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1. [bookmark: _Toc112334008]Introduction 

The strategic aims and objectives of the organization, human resource management is an operation carried out in organizations. HRM is people management within organizations with a focus on rules and processes. HRM is the method of hiring, choosing employees, offering suitable orientation and induction, providing training, and assisting developing their skills. (Zehir and Başar, 2020). HRM also includes employee appraisal procedures like performance evaluations, empowering suitable compensation and benefits, cultivating encouragement, maintaining good relations with migrant labour and with trade unions, and going to look out for the safety, well-being, and health of employees by having to abide by the exhibit’s laws of the state or country in inquiry (Paulet and Morgan, 2021).

Managing a team in any organization uses a strategy called human resource management (HRM), which is still newish. In this strategy, people are considered to be the most crucial resource. It is concerned with the administration of an organization's people component. A group is a system of individuals, recruiting, and developing skills, desire for greater levels of achievement, or ensuring they maintain their level of dedication to notable activities These duties are the responsibility of HRM. The method of managing human resources involves Acquiring, development, motivation, and funding are indeed the four main activities. alongside maintaining up with human resources (Paulet and Morgan, 2021). 

The works of the human accurate job description, which put a great premium on the human factor, are responsible for the development of human resource management. Posted a comment to Lawrence Appley. Management is the management of people. This picture is barely partially true considering that management values efficiency and effectiveness integration of both human and non-human resources. Therefore, human Only a small portion of the management process is resource management. Nevertheless, it's also necessary to recognize that human capital Management is a crucial component of management operations. A stealing manager has to perform a specific duty. To obtain the Best of his people should undertake the fundamental duty of selecting individuals for his growth, Support, and direct supply. Trump, nevertheless (Harney and Alkhalaf, 2021).
 

2. [bookmark: _Toc112334009]Discussion and Analysis

Organization outcomes are directly affected by HRM processes and policies. The effectiveness of HRM procedures in healthcare organizations influences the performance levels of healthcare staff. The organization's overarching aim, vision, and values—which are shared by all HRM staff members and are a part of their duties—have a significant impact on employees' desire to work for their company. These elements can be inspiring and give the workers a feeling of community something larger selves (Paulet and Morgan, 2021).

2.1 [bookmark: _Toc112334010]The current state of the labour market in the UK

The labour market has been broadly stable lately, and through 2021, the UK's jobless rate is expected to remain between 5 and 6%. At 76.2%, (Wilton, 2022).  work is likewise largely stable (see panel below). Even if employment and poverty have barely moved, economic activity has substantially increased according to growth rates compared to a year ago. (Wilton, 2022). Wage growth experienced a massive decrease before catching up. It is not all good news. People are working shorter hours despite the rebound. The number of hours worked per week dropped by 91 million, or almost 8%, from a year ago. Furthermore, there are fewer new jobs available, with 608,000 jobs available projected between January to March 2021 (Harney and Alkhala, 2021).
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Figure 1 Current state of the labour market in the UK statistics
Source: (Macke and Genari,2019).
The chart above is our new series of data explainers this linked the charts to ONS update automatically new information available. The UK economy tracing the recovery of metrics in as soon as new data available display.  The first of the newest series of data explanations is the chart up top. To guarantee that the charts automatically update as new data becomes available, we have linked it directly to the Office for national statistics (Harney and Alkhalaf, 2021).

[bookmark: _Toc112334011]2.2 The emerging changes in Human Resourcing Strategies in the post-Covid
The global labour force has indeed been permanently impacted by COVID-19. It is common for employees to feel uneasy discussing about bad mental health, and the pandemic is unlikely to alter this. The need is of COVID-19 on mental health still are known. There are numerous factors to take into account, such as the consequences of the lockdown and ongoing restrictions like social isolation and self-isolation. Some employees will fear about getting the illness, whereas others will fret about their family members. During the pandemic, many individuals will have lost loved ones often without being able to say goodbye or visit funerals (Wilton, 2022).

