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[bookmark: _Toc1530068142]Introduction
Brexit in 2019 was the core of the centre, and firms in the UK were busy progressing contingency intentions for UK businesses following the exit of the UK. Later in 2020, as the coronavirus appeared, the attention of business was distracted, and numerous of those functioning on Brexit were diverted to dealing with the immediate and pervasive pandemic's impact. As the outlook of a "V-shaped recovery" shuns away, various business owners now fund themselves struggling with the tentative economy's re-opening, whilst moreover being a few weeks away from a most delicate alteration in terms of trading with the European Union (Fana et al., 2020). The transition period of the UK with the EU now concludes in 2020 on December 31. With the deliberate development in negotiation, there is presently a probability that no agreement related to trade will be acquired or the deal will be restricted in scope. As both the EU commissioner and the government of the UK have stated, whether there are future relations in place or not, there could be substantial changes to the means the EU and the UK trade.


[bookmark: _Toc1452623636]“The emerging changes in labor market conditions in a post Covid-19”

The outbreak of Covid-19 has had the most soothing effect on the labour market of the UK. As the covid-19 was at its peak in the middle of 2020, 33% of suitable employment were furloughed. Until Jan 2021, the labour market had increased to 6%, which is the greatest since 2016 and still not as massive as this could have been without the support of the UK's government.
 

Local Effects have been Different and are a Reason for Concern The local economic performance throughout covid-19 has really been a basis for vital concerns yet hides the non-similar spatial covid-19 impacts, which could have decisive long-term results for a few national economies, as stated by (Demena et al., 2022). This particular long read discovers the potential routes and distinct experiences for Covid-19 recovery in the three national areas of authority with few of the most effective take-up rates of "Coronavirus Job Retention Scheme" in the UK: North London, West Sussex, and Cumbria. The researchers' analysis shows some hazards of possible long-lasting effects on the labour market and GVA. We then discuss local and national-level measures that might support national areas to allow the development of quality, well-paid and secured jobs via the recovery. 
2020 has seen the most significant reduction rate in the labour market in the last 100 years, according to the new analysis of "Cambridge Econometrics", which was double the reduction that resulted from the financial crisis between 2008 and 2009. Compared to the quick decline in the labour market, jobs have been comparatively supple. The decrease in labour throughout Covid-19 has, to date, reached just 1/5 of that experienced throughout early 1991. 
The "Coronavirus Job Retention Scheme" merged with loans and grants for businesses has facilitated managers competent to retain employees, further helped by a rapid return to general activities in simmer. The predictions of "Cambridge Econometrics" really support this, predicting jobs to return to levels of pre-covid till 2023, one year before the recovery of GVA (Crowley et al., 2021). This could make the recovery of the post-covid market of labour one of the greatest, similarly to the improvement from the recession in the mid-70s.
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“Figure 1: Job recoveries’ Comparison following former crises”

Even though Covid-19 has impacted the whole economy to a certain degree, the effects and possibility of recovery differ across sectors. Impermanent furlough statistics for "lockdown" beginning from January 2021 designate that 69% of jobs in the food and health sector, 53% in entertainment and arts, and 49% in the retail industry were laid off definitely making these worst affected areas. 
Equally, other areas have been less dependent on unemployment, and few have also progressed their personnel. Public and health administration made an extra 375,000 vocations in 2020, primarily to oversee and manage the Covid-19's response (Byme et al., 2020). Other sectors have developed due to progressed requirements, such as finance, IT services, distribution, and real estate.
 

[bookmark: _Toc144532331]Covid-19 Impact on the Labour Market of 3 Local Economies

The long and short-term effects of coronavirus on diverse situations will be greatly co-related to the sector mix of their national cutback. To portray this, we can observe three remarkably various areas that have experienced the most unprecedented take-up employment rates in the UK, i.e., Haringey, Crawley, and Eden. In all these places, the national sector mix inclines toward several sectors that were significantly affected by limitations and greatly dependent on employment, as could be viewed in the table provided below:
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“Table 1: Top sector workforce shares pre-Covid-19”

The latest prediction reports of Cambridge Econometrics predict that every one of the above-described areas will surely experience a labour market reduction rate more excellent than the average of the UK throughout 2020 (Haringey is forecasted to experience an actual terms reduction of 10.4%, Eden 13.4% and Crawley 15%).
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“Figure 3: Labour Market take-up rate 2020-21 as proportion of all eligible jobs”

Predictions for the future years display labour market and job recovery rates for every one of the above-described locations, with Haringey designating a potential to demonstrate the finest resilience of an average UK. On the other hand, Eden and Crawley are forecasted to experience vital losses in the labour market and differing recoveries (Anderton et al., 2021).
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“Figure 4: Projected jobs recovery to 2025 (baseline 2019)”


[bookmark: _Toc1660273576]“The emerging changes in labor market conditions in a post Brexit environment in the UK”

Since the vote of the EU referendum in 2016 June, the outlook of the labour market of CIPD and the surveys of "Resource and Talent Planning" have thoroughly viewed the Brexit's impact on the trends of the labour market and the expectations and perspectives of the labour market as per to the research of (Teague and Donaghey, 2018). The following process is accumulated from the present analysis and data to aid managers to stay cautious of impending alteration as well as sustain their capability to magnetise and hire individuals who are most significant to their requirements.

