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Executive summary
In this report “Human Resource Management” for the “Better placed ltd” has been discussed with the help of some strategies that can be used for the HRM of this company. In the first part, the introduction of the given topic and a brief idea of the company will be given. After this, the emerging will be discussed for the chosen company for the post covid period. The impact of Brexit on the labour workforce and the industries in United Kingdom has also been discussed in the report along with the statistics.After that, it has been discussed the changes that are needed in HRM in the present scenario. Some recommendations are also given from the view of HR to overcome some problems with executing the changes. 
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[bookmark: _Toc101454743]Introduction
This report is focused on a UK-based “Human Resource Management” company that is illustrated with the chosen company is “Better placed ltd”. This company was established in the year 2001. This company is situated in Harrogate in the United Kingdom. This company has a good number of employment services and with more than 3 million sales in the human resource industry. This particular report is going to discuss the emerging changes that occur during the post corona period in the marketing environment of the UK. Through these changes, this analyzed topic will be heading to discuss the problem and changes a peculiar company had to face in the marketing industry post covid situation. 
This report also aims to understand the impacts on the labour workforce that occurred due to the sudden decision of the United Kingdom to leave the European Union which is also known as the Brexit. There have been several cases and situations arising due to the Brexit such as increased vacancy, reduced work skills, and low company growth. All these factors will be described in the report along with the impacts of the Covid-19 pandemic on the industries of the United Kingdom. Further, the statistics and numerical representations will also be provided in this report for a better and more vivid understanding. 
Some changes are required for the strategy of the human resource in the present scenario that is also going to be discussed in this report. The changes this particular company needs to do will also be going to be elaborate with the help of some recommendations. Therefore this report is going to discuss some emerging changes that are required for any human resource established company. “Better placed ltd” mainly specializes in recruits for the marketing kind of jobs, HR role jobs, and sales king of job in the market agency. This company also focused on creative type recruitment in the market area.  
[bookmark: _Toc101454265][bookmark: _Toc101454744]Emerging changes in labour market conditions post Brexit period in the UK
The most important change in the industries of the United Kingdom has to be the exit of the country from the European Union and wanting to continue trade and business alone without being a part of the union (Hoboltet al. 2022). This decision is considered to be the most unthought-of of and also made a very negligible amount of positive impact on the people involved with the trading industry of the country. This also stood as a challenging change that made changes in the process of international trade and even the businesses that took place among the countries in Europe. These issues mainly include the border disputes and costs for transport and permits for businesses that need to cross borders. 
According to some reports, over 90,000 EU workers are known to have left the hospitality industry in the United Kingdom, for the year 2020 (Peoplemanagement.co.uk, 2021). Further, in accordance with the statements made by the eminent people of the “Association of Independent Meat Suppliers”, the impact of Brexit has been largely effective and which caused around 14,000 vacancies across the United Kingdom (Peoplemanagement.co.uk, 2021). Moreover, the country also saw a huge amount of concern after the year 2016 when the country left the European Union, and the main area that was affected was that of the employment sector. However, there was a rise in the rate of employment for a limited time when the growth of employment started going slow and in 2019, the labour market remained the same and the number of vacancies is still high. 
Due to the issues in the labour market, it resulted in several people dropping out, and they were mostly from outside the United Kingdom. Workforce Development and Planning have also seen possible negative impacts as Brexit induced an increase in the reduction of available labour quality and skills and it was much more difficult to plan jobs and workforce with people having no labour skills (Sumption, 2022). As a result of this, the business organisations in the country faced a lot of issues as there was not enough workforce, specifically in the case of manufacturing companies that require manpower. As already mentioned, most of the workers were working in the country who belonged to the group of EU citizens. 