1. Master the art of handling a remote staff
The reality of working at home is there and will stay so. A recent Gartner survey revealed that 74% of CFOs intend to permanently shift at least 6% (Vrontis and Trichina, 2022). of their workforce to a remote working structure after COVID-19. Organizations will have to adapt their strategic plans in the context of this new dynamic and come up with fresh concepts for incorporating digital into current labour structures. HR teams first must and foremost make sure that all of their procedures are digital. The ability of companies to adapt fast is essential for managing a dispersed workforce in an unstable environment (Paulet and Morgan, 2021).

Additionally, technology like digital assistants or bots can be utilized to quickly provide data to employees, whether they're in the office or working from home. For example, Virtual assistants can give the most recent information on corporate policies, health and safety upgrades, or new employment standards with only the touch of a button or voice command (Paulet and Morgan, 2021).



2. Deliver a helpful and positive employee skill 

Support of HR for employees is much more important than ever. As businesses start to reopen, employees today already are dealing with very high levels of anxiety from the new work-from-home environments. It is important to consider the employees' health and safety. And it's up to HR to give their teams a nice, secure, and efficient workplace environment. irrespective of their geographical place (Hamouche, 2021).

Raising the importance put on benefits like flexible schedules, child care, and support for mental health is one way to do this. While remote work offers you the freedom to set your schedule, many employees certainly feel that they must be available all the time (Hamouche, 2021).

3. Redefine work-life integration 

The benefit of this new remote work lifestyle is also that employees are now working from home, notwithstanding the possible downsides. the opportunity to have quality time, like family dinners, each day while spending time with their families and connecting with their children more. (Santana and Lopez‐Cabrales, 2019). In the past, when people spent the majority of their time at work, people have developed a habit of arranging their lives around their employment. However, the pandemic has allowed us to switch those responsibilities. It is now possible to schedule work around our houses. This is a major shift from how "work-life balance" has typically been viewed. I think it's a positive change for the better. HR leaders should recognize the significance of placing children at the core of our society and functioning forward to navigate around that precedence (Hamouche, 2021).

The business world will undoubtedly change in the future. Despite the awful tragedy put on by the global pandemic, it has to be able to look forward and be prepared to evolve with the times. Work's future might not be known. But just how humans define it is down to us (Hamouche, 2021).


[bookmark: _Toc112334012]2.3 Changes in human resource strategies in post Brexit

 The effects of Brexit, both historical and contemporary. In order HR directors should have asked their employees to obtain the right data, participate in scenario planning, and offer the essential resources long before the more competitive post-Brexit environment. The number of candidates from European states has already decreased, and talent seems to be much more difficult to reach. (Paulet and Morgan, 2021). 
The truth is that there are a lot of possibilities that "might" or "could" affect how HR would function in the decades to come, however we can say with certainty that Brexit represents more than just a change in the political landscape. Future planning for institutions will be greatly affected by Britain's exit from the EU, so HR leaders should start analysing, assessing, and preparing for the procedures and processes that Britain might good way to ensure (Santana and Lopez‐Cabrales, 2019).

HR must carefully monitor whether immigration laws change in the aftermath of Brexit. Probably, present EU workers in the UK will now be subject to global immigration laws and the current national "Points Based System," which is designed to attract skilled immigrants with a particular level of English language ability There could also be a role for visas and work permits, that would imply additional bureaucratic requirements (Paulet and Morgan, 2021).

· Global implications 

It should come as no surprise that the UK's exit from the EU will have an effect on where a global organisation bases itself. If there is no freedom of labour movement from the EU to the UK, organisations may believe that the talent pool in the UK is smaller than what may be available elsewhere. The main influence on this situation comes from US organisations trying to grow in Europe. (Paulet and Morgan, 2021).
Even though it is unlikely that US businesses with operations in the UK will move, there are other decent alternatives, such as Ireland or the Netherlands, in which access to a bigger talent pool and the advantages of a shared language and similar laws afforded by the UK may offset the disadvantages of a more complicated system. (Paulet and Morgan, 2021).