[bookmark: _Toc528274434]Overall Employment
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Despite immediate concerns related to the impact of Brexit on the labour market, the levels of the labour market have continued to progress comparatively harshly since the referendum to leave the EU in 2016. Whilst the growth of employment slowed in mid-2019, the labour market stays tight, and the amount of job vacancies is yet high.
 

[bookmark: _Toc1152716521]Impact on Recruitment
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Consequently, the organisational share reporting the complexities in recruitment has significantly increased for numerous employers. This is partial as the increase in the degree of citizens of the EU that have come to England for job purposes has not really risen in line with the actual growth of employment in current years. 
As per the report of "Labour Market Outlook," the share of the reporting of an organisation of the labour market raised from 57% in 2017 to 62% in 2019. In response, many firms are increasing their wages, specifically for fresh beginners and core employees. As per the report of LMO in 2009, 58% of employers in the private sector reported increasing their wages to aid offset the complexities of recruitment (Ridgway, 2019). Hence, the tight labour market was putting more force on the salaries of numerous labourers. This is curious why investment related to employment in skills has really continued to reduce over a certain period.


[bookmark: _Toc2098064530]Using EU Migrant Labours

Offered the reducing supplying of labour and skills, Brexit has not really reduced the interest of employers in employing the labours of the EU. At the start of 2018, a few 2/3rd of companies stated that they would continue to operate the nationals of the EU. The universal reason offered by managers as to why they use labourers from the EU is that they do not think of nationality during hiring but simply decide on the suitable labour for the position job (Portes, 2022). For unskilled or semi-skilled roles, the core reason offered was that managers might not find local candidates to fill those particular vacancies. 
Ahead of the initiation of new restrictions on migrations in 2021, managers will require to make sure that they have made the essential preparations to guarantee that they continue to have availability to the core skills that their company demands.
. 

[bookmark: _Toc2051972295]Addressing Difficulties related to Recruitment

Additionally to increasing wages to retain labour, managers can initiate extra inclusive recruitment practices and construct their labour offer by enhancing their business or non-financial advantages. These will not just address complexities related to hiring for a more extended period but also make their firm extra attractive as a manager for a more extended period. Similarly, gauges, for example, the stipulation of straightforward and flexible development of career, will aid companies in both retaining and recruiting the skills and labour they require.

[bookmark: _Toc2133473837]Labour Development and Planning
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The need for accessible labour and skills, potentially aggravated by more reductions after Brexit once free movement comes to a conclusion, means labour development and planning must become necessary. To be competent to reply in an offered time, managers must assign the finest urgency to commence strategic planning of the workforce that will aid recognise the knowledge and skills needed in the future and present. As a result, this will help narrow down the concentration of the required development and learning. Statistics from the start of 2018 displayed that whilst 71% of managers have a devoted budget for training, growth in this particular area was somewhat slow. Around 57% stated that leaving the European Union did not affect their skills and training development investment, whilst 23% said that it had really caused them to decrease it (Javorcik et al., 2020). This shows that few managers are actually dialling back on training and development; at the time, they must be investing considerably to lessen against the actual hazard of the present scarcity of skills in the labour market, which is worsening post-Brexit. 
Fascinatingly, firms involving nations of the EU were vitally more likely than managers that do not recruit nationals of the EU to invest in development and aim to recruit from a wider variety of disadvantaged or under-represented groups, for example, aged labours or those from minority cultural backgrounds. This indeed signifies that firms that involve migrants of the EU were generally doing so as a part of broader attempts to look for labours they need and to construct skills of labours, not because the firms were not competent to invest in labours born in the UK or thinking to reduce expenses.


