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[bookmark: _Toc122537535]1. Introduction 
Human resource management (HRM) is the process of managing people in organizations. This includes the management of Employee records, payroll, benefits, and training. It also includes the management of employee relations, employee performance, and employee engagement. HRM is a broad field that covers all aspects of managing people in organizations. Human resource management is the process of recruiting, selecting, and training employees, and of managing employee benefits, records, and payroll (Stone, Cox and Gavin, 2020). The human resource department is responsible for recruiting, selecting, and training employees; managing employee benefits, records, and payroll; and providing information and assistance to employees and managers (Stone, Cox and Gavin, 2020). 
The organization 's HRM is based on the belief that people are the key to the success of any organization. The company strives to attract, develop, and retain the best talent in order to create a competitive advantage. The organization's HR policies and practices are designed to support the company's business strategy and contribute to its overall success (Halid, Yusoff and Somu, 2020). Some of the key elements of the organization's HR management strategy include talent management, diversity and inclusion, employee engagement, and performance management. The company has a global team of HR professionals who work closely with business leaders to implement HR initiatives that align with the company's business strategy. Talent management is a key focus of the organization's HR strategy. The company has a dedicated team of Talent Acquisition professionals who are responsible for sourcing, attracting, and hiring the best talent. The companies generally also have a robust onboarding program to help new hires adjust to their roles and responsibilities. Diversity and inclusion are also important aspects of the organization's HR strategy (Halid, Yusoff and Somu, 2020).
[bookmark: _Toc122537536]2. Analysis and Discussion 
[bookmark: _Toc122537537]2.1 Current State of the Labor Market in the UK
The United Kingdom's labor market has been strong in recent years, with unemployment falling to its lowest level since the mid-1970s and employment reaching a record high. The number of people in work has risen by over three million since 2010, and the unemployment rate has more than halved, falling from 8.0% in 2010 to 3.8% in 2019 (Blundell et al., 2018). Despite the strong labor market, there are still some areas of concern. The number of people in work but on low incomes has increased in recent years, and the number of people working part-time because they cannot find full-time work is also higher than pre- recession levels. There are also regional variations in employment levels and unemployment rates, with the North East and West Midlands having higher unemployment rates than the South East and South West. The government is working to address these issues through its Workforce Development Plan, which includes measures to improve the skills of the workforce, increase the number of people in work, and reduce regional variations in employment levels (Blundell et al., 2018).
The current state of the labor market in the UK is one of growth. The number of people in employment has increased steadily over the past few years, and the unemployment rate is at its lowest level since 1975. The number of people claiming unemployment benefits has also fallen sharply. While the labor market is still not as strong as it was before the financial crisis, it has made significant progress in recent years. The unemployment rate is at a 40-year low of 4.3%, and wages are rising at their fastest rate in nearly four years (Brell, Dustmann and Preston, 2020). The number of people at work is also at a record high. The labor market in the United Kingdom is characterized by a high degree of flexibility. This flexibility is a result of the UK's size and its geographical location. The UK labor market is also influenced by the country's membership in the European Union. The labor market is tight, with an unemployment rate of just 4%. This tightness is driving up wages, as businesses compete for workers. The result is good news for workers, who are seeing their paychecks grow. The tight labor market is also inflationary, as businesses pass on their higher costs to consumers (Brell, Dustmann and Preston, 2020). 
It has high levels of employment and a shortage of workers in many sectors. This is having an impact on wages, with employers offering higher pay to attract and retain staff. The tight labor market is also making it difficult for businesses to recruit the skilled staff they need, leading to skills shortages in many areas. The uncertainty caused by the Brexit process has had a negative impact on businesses in the UK. The value of the pound has fallen, making imports more expensive. The cost of labor has also increased as businesses contend with higher inflation. The current state of the labor market in the UK is having a negative impact on businesses. The number of people unemployed has been increasing, while the number of job vacancies has been decreasing (Fana, Torrejón Pérez and Fernández-Macías, 2020). This has led to a decrease in consumer spending, as people have less money to spend. Businesses are also having to deal with an increase in costs, as the price of goods and services has been rising. It can be explained by a number of factors. The most notable factor is the UK’s membership in the European Union. This membership gives UK workers the ability to freely move and work in other EU member countries. This has led to a large number of UK citizens working in other EU countries, particularly in low-wage jobs. In addition, the UK’s labor market has been affected by the global recession. The recession has led to a decrease in demand for labor, which has resulted in unemployment. The impact of labor market on businesses in the UK can be both positive and negative. On one hand, businesses may benefit from a larger pool of potential employees to choose from. On the other hand, businesses may have to contend with increased competition for workers, as well as higher wages (Fana, Torrejón Pérez and Fernández-Macías, 2020). 