[bookmark: _Toc101454266][bookmark: _Toc101454745]Labour Market Statistics post Brexit period
Considering the statistics for the year 2018 around 72% of the employers in the country are known to have a training budget, but the growth was found to be relatively slow. Over 55% of the employers stated that the UK leaving the EU had no major impact on the investment in the training and development of skills and the rest 20% stated the opposite (Cipd.co.uk, 2022). In the first half of 2018, two-thirds of companies continued to recruit EU citizens into the workforce. The reason provided by the employers for employing EU workers was that they were inconsiderate of the nationality of the workforce, but stressed on the quality of the workforce. In areas where only partially skilled and unskilled roles were needed, employers reasoned that there were no domestic applicants for those vacancies.
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Figure 1:  Proportion of organisations with current vacancies that have hard-to-fill vacancies (%)
(Source: Cipd.co.uk, 2019)
As evident from the above figure, according to the reports of “CIPD’s Labour Market Outlook (LMO)”, the share of companies that reported “hard-to-fill” vacancies was known to be increased from 56% in the “Spring 2017 report” to 61% organisations in case of the “Spring 2019 report” (Cipd.co.uk, 2019). 
[bookmark: _Toc101454746]Emerging changes in labour market conditions post Covid period in the UK
Emerging changes refer to the familiar changes in the industry in the context of trends of the latest time. As per the view of Mayhew et al., (2020), these changes mainly happened with the adaption of current trends in the market. Apart from these changes, it will also help the business to change faster with time to grow their business in the market industry. These emerging changes are very much required in current life such as Cyber security, cloud computing, artificial intelligence, and the Internet. The above-mentioned things are those changes or trends that are dominating most of the companies in 2020. These particular technologies have already made an entry into the diverse globe of the market economy. 
In the jump of 2020, the pandemic of “COVID-19” especially activated a huge amount of job defeat in the labour market area. In the context of Eichhorstet al., (2020), that has created a significant amount of depression for the workers. After one year, the economic situation of some companies has improved. Approximately more than "60%" of job losses were present but the employment stood yet down corresponding to before the pandemic levels. 
Some statistics changes suggest a restarted healing for the labour market of the UK. This is done with the help of some labour market arrows that are mainly bearing before the pandemic levels. In the UK the level of employment has been growing in the contemporary months as well as the level of unemployment has gone below the levels of “pre-pandemic” (Betcherman et al., 2020). However, this economical inactivity stays much further in the pre levels and goes high in the inflation causing another drop in real earnings. Here the number of individuals that are proclaiming unemployment is connected to the usefulness which is decreased by “48,000” as of 2022 in February but this also stays higher than in March. Some staffers are disappointed economically because they are influenced by the outbreak of the corona virus. Some workers who are actually from the racial juvenility group, other young workers, and many inferior paid workers, as well as some disabled workers, are mostly impacted by the negativity of economically affected by the corona virus (Costa Dias et al., 2020).
[bookmark: _Toc101454747]Labour Market Statistics post covid period
These types of statistics mainly suggest resumed healing for the labour market of the UK. This happens with some different markets that indicate the returning to the prior level. As observed by Marcénet al., (2021), the employment level has been increasing in the current months and the level of unemployment went below the levels.  This is also dependent on the status of the labour market which indicates this particular effect. The rate of employment has declined from around 76% to 75%. Since the beginning of this dangerous pandemic, the employment level has decreased for more geriatric workers whose age is more than 65 years and failed for young people who are more than 16 years. Also, the employment levels for twenty-five plus has fallen by 1%. 
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(Figure 2: Employment and unemployment rate of the labor market)
(Source: Marcénet al., 2021)
Through this chart, it can be easily seen that the covid pandemic has affected the lives of the workers very poorly. Here only improvement can be seen for the age group of 16+ that has increased by more than 2 percentile.  But the situation of more than 30+ people is pathetic because their rate is very low according to the given chart. Further analysis of this report will give an impact on the pandemic period over the older and young workers. 