[bookmark: _Toc367415553]“How Resourcing in an Organisation is Impacted after Covid and Brexit”

The world's response to Covid-19 has really resulted in the quickest healthcare sector transformation. Working remotely or from home has become a new norm, and we all have gone from digitising the relations between patients and hospitals to the connections between caretakers and managers. We have constantly been catapulting forward, quick-progressing trends, for example, innovation, digitalisation, and automation (Demena et al., 2022). Hospitals are now at a crossroads: those who capitalise on the opportunities post-covid will find themselves in the most satisfactory position to recruit their labour and magnetise labour when the condition stabilises. In comparison, those caretakers who fail to alter will indeed be left behind, exposing their HR to enhanced hazards related to downturns, dealing with layoffs, and financial distress.

[bookmark: _Toc1400409394]Working in a more Agile Manner

For HR, this is unparalleled to have a vast group of labour globally begin to work from home at once. The extended occasions have shown how quickly healthcare sectors can adapt, though, and have displayed that they can rush and perform more agilely than one has considered. HR in hospitals now have been gifted with an enhanced notion of what cannot and can be performed outside their hospitals' classical procedures. The coronavirus is pressurising both the scale and the pace of innovation in the workplace. Numerous HRs are now looking for less costly, faster, and simpler means to function.
 
[bookmark: _Toc1527160905]Altering Management and Leadership Capabilities

(Crowley et al., 2021) stated that the crisis of Covid-19 has seen severe shockwaves via economies and labours, but possibly its most pleasing effect has been the humans themselves, namely uncertainty and fear. A core part of this has been the factuality HR has a new routine, one in which everybody can rapidly come to the hospital to work. There is no proof that HR is dealing with business owners on a global level, modifying tactics to sustain. In tandem with sharpening digital skills and an enhanced structure, it is essential for HR that they make their labours and employees concentrate on empathy as disruption and transformation become the new norm. 
There are numerous instances of "might" and "could" when this comes to highlighting the Brexit's impact on HR over the future years. Still, HR managers understand that Brexit is far more than just a political alteration (Fana et al., 2020). The exit of the UK from the EU will have a substantial effect on the future planning of organisations. HR leaders must already plan, scope, and examine Brexit's procedures and processes that could eventually impact.

Impact of Brexit on HR Strategies 

Acknowledging how to plan and assess Brexit's impact on HR and broader business planning of organisation needs recognition of how Britain's EU membership affects the strategies of HR in the first place. Brexit has impacted plans of HR and beyond within the companies vitally in 2 significant areas:

[bookmark: _Toc224494888]Market Strength

Free talent's movement crossways borders from a vital location positions Britain as an exciting base for labour availability

[bookmark: _Toc1130435711]Free Labour Movement

The labour market of the UK could endorse the transition of unskilled and skilled labours among states, offering them availability to a pool of professional labour from different forms.


[bookmark: _Toc1672003989]“Changes needed in the human resourcing strategies in the current scenario”

Covid-19 has brilliantly displayed that "no health system is an island", and each state has something to learn and teach from the means it is being controlled.

[bookmark: _Toc1713848273]Digital Front Door

Covid-19 has caused care centres and healthcare systems to adopt digital solutions related to healthcare quickly. In several countries, the "digital front door" has now turned into the "only front door" for patients to avail of clinical services. General appointments of practitioners and hospital out-patients across the globe have been altered with as much as three-quarters of every constitution, which is now taking place virtually (Costa and Machin, 2019). When the covid-19 abates, HR managers do not forecast the closing of the "digital front door" as providers and patients have clinched the flexibility and convenience of this kind of care. When and how we enter into the new actuality of Covid-19, a core concern for any health system by sustaining and scaling such digital interactions.

[bookmark: _Toc2110393445]Clean and Dirty Sites

In response to Covid-19, systems of health crossways the world, for example, Spain, China and the USA have initiated severe measures related to infection control involving the non-covid and Covid-19 patients to stop the infection's spread care homes and hospitals. Whilst efficient infection control measures, a side effect of executing "clean and dirty sites" has been decreased capability, specifically for non-urgent processes (Erken et al., 2018). So, as we enter the post-pandemic new reality, meeting the elective cases' backlog will be complex and need a fresh flow of patients via systems to control this.

[bookmark: _Toc1104097484]Conclusion

The mixture of Covid-19 and Brexit confronts business with the most acceptable engagement. Time is concise, industries and healthcare sectors are not entirely prepared, and concrete plans for Brexit are required directly. These must cross the board from the chain of supplies from labours and involve tax and regulatory issues. Even if there are Brexit plans positioned, they must be re-evaluated given the altering situation. Projects that could have made sense in the context of pre-covid-19 could not create complete logic now. Concerns that could have appeared minor in the former context could be of another order of extent when co-related with coronavirus. Deliberated HR decisions made rapidly as an outcome of Covid-19 will require highlighting in the context of Brexit. The resources allocated and accessible to execute the plans of Brexit must be looked at repeatedly.
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