The impact of the labor market on businesses in the UK is both positive and negative. On one hand, businesses have a larger pool of potential employees to choose from. On the other hand, businesses may have to deal with increased competition for workers, as well as higher wages. In addition, the government may place restrictions on businesses, such as the minimum wage, which can impact their bottom line. The UK's labor market has a significant impact on businesses. The way the labor market works affect businesses in three key ways: the cost of labor, the availability of labor, and the quality of labor (Merkel, 2018). The cost of labor is one of the most important factors affecting businesses. The cost of labor includes wages, salaries, and other benefits such as pensions and healthcare. The cost of labor can have a big impact on business profits (Merkel, 2018). If labor costs are too high, businesses may not be able to make a profit. This can lead to businesses cutting jobs or shutting down altogether. The availability of labor is also a key factor affecting businesses. The number of people available to work affects the amount of work that businesses can do. If there are not enough people available to work, businesses may have to cut back on production. This can lead to businesses losing money and, ultimately, shutting down. The quality of labor is also a key factor affecting businesses. The skills and experience of the workforce have a big impact on business productivity. If businesses have a workforce with the right skills and experience, they will be more productive and will be able to make more money. If businesses have a workforce with the wrong skills and experience, they will be less productive and will make less money (Jayachandran, 2021). 
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1. Changes in Post-Covid 
The company has declared a few changes in its business strategies in the post-COVID world. The company has said that it will be more focused on digital transformation and automation. Additionally, the company plans to increase its focus on reskilling and upskilling its workforce. The organization has introduced several changes to its human resources strategies in response to the COVID-19 pandemic. One of the most significant changes is the introduction of remote working arrangements for all employees (Oralhan and Sarigül, 2022). This has been done in order to minimize the risk of infection and to allow employees to continue working from home if they are unable to come into the office. In addition, the company has implemented a number of measures to promote health and well-being amongst its workforce, including the provision of health and wellness benefits, the introduction of flexible working hours, and the implementation of a work-life balance policy. The organization has also made a number of changes to its recruitment and retention strategies in order to adapt to the current economic climate. The company has introduced a number of initiatives to help employees who have been affected by the pandemic, such as a job security guarantee, a retraining and upskilling program, and a financial support package (Oralhan and Sarigül, 2022). 
It is difficult to say what specific changes the organization may make in its human resource strategies post-Covid pandemic. However, it is likely that the company will review and adapt its strategies in order to continue attracting and retaining the best talent. This may include changes to recruitment and selection processes, training and development programs, and employee benefits. The organization has made a number of changes to its human resource strategies in the wake of the Covid-19 pandemic. The company has put in place a number of measures to protect its employees and to ensure that they are able to continue to work effectively (Azizi et al., 2021).
Some of the changes that the organization has made include stated below. 
1. Introducing flexible working arrangements, including the ability to work from home where possible.
2. Providing support for employees who need to care for dependents.
3. Introducing a number of well-being initiatives, including mental health support (Azizi et al., 2021).
4. Offering training and development opportunities online.
5. Reviewing and revising job descriptions and roles to ensure that they are fit for purpose in the current climate (Azizi et al., 2021). 
These changes have been made in order to ensure that The organization 's employees are able to continue to work effectively and to support them through the challenges posed by the pandemic. 
2. Changes in Post-Brexit
The organization has made several changes to its human resource strategy in the wake of Brexit. The company has increased its focus on recruiting and retaining top talent from the European Union and has also implemented new policies to help employees navigate the uncertainties surrounding the UK's departure from the bloc. In addition, The organization has created a dedicated team to monitor the Brexit negotiations and provide guidance to employees on the implications of the UK's withdrawal from the EU. The team is also responsible for developing contingency plans in the event of a no-deal Brexit. Finally, the organization has also launched a new internal communications campaign to keep employees informed of the latest developments in the Brexit process (Dagilyte et al., 2022). 
There are a number of emerging changes that the organization is making in the post-Brexit external environment in human resource strategies. One of the main changes is the introduction of a new 'mobility policy'. This policy is designed to help employees who are affected by Brexit and who need to relocate to another country. The policy includes a number of measures, such as providing financial assistance for relocation costs, helping with Visa and work permit applications, and providing support for finding new accommodation (Styliani, 2019). The policy is also designed to help employees who may need to return to their home country due to Brexit. The organization is also introducing a new 'talent strategy', which is designed to help the company attract and retain the best talent from around the world. The strategy includes a number of measures, such as increasing investment in training and development, introducing new flexible working arrangements, and increasing the company's presence at international talent fairs. The company has announced that it will no longer be recruiting from the EU, and that it will be relocated some of its employees to other countries. In addition, the organization has said that it will be reviewing its benefits and compensation packages for UK employees, in order to make sure that they are competitive with those offered by other companies (Federico, Alex and Magdalena, 2020).
[bookmark: _Toc122537539]3. Conclusion 
It is essential for the organization to have a robust business human resource strategy in place to overcome external environmental risks. The company should focus on attracting and retaining top talent, as well as investing in employee development and training. Additionally, The organization should continue to strengthen its relationships with key stakeholders, including clients, employees, and shareholders. The organization has been very successful in recent years in spite of the challenges posed by the external environment. The company has managed to overcome these risks through a combination of effective business strategies and human resource management practices. The organization has a clear strategy for growth and expansion, which has allowed it to take advantage of opportunities in new markets. The company has also been very proactive in managing its human resources, which has helped it to attract and retain the best talent. The combination of these factors has allowed the organization to overcome the risks posed by the external environment and continue to grow and prosper. 
Overall, the organization's business human resource strategies are effective in attracting, retaining, and developing talent. The company's focus on talent management and its commitment to being an employer of choice are key factors in its success. Additionally, the organization's focus on training and development ensures that its employees have the skills they need to be successful in their roles.
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