· Impact on employee legislation 

One of the most difficult and stressful parts of managing the team in an organization is trying to keep up with legal changes, and Brexit may make the matter better.
Owing to the UK's separate membership in the European Convention of Human Rights, the EU introduced strict safeguards for trade unions and essentially humane hiring practices. Similarly, rules regulating shared parental leave and pension auto-enrolment which were not affected by the EU will remain to be in force (Zehir and Başar, 2020).

· Attraction of talent 

Following Brexit, the UK may lose a portion of its appeal as a destination because it won't be as available overly gifted people from across the EU. It is undoubtedly feasible that the number of EU citizens looking for work in the UK would decrease given that the numbers are already declining, and HR will need to support a staffing strategy that includes measures to deal with this. There are several industries in the UK where hiring EU workers is necessary to keep the manufacturing. Organizations that rely on seasonal or EU labour should undoubtedly have a backup plan, with HR identifying and preparing for such eventualities (Zehir and Başar, 2020).

HR must carefully monitor as migration laws change in the aftermath of Brexit. Current EU workers in the UK may suddenly be governed by international immigration rules and the country's Points Based System, which would be intended to attract skilled immigrants with a particular level of English language proficiency. There could also be a role for visas and work permits, which would mean additional bureaucratic requirements (Zehir and Başar, 2020).

[bookmark: _Toc112334013]3. Brexit post changes in human resourcing strategies 

 Any plan needs to be developed, as well as the objectives that must be followed out in order to achieve the vision. Given previous negotiations' failings and the reality that David Cameron's failed strategy was just what ultimately caused Brexit, I would advise the new British leadership to create a number of fresh strategies, game plans, and execution tactics for Brexit. Let's prevent giving people only one option once more. Let's make sure there are plenty of options available so they can be evaluated and then utilized to get the best results.
[bookmark: _Toc112334014]3.1 Labour supply 

Further restrictions on skilled work visas, according to the government's Migration Advisory Committee, would present a "significant risk of harmful impacts on UK productivity, innovation, and competitiveness." In industries like construction, where EU workers have acted as a safety valve as workloads have climbed, this could be more acute. Rendering to estimates, 13% of building workers in the UK come from outside the country, and over the next five months, the industry is expected to grow at a 2.6% (Vrontis and Trichina, 2022).  annual rate of growth. Employers in the UK may be concerned that there may not be enough workers to fill the unskilled roles currently held by EU citizens, especially in the agricultural, tourism, catering, and healthcare industries (Santana and Lopez‐Cabrales, 2019).

[bookmark: _Toc112334015]3.2 Training and development 

Employers may briefly put a halt on hiring decisions or look to hire temporary staff while the economy remains unclear. Investments in training programs will indeed be required to expand the skill set of the present employees, put back-to-work programs into action, and maintain an apprenticeship focus. By enticing women and disadvantaged minorities into fields such as engineering, it will be crucial to encourage inclusion and diversity and discover candidates from the widest skill pool possible (Santana and Lopez‐Cabrales, 2019).

[bookmark: _Toc112334016]3.3 Employee engagement or retention 

Brexit will increase job instability among semi and those employed by companies that rely heavily on exports or have access to the European market. As per reports, some EU workers in the UK believe that the nation's inhabitants are not handled as well, which could lead to anxiety and tension (Santana and Lopez‐Cabrales, 2019).

[bookmark: _Toc112334017]4. Conclusion 

The conclusion is only a definition of what happened. A substantial portion of data for analysis should be given in this section. Most of the time, it is seen that there is a notable change between both the writing of established authors and that of trainees, and that distinction is related to experience. Since they have been doing the duty for quite a while, the conclusion of human resource management assignment has become simple for the providers. Essay Corp’s writers are aware of all of the twists and flips, so they can easily gain the upper hand so over students. Humans are inclined to never be content with the things they have. They always aspire to be better. Human resource oversight was needed since the issues with human capital had conflicting responses every time.  HRM is a complex process, human resource managers must have a lot of patience, a measured approach, and a diplomatic attitude in order to effectively oversee a company's core capital. 
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