The rate of falls in professions has been pushed by the different private sectors. Between the months of “(March and December)” 2021, the employment levels have fallen by more than 2% in several sectors that are mostly private. While on the other hand, it has increased by close to 5% in different public sector areas. According to the view of Stuart et al., (2021), the number of paid employees and the rate of unemployment are almost the same as the previous one in the labour market; their rate will also sink by 2020. However, in the year 2022, this rate has been increased a little that is around 1% for the financial inactivity rate. These ranges are not different for “Better placed ltd” however it's almost the same. This company has increased its recruitment process for the many unemployed members and as well as for any aged grouped person less than 50. They have introduced a fair number of vacancies for the year 2022 at the pre-pandemic level. Also, there is the highest rate after Feb this year.  In the UK the rate of inequalities between the demand of labour and supply of labour is causing high as well as uncommon tightness for the early stage of the comeback. This also translates the overall-based wage into the pressure to make the turn into the posing risk for inflation. 
[bookmark: _Toc101454748]The changes needed in human resourcing strategies in the current scenario
The changes are needed in the world of work that is rapidly changing such as globalization, diversity, and skill change. As cited by Mousa et al., (2020), as a part of the organization the “human resource management” has to prepare them to deal with the consequences of transforming work in the world.
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(Figure 2: Human resource management)
(Source:Chamset al., 2019)
The different implications of the workforce industry will help in changing the skill requirements of the company, the continuous advancement in initiatives as well as in the downsizing of the corporation that will help to delegation in the workforce area. The required changes are mentioned below- 
1. Globalization and its implications
Business always goes around the world; it doesn't have any national borders within it.  The elevation of multinational companies sets new requirements for human aid leaders. As per the view of (Cooke and F.L, 2018), the different companies' departments ought to confirm that the proper mix of the employees for learning different skills and artistic adaptability will be available for contesting globalization. In charge to meet the different goals, the people of the organizations have to train the individuals for meeting the challenges of the globalization process. This change has to develop the mechanisms for different multicultural someone to work jointly. The language, age differences, and customs are becoming more general with the indications; also the conflict between the employees will increase for training the management in the different adjustable practices. 
2. Diversity of the Workforce
The current day's workforce mainly constitutes of different values, gender, different sexual orientation, age, personality, religions, characteristics, education, ethnicity, language, physical appearance, lifestyle, marital status, beliefs, backgrounds, and ideologies of different peoples. It can be spread through the tenure, geographical area of the organization with the economic status of the HRM. 
3. Changing the skill requirements
Developing and recruiting is an important thing for labor as well as for a company that is concerned about the productivity, competitiveness, managing, and quality of an eclectic workforce virtually. The skill deficits also help to translate the significant failures for the community in the terms of low-grade work quality and inferior productivity. This can also increase employee mishaps and consumer objections for “Better placed ltd” companies. The strategic planning for human resources has to carefully consider the skill deficits and lacks the HRM to mark out the deficiency (Chamset al., 2019).
4. Corporate downsizing
This change is also indeed for the organization to delay as well as attempt to create more incredible efficiency for the organization. The assumption of downsizing is mainly used to lower the number of employees who are employed through the organization. The HRM department also has an important role for slack in the downsizing. These people must have to ensure proper contact during this change. It is also needed to undervalue the harmful impacts of buzzes to ensure the people are maintained.
5. Continuous improvement programs
This change is for the improvement that will focus on different long-term nicely standing of the organization. It is also a process where an organization is focused on the quality and buildup of a more acceptable foundation to help the customers. This will involve the company with a comprehensive initiative to enhance the productivity and quality of this company. Through these changes, their operations will be focused on the client and the workers (Dirani et al., 2020). 
6. Contingent workforce
This is a very substantial portion of the change in modern-day life and the workforce that are related to contingent workers. These workers are the individuals who are generally hired for a briefer duration of time. In this change, they perform precise tasks that are often needed for special job mastery and they are also utilized when the organization is undergoing significant variations in its workflow. 
