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Introduction

     In the report below has been address the importance of Human Resources within company, how with their behaviour can influence, change attitude, direct and the most important to retain personal in nowadays challenge time, where there is shortage in mostly every sector. The standard practice used in UK applied everywhere within global scale. All has the same core, value of the people and importance of them within a company.
     In the second part is shows the date where are most challenged public sector skills shortage, what was the result of it. How Brexit and Covid-19 has influence and what is the impact, especially for UK. Aditionally, to the subject I have related long term development of healthcare sector, what is the reality, how much personal is needed, which are the country UK hiring at the moment.




PART 1

The management of an organization's most asset, the employees who individually and collectively contribute to the fulfilment of its goals, is referred to as human resource management.
According to John Storey (1989), HRM is "a set of interrelated policies with an intellectual and philosophical grounding." He argues the following four components make up the meaningful form of HRM: 
· a certain set of presumptions and attitudes. 
· a strategic goal that guides decisions on human resource management.
· The strategic HRM framework Line managers' major role 
· Reliance on a set of "levers" to change the employment relationship.

Ensuring that the organisation can succeed via people is the overarching goal of human resource management. HRM systems can be the source of organisational capabilities that enable organisations to learn and take advantage of new opportunities, as Ulrich and Lake (1990) point out. Specifically, attaining goals in the categories outlined below is what HRM is focused on. Human resources methods, according to Rubel and Kee, directly affect employees' attitudes and behaviours, which ultimately improve organisational performance and efficiency. On the other side, employees in an organisation need to be led rather than merely managed, which means HR must do everything in its power to earn the respect of the workforce. Having stated that, it is imperative to adopt positive HR behaviour in order to gain some respect. A courteous and pleasant work environment is the consequence of well-behaved human resources professionals who uphold the integrity of both them and the organisations they serve.

Standards are an essential component of organisational life and a distinguishing characteristic of respectable professions. They serve as a "quality assured" foundation for moral and efficient conduct. Whether or not an organisation has a dedicated HR team, they will eventually want advice on best practises in human resource management with regards to things like workforce planning, hiring, inclusion and diversity, learning and development, and reporting on human capital. Such direction is given by international and British norms. They are created by specialists around the world with input from significant parties. Organizations that adhere to these criteria can increase their sustainability and resilience through ethical human resource management techniques. 
        Businesses of various sizes and in all industries employ British and international standards to address a variety of issues, including business continuity, energy management, health and safety, and quality management. Standards offer a common method of doing something, such as the precise technical criteria for creating something or the quality standards for management systems. Their goal is to give organisations and individuals a solid foundation on which to base expectations for a good or service. Technical specialists in particular domains collaborate and reach consensus to create British and international standards. National standards organisations, such as the British Standards Institution (BSI) and the International Standards Organization, bring the specialists together (ISO). The essential stakeholders for the standards being established are represented by these standard-setting bodies and the expert groups they form. Government organisations, business, academia, user and special interest groups, and employer organisations are a few examples. In order to provide national standards for people management and to contribute to worldwide standards for human resource management run by the International Organization for Standardization, the British Standards Institution (BSI) established a committee in 2011. (ISO). 

In this report is used the phrases "human resource management" and "human capital" interchangeably to highlight the "suite" of standards being created on a national and international level. These guidelines offer clear, practical suggestions that push organisational leaders to create workplace environments that reward excellent performance and recognise the contributions of the people who work there.
The collection of British human capital standards offers a framework based on principles for valuing people, inclusion, and diversity, and learning and development. All the standards are founded on the following values for treating people well in organisations: 
· Along with any legal or regulatory safeguards they may have, employees of the organisation have inherent worth that must be appreciated. 
·  Stakeholders and their interests are essential to the organization's best interests. 
· Each organisation has a duty to uphold its social compact as a corporate citizen and conduct business sustainably because it is a part of larger society. 
· The highest level of the organisation makes a commitment to appreciating those who work for it and to upholding the standard's standards. 
· Each guideline is equally important.
This values-based strategy aids organisations in making wise choices about employee development and investment. The wide technical guidance offered in standardised people management processes and practises is meant to aid organisations in better understanding their place in the web of connections between customers, partners in the supply chain, volunteers, and employees.

In charge of and actively involved in the development of these British and international HR standards. They set the standard for the UK strategy and emphasise the need for a solid ethical foundation in managing and developing personnel. They consider it crucial to impart our knowledge, skills, and evidence-based point of view in order to promote people management techniques in smaller organisations and nations where a more solid foundation for professional practise may not exist. 
Because of this belief that investing in these British and international standards is crucial, people and their development are and will continue to be a significant source of wealth creation. The goal is to guarantee that the standards benefit organisations, their stakeholders, and larger society and are principles-led, explicit, consistent, and measurable. Several CIPD members and two CIPD staff members are currently actively involved in creating and reviewing standards.







