UK, leadership issues, improper talent management and workforce management.
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                                        Figure 3: Human Resource Management System
                                                       (Source: Smietanka, 2019)
Engaging the Stakeholders
The impact of BREXIT has resulted in an uncertainty and changing business market situations. Amidst this type of evolving situation where there is no certainty, stakeholder engagement is of utmost importance. The stakeholder involve the various representatives related to the organisation, shareholders, customers, producers, employees. As per Kalogiannidis (2021), these people need to be constantly kept engaged through continuous and focused communication to ensure effective motivation, efficiency enhancement in productivity.
Proper Resource Planning
As per O'Rourke, (2019), the immigration laws imposed by BREXIT has created uncertainty to a great extent in the labour market and employment has been a major issue. This has resulted in scarcity of skilled labour in the UK labour market. Moreover, the travel restrictions and immigration rules imposed has affected the employee retention policies of the organisation as well because of offshoring. This has called for the need of proper resource planning looking forward to the future. The Human resource management needs to manage and effectively plan their employee management strategies keeping in mind a larger picture.
Acute Talent Management
According to Ridgway, (2019), since the labour market in the UK has been badly affected by BREXIT, the availability of skilled employees has been a major issue for effective human resource management. This has called for the situation of identifying the talented existing employee within the organisation and relating them to ensure proper human resliced planning for future. The human resources department has adopted the practice of recognizing the talented employees within the organisation and utilized them optimally to fill the resource gaps in operational management. This will help the corporations to adapt to the changes in the labour market and also cut down the high cost of filling the organisational position gaps.
[bookmark: _Toc118502942]3.3. Important Human resource management strategies post COVID-19
The global pandemic named the COVID 19 affected industries throughout the globe and the various forms of market as well. As per Collings et al., (2021), the labour market in UK took a major hit as well as it was acutely disrupted by the travel restrictions, lockdowns, quarantine regulations imposed by the government. 
Remote Work Management
According to Hamouche, (2021), the travel restrictions, movement confinements caused by the pandemic led to the advent of the concept of remote working which enabled the employees to work from their respective homes. HRM formulated strategic plans to implement this system of remote working but ensuring proper management of the remote workforce. The human resource, management has developed innovative initiatives to manage effectively the blended mode of work. When the employees are not being able to travel, the HR department needs to ensure proper work from home facility in order to run the flow of operations smoothly.
Employee Support and Motivation
Owing to the global pandemic, the health and lives of people across different section of society have been affected severely. The economic downturns caused by COVID has also impacted the lifestyle of the employees. According to Hamouche, (2021), this situation has resulted in high level stress of the employees. The workers are dealing with anxieties and acute pressure because of the decline in economy resulting in pay cuts. The HR department across the companies have taken care of this situation adopting practices of employee motivation and support. They have ensured health and safety of the workers, providing positive workplace environments. The development and implementation of flexible work schedules, providing family care support have been adopted. 
Gig Economy
The uncertainty in the labour market caused by COVID-19 has led to the adoption of the practice of hiring employees on contractual basis. According to Collings et al., (2021), this has reportedly provide the employers and companies getting flexible relating to workforce management. The Human resource management of companies have been replacing full time existing workers with freelance workers on the basis contractual agreements. But the human resource department has been required to re strategize and re formulate their employee management policies to install this practice of employing labour from the gig economy.
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                                                          Figure 4: Gig economy
                                                         (Source: Wright, 2021)
Redefining Training Structures
As per Stone et al. (2020), since the workplace has been shifted to blended mode with most of the employees opting for remote working because of the travel restriction and movement regulations imposed by the government caused by COVID, the human resource department has identified methods of imparting training digitally. The installation of the programs and tools to provide training digitally have been based on the situation of remote working. 
Digitalized Hiring
The human resource departments across the corporations, have adopted means of artificial intelligence to digitalize the hiring function. According to Kalogiannidis, (2021), this mode of hiring has enabled recruiting skilled and potent employees from the megabytes of job application. This has diversified the hiring process helping it adapt to the post pandemic business market as well as labour market situations. The implementation of smart applications software in order to recognize quality talent within the organisation has helped in retaining the top employees.          
[bookmark: _Toc118502943]4. Conclusion
It is to be concluded that the huge increase in the employment rate was differentiate with the same interval of the past year. The all over time of working reduced which is differentiate with the last three-month interval and are unchanged for its below pre COVID-19 pandemic levels. To the impact of the coronavirus and the adjournment of the one on one interviews, in which it had to create operational differences to the LFS. This moved to an approach which is by-telephone. However, it was reported that the remoter improvement job which was have to deal with the enlarging in non-responding employments in the non-UK countries.
The companies across the different industries have been hit hard by external global incidents and events like the united kingdom’s exit from European union also known as BREXIT as well as the global pandemic of tumultuous proportions covid. The travel infringements and restrictions as well as regulations pertaining to immigration has affected the labour market in the United Kingdom, vehemently. This has resulted in various issues being posed to the human resource management of corporations throughout the world. The human resource management forms to be one of the major organisational functions of corporation playing pivotal; role in the operational management of the company. The prevailing issues have hampered the human resource management policies of the companies in UK in a drastic manner. To resolve these challenging issues the HR departments across the companies have reformulated their strategic management polices of handling the employees of the organisations. 
In post BREXIT period, the human resource departments have implemented plans directed towards engaging the stakeholders of the companies more, managing the talent within the organisation properly and planning the human resource of the corporations keeping in mind long term growth and scopes. The Human resource management has also evolved itself to face the barriers in operational efficiency caused by COVID by adopting certain set of practices like digitalization of hiring procedures, recruiting on contractual basis, providing motivation and support care to the employees, restricting the training process and making it AI served. These new set of strategies adopted by the human resource management of companies have helped them cope with the market situations prevailing caused by BREXIT and COVID.
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