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[bookmark: _Toc123421658]INTRODUCTION 
The department in charge of managing the organisation's human resources is known as human resource management. The human resource management department is in charge of recruiting, choosing, interviewing, hiring, terminating, recognising, training and development, and other duties. In the following report, the emergence of change in strategies of the human resource management department of the organisations due to the covid-19 pandemic will be discussed. Along with this, the impact on human resource management in the UK due to its exit from Brexit will be discussed in the context of UK human resource culture and organisations (Stone, Cox and Gavin, 2020).
[bookmark: _Toc123421659]HUMAN RESOURCE MANAGEMENT
Human resource management is the department in the organisation which is responsible for managing the human resources of the organisation. Human resources include all the hired employees of the organisation. The human resource management department is responsible for sourcing, interviewing, selecting, hiring, firing, recognising, training and development and so on (Stone, Cox and Gavin, 2020). Every organisation has a human resource manager who takes care of the hiring process for filling the vacancy in the organisation, arranges training and development programs for the newly hired employees, and the human resource manager makes sure of employee engagement, employee welfare and recognition. Human resources or the employees of the organisation are the assets of any organisation and for managing them the human resource management department is integral.
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The Labour market of the United Kingdom is at its peak as the unemployment rate of the United Kingdom is at 5% and the employment rate of the labour market is increasing nicely after the Covid-19 pandemic but not as good as before the pandemic and the gig economy is taking over as the economy mainly focuses on the contracted or independent work rather than the permanent position (Morgan and O’Connor, 2022). The unemployment rate is continuing to go down even after the exit of the European Union from the United Kingdom and the regions in the United Kingdom experienced a downfall in the previous year and which affected the overall productivity of the labour market.  The number of vacancies decreased in September and November 2022 because of the uncertainty across the industry and holding back recruitment and this is because the industry is facing a hard time to short the skills and qualifications also the literacy level of the United Kingdom is less as compared to the neighborhood countries and this effect overall the United kingdom. The labour market is currently tight for many years as economic activity is slowing down but the high economic inactivity keeps the labour market hot which means that the person that wants to work in the United Kingdom is working and recruitment is more difficult than before (Berry and McDaniel, 2022).
Less migration from the European Union also affected the people in the labour market and this affected the productivity of the labour industry as it took some time to be back and was higher in the second quarter of 2022 than the second quarter of 2021 and the Organisation for Economic Co-operation and Department has suggested the United Kingdom to enhance the productivity by strengthening the incentives and supporting a positive environment and there are mainly two factors that affect the labour market which is internal and external factors (Langella and Manning, 2022).
Factors impacting the labour market in the UK 
Brexit: This is the exit of the United Kingdom from the European Union and this impact the labour market in a way that less migration from the European Union also affected the people in the labour market and this does affect the productivity of the labour industry as the exchange and other policies between the United Kingdom and European union is ended and the fewer migrants mean that low supply of labour for the less paid works and the European Union citizens shared a maximum number of the workers working the labour industry (Portes, 2022).
Immigration Policy: The new immigration policy of the United Kingdom is also an external factor for the loss of the labour market as the new policies do not allow giving visas to the European Union’s citizens as per information only five percent of the immigrants were given the visa for working the United Kingdom and also the skills that are required in for low paid works are mostly done by the immigrants of the other countries as they increase the supply and demand of the labour work and this reduces the wages for the roles (Dencik, 2022).
Early Age Retirement: Early age retirement is also an external factor of the shortage as the workers are not willing to work anymore or are being self-employed which reduces the people in the labour market and most of the workers are freelancing which deflects them from the market and being self-employed (Cicerchia, 2022).
Labour supply and demand: this is the major factor as there is a very high demand for labour within the market but there is no supply of labour as the people are not willing to do the low-paid jobs and also there are fewer people seeking the low paid jobs and there is also a shortage of the immigrants that helps with the less supply of the labour required.
Minimum Wage Policy: The minimum wage policy depends on the age of the individual and also the experience they have in the work as the people working in low waged jobs are willing to earn more and have more good paid jobs these results in an increment of the minimum wage policy set (Azar et al., 2022). 
The main reason behind this is the low immigration rate which affects the labour requirement in the labour market. People are taking early retirement and also the pandemic includes this as one of the first and greatest effects on the market. The workers are also taking the advantage of this by switching jobs as million did in the first quarter of the current year and this leads business to introduce bonus schemes some economist also recommends that with the inflation going up within the months the condition of the wage squeeze will take even worse. The market is very hard as still the employment half below the million from the time before the pandemic and also the number of people who do not want to work is increasing which is a concern for the market and the country. The Brexit has also increased this problem and the United Kingdom workers that are still working the market need to keep sustainability and help reduce the problem of the worker shortage (Busemeyer et al., 2022). 
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Human resources management is an integral part of any organisation and plays a crucial role in increasing the productivity of the workforce for the achievement of the goal of the organisation. Due to the Covid-19 pandemic and the new normal in the world, same as many other facilities had to change to be compatible with the situation, human resource management had to change its strategies to keep the workforce safe and satisfied. The fear of catching the virus stopped many employees from continuing their in-office jobs and joining work-from-home jobs (Bratton, Gold, Bratton and Steele, 2021). This acted as a drawback to many companies which required fieldwork. The companies with such a pattern had to change their work culture and ensure the safety of employees from the virus. Also, changes in many employee benefits strategies were seen. The work pattern can be shifted to work from home and the management of the company is allowed to work from home. Apart from this the hybrid model of working was introduced to keep the number of employees at a workplace at a time to ensure the safety of all. Many such safety practices were introduced for the welfare of employees as well as for the betterment of the organisation. In handling the situation human resource management had to play the most important part (Boon, Eckardt, Lepak and Boselie, 2018).