PART 2


Whenever the Covid-19 pandemic hit the UK starting in March 2020, it put a stop to the nation's most employment-rich and often lower-paid sectors. In-person services in hospitality, retail, and entertainment were temporarily shut down to slow the virus' spread. Thankfully, owing to assistance programmes like the Job Retention Scheme, the country's unemployment rate increased significantly less than it did during the 2008 financial crisis. However, by the beginning of 2021, around one-fourth of persons who were working before the crisis had gone through a negative shift in their employment (having lost their job, been furloughed, or received a significant reduction in pay). More than 40% of young individuals, low-paid employees, and persons with past precarious employment were significantly impacted by this move, as were people who had previously worked in retail (over 50 and 70%, respectively). Less change was experienced by older employees (those 55 and over) than by their younger counterparts, although they were more likely than the average to have experienced job loss, furloughs, or decreased pay. 
The reopening of previously closed industries including retail, hospitality, and entertainment in the spring of this year showed a drastically different picture. It seemed like there was always chatter about how companies were having trouble filling positions and giving incentives to applicants. The labour market indicators mostly supported this "bounce back" in employment (including pay-rolled employment). Younger employees had the fastest growth in employment, even though they still had a way to go before catching up to their colleagues in the quest to return to pre-pandemic employment levels. Policymakers should not ignore the needs of young people even as they will want to keep an eye on elder employment. The fact that young people are the age group most likely to work in lower-paying, customer-facing roles and on unsecured, temporary contracts—exactly the jobs that are first to disappear in an economic downturn—is one of the reasons why they were hit so hard during the early stages of the Covid-19 crisis. Although initial reports of a labour shortage and businesses' need for employees had many people hopeful for better working conditions (for example, better pay, more secure contracts, and sufficient hours).
     In research on the AI labour market, IPSOS Mori (2021) discovered that while 69% of firms stated it was challenging to fill positions, 66% of the 118 UK organisations polled indicated there had been an increase in recruiting especially for people with AI capabilities in the previous two years. Companies, government organisations, and employment agencies claimed that candidates lacked technical expertise and knowledge (65%), work experience (40%), or industry knowledge (25%) were obstacles to filling open positions. However, a third of companies also mentioned difficulties in hiring due to a lack of leadership, management, or commercial understanding. Given that work experience opportunities have been interrupted and businesses frequently lack resources for sufficient supervision and coaching, it may be more difficult for recent graduates and school dropouts recovering from the Covid-19 epidemic to gain these skills (IPSIS Mori 2021, p.33).

     According to OECD data, the UK has 8.2 nurses for every 1,000 people, which is somewhat less than the OECD average of 9.1. 4 The domestic "pool" from which any UK employer must draw nursing workers to satisfy demand is made up of the 690,000 qualified nurses and midwives registered with the Nursing and Midwifery Council5. 
Nursing shortages cycle across the UK labour market in predictable patterns. Nursing supply and demand in the UK have not always been in sync due to an underlying problem with inadequate long-term and strategic workforce planning. There have been instances when the NHS in England has turned to active international recruitment as a "policy solution," peaking at the beginning of this century6. 
The nursing workforce is ageing, with about a third of mental health nurses working beyond the age of 50. The percentage of nurses over the age of 45 is currently approximately 45%, providing some context for these challenges. 
7 In addition, at a time when the NHS is facing increasing healthcare needs, the 2008 recession and its effects of reduced public sector financing and restrictive immigration policies since 2006 have hindered growth in the nursing workforce in recent years.
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In the last 12 months, 92 NHS trusts (63 percent of those polled) actively recruited from outside the UK, with the majority concentrating on EU nations. The most often targeted countries were Spain, Italy, and Portugal. In the upcoming 12 months, over 60% of anticipated new hires are for non-EEA recruiting, with nations like the Philippines and India dominating future international recruitment plans. According to HEE data, there were 15,489 FTE openings for adult nurses (including those working in the acute and community sectors) in April 2014, which is equal to a vacancy rate of 6.5%. According to a report from April 2015, 107 out of 139 acute NHS trusts in England were found to have fallen short of their own nurse staffing goals for both day and night shifts. This finding was similar to one from a similar analysis published in June 2014, which found that 75% of trusts had fallen short of staffing goals.


Conclusion:

In Conclusion, the analyse above shows data where are UK have the most shortage skills as per CIPD report 20/21. How HR can influence the employee within the company to hold on to the same organisation. How much skilled shortage has public sector after Covid and Brexit and what are the steps to improve the area. How many nurseries are distributed for UK population, what is long term market development to benefits and recruit to fill the gap in healthcare sector professions. 
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