7. Employee involvement
The change in the involvement of the employees is also so much needed for the HRM.  for a successful organization there is an involvement of several numbers of employees. These mainly occur because of participative, delegation, objective setting, and training of the employee's work teams with empowering them. HRM has a momentous role to recreate it within the worker's involvement. Therefore the employees are anticipated to be representative and also to have conclusions to handle the work of the teams or by setting goals. Therefore these are the needed changes in HRM for this selected company for the current strategy (Dirani et al., 2020). 
[bookmark: _Toc101454749]Recommendation for implementing those changes
“Human resource management” is one of the numerous important factors in enhancing a firm’s execution. Business architects can be specialists in their ambitions, but beginners can only handle employees so the presence of HR is very much essential in an organization. As per the view of Mousaet al., (2020), a skilled HR manager is only not able to determine organizational conduct, but can also obtain countless talented workers. Only a victorious HR department can able to devise an efficient recruitment process to enhance the general productivity of a particular company. Recent reports say that more than 80 percentile of HR is effective in shaping a good company and its decisions.
Retention of employees
It can be recommended from an HR perspective that the retention of good employees can use for the organization. The retention rate of the employee guides the number of team members that remain for a company during a distinct period. The most frequently used dimensions of HR significance because they can depict the efficiency of hiring. HR is the main responsible person for decoding these interior problems so the company will be efficient and harmonious. As corresponding to the employee rate of retention and their satisfaction, this is more difficult to estimate due to subjectivity (Michael and A. 2019). 
Satisfaction of employees
Apart from that, employee satisfaction of employees is also recommended for the enhancement of the organization. However, they will be able to give more productiveness to the organization whether the workers are fulfilled. Always a repeatedly used technique to gauge employee satisfaction is an unnamed survey for the organization. Obscurity permits the employees to express their real sentiments so this survey can provide the most authentic responses to them. 
Strong company culture
This can also be recommended that creating a strong company culture will also help in changing the scenario of an organization. As per the observation of Chams et al., (2019), a strong company civilization can develop a feeling of belonging for the workers and give them a sense of identity. However, the culture of the company has numerous complex things among the above-mentioned points.
By aligning the strategy with the particular company's comprehensive plan HR can make enhancements to the company's overall structure. This is the essential key to handling an instigating crew is to facilitate the techniques of the talent administration strategy alongside the prevalent company procedure. Ultimately this creates aptitude for training, developing, and then retaining the employees. Apart from these things some recommendations can also be given from the perspective of HR, firstly improvement in organizational contact or communication is very much needed file overcoming different challenges. Developing a good as well as an effective program for the organization is also very important for developing a good company. Providing more frequent feedback to the workers can be also recommended in contrast to these matters. 
On the other hand, the UK also launched different laws such as “Health & safety policy”, “Disciplinary” and “dismissal policies” for this HRM. Through giving essential skills to the workers and by the advancing use of data “Better placed ltd” can be able to make a good well-skilled team for the betterment of the organization through HRM (Mousaet al., 2020). 
[bookmark: _Toc101454750]Conclusion
As per the analysis, this can be concluded that this report has been totally focused on the “Human resources strategy” of a UK-based company “Better placed ltd” and this analysis is mainly concentrated on the post covid problems in the different organizations. After the introduction of the given topic, this report has been discussed the emerging differences that occurred in the labour market post the pandemic period. With the help of labour market statistics, this analysis has given a chart of the “employment and unemployment rate” of the market from the perspective of the above-mentioned company.This report has also included the impact on the labour industry with respect to the exit of the United Kingdom from the European Union and how it has affected the employment rates, labour requirements, and the increase in vacancies. Further, the statistics for the impacts and changes that occurred in the industry have been provided with respect to the transformations in the years after the Brexit was put into action. This proves that both the impact of the Brexit and the Covid-19 has had more and fewer impacts on the industries of the United Kingdom and it has also taken a major time for the recovery.It has also included the changes that are required for HRM in the present scenario of daily life. This has been discussed with the help of different points such as the implications of globalization on workforce diversity and the requirements for skill changing methods. Apart from that, some recommendation has been also given in order to make changes in the organization through the HRM.  
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