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The COVID-19 pandemic has changed many ways of society. It has directly affected the economy and businesses. The impact of Covid-19 on businesses was very much and the businesses got affected in many ways. Human resource management is the heart of any organisation and is responsible for many activities in business which are directly linked to the growth of the business (Boon, Eckardt, Lepak and Boselie, 2018). Covid-19 created the emergence to change the strategies according to the situation. The following are the changes which take place after the covid-19 pandemic and the new normal in human resource management- 
1. Employee-centric work culture- By focusing on physical and mental well-being, the human resource management department managed employee welfare at the time of covid-19. The employees due to the loss of their family members or acquaintances were facing a lot of mental issues and their fear of catching the contagious disease was at its peak. To resolve their issues and make the employees focus on the work and be productive, the human resource department had to change their strategies; HR management introduced social distancing in the workplace, the cleanliness and hygiene to be taken care of the employees (Bick, Blandin and Mertens, 2020). The compulsion on wearing masks and using sanitizers was imposed and many such actions were taken to make the environment human-centric.
2. Change in organisational structures - The human resource department decided to curb the situation by introducing the hybrid and work-from-home model to decrease the number of employees present in the workplace which will ultimately decrease the risk of spread of the virus. The hybrid model was introduced for the same reason. The new normal was introduced, and the use of video conferencing and online meetings was increased. 
3. Reward schemes - The human resource management department had to change the reward schemes and policies of the organisation because, due to the covid-19 surge, businesses suffered a lot in terms of revenue (Bick, Blandin and Mertens, 2020). The businesses' only way to survive was by cutting off the unnecessary staff in the organisation but this led to so many negative effects on the lives of the employees. So many companies have decided to customise the reward or payment scheme by increasing the incentives and decreasing the fixed pay. This led to improved performance of employees to achieve the incentives and ultimately company's productivity was increased.
4. Digitised decision-making- The meet and greet was nearly impossible during the covid-19 lockdown period but due to the situation businesses cannot shut down. The Human resource department introduced the use of digital platforms for meetings and interactions for work-related talks. Also, the use of online tools to record data because employees were working remotely, so the data started to be stored on cloud platforms accessible to all relevant parties. This made the decision-making process digital and data-driven (Bratton, Gold, Bratton and Steele, 2021).
5. [bookmark: _gj7igaubemt3]Online sourcing and hiring - The walk-in interviews and job fairies had become the dream for many human resource managers. To overcome this, the HR department started the use of online hiring platforms to source the candidate's interviews were taken online through video-conferencing and sharing the offer letter electronically and so on. All the activities of human resource management have taken place online after the covid-19.
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Understanding how the UK's European Union membership affected HR in the first place is important to find out and plan the consequences of Brexit on HR and the big organisation’s business planning. The background of how Britain’s EU membership impacted HR is as follows-
1. Impact on UK’s talent pool - The UK’s talent pool is impacted by Brexit, and this has a great influence on the workforce planning strategies of HR of the organisation. Attracting and keeping the employees of the company needs to develop after the exit from Brexit, there is greater competition in the job market and just a small number of talent pools left (Prescott, Pilato and Bellia, 2020).
2. Difficulty in attracting talent - After the exit from Brexit, the UK has lost the image of being an appealing country to work in and it is not accessible to talented individuals across the EU. The number of talented and desirable candidates is already declining in the UK and resulting in a fall in the number of EU nationals coming to work in the country (Prescott, Pilato and Bellia, 2020). Due to this, the human resource needs to develop resourcing plans which must include the measures for overcoming this.
3. Global implications - After the exit of the UK from Brexit, it is predicted that the country might have an impact on where the organisations have their headquarters. Without the freedom of movement of workers from the EU to the UK, the global organisation believes that the talent pool of the UK has become limited and narrower as compared to any other country's talent (Ridgway, 2019). The most noticeable impact will be seen from the US companies looking to expand to Europe but due to these implications, they will not want to expand to Europe.
4. Impacted employee legislation - The most difficult and stressful aspect of managing a team in an organisation through human resource management is related to the regulatory changes and implications. And after the exit of the UK from Brexit, there are chances that it will be worsened. Brexit could probably result in the removal of several employment laws from the country. While the change is unlikely because laws are already accepted in the country for a long time and are in practice through implementation. The acts of parliament or regulations that are already taking place in the country after the exit of the country might decide to soften them or remove them if feasible (Ridgway, 2019). As of now, no such decision has been taken regarding the employment laws after the exit from Brexit. Human resources here must get ready to re-evaluate the laws that are in jeopardy because any changes in laws will create different scenarios. The human resource manager has to be up to date with the laws.
The UK's exit from Brexit has impacted human resource management in many ways. After Brexit, there was a period of strain for the country which brought both amazing benefits and the worst challenges for human resource management in the country. The opportunities and challenges are mostly the results of talent management and its legislation (Wolf et al., 2022). 


[bookmark: _Toc123421665]CONCLUSION
Human resource management is the name given to the division in charge of overseeing the organisation's human resources. The human resource management division is in charge of several tasks, including recruiting, selecting, interviewing, hiring, dismissing, recognising, and training and development. The above report describes how the covid-19 pandemic has caused organisations to adjust their human resource management department practises (Sindakis and Aggarwal, 2022). In the context of UK human resource culture and organisations, the influence that Brexit had on human resource management in the UK was also examined.
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