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[bookmark: _heading=h.30j0zll]Introduction 
[bookmark: _heading=h.1fob9te]Human Resource Management, as stated by Hamouche (2031), is associated with keeping employees healthy, safe, and satisfied by appropriate workplace policies. This assignment will reflect upon flexible working strategies post-pandemic while evaluating their potential impact on employee engagement. In addition,  managerial implications for the JLL organisation in the UK  will also be provided in this assignment. 
[bookmark: _heading=h.3znysh7][bookmark: _heading=h.2et92p0]Part A 
[bookmark: _heading=h.tyjcwt]The practice of Flexible Working Strategies used during post-Pandemic and its benefit. 

Flexible working practice can be described as a working arrangement for employees that provides them with flexibility on how long and when the employees can work (Aroles, Mitev, and de Vaujany, 2019). Moreover, these flexible working practices include a number of different practices such as part-time working, Job sharing, term-time working, compressed hours, and others. This can be understood by the initiative undertaken by KPMG in the UK, where the companies such as JLL, CBRE, and Savills introduced an agile work policy that allowed the employees to work from anywhere while not hampering the quality of the work. 
Jones Lang LaSalle Incorporated, which in short is JLL, is a UK-centric company that provides commercial services relating to real estate globally (jll, 2023). The firm has operations in over 80 countries worldwide. 

[image: ]
Figure 1: Remote Working before & After Covid-19
Source: Statista, 2022 

The above figure 1 reflects that remote or flexible working has significantly increased during the pandemic due to the imposed lockdowns and restrictions around the world, which made commuting impossible. In this regard, telework or remote work provides a solution to both the companies and the employees to perform their job roles in the comfort of their homes while not compromising on quality (Statista, 2022). For example, flexible work practices in the real estate sector include providing round-the-clock part-time job experiences to workers in different construction sites. Workers of JLL UK can divide the total labor amongst themselves and work at different shifts of small duration. Not only can this help workers meet personal obligations, but it also allows the construction firm to complete their projects on time. 

Flexible Working Practices Post Pandemic 

Some of the flexible work strategies that are used by the organizations are: 

1. Distributed Teams & Remote Work: The below-depicted image 2 reflects that remote work has been on the rise post the pandemic and is redefining the corporate structure. 
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Figure 2: Remote work on the basis of Occupation 
Source: Anderson and Kelliher, 2020

This work strategy is being used by FormAssembly and Sqwiggle, where the companies have provided the employees with permission to work from anywhere while staying connected via virtual communication. The company JLL has also made an initiative to distribute the team virtually to create a positive work culture while getting an idea of what more can be improved (Sunaryo et al., 2022). In figure 2, there is a change of 126.4% in the construction and extraction sector, which is by far the highest. Therefore, real estate firms like JLL UK experience a high level of flexibility in the workplace. The concept of flexibility in the workplace includes the distribution of labour in a manner that allows workers to rejuvenate themselves and discharge responsibilities in the workplace effectively (Angelici and Profeta, 2020). For this purpose, the JLL UK firm distributes its employees into different teams according to their skills. Such teams enable the firm to allocate workers with specialised skills in different construction projects. 

2. Job Sharing: Job sharing is another efficient, flexible working strategy adopted by several companies like JLL, which allows the employees to have their time apart from their work time. In this regard, a job share team is created by two employees who come into a partnership to perform specific jobs (Chen et al. 2019). For example, during a work week, employee A can work on the same project from Monday to Wednesday, and employee B can work from Wednesday to Friday on the same project while having complementary responsibilities for the completion of a project. This is an effective, flexible work strategy used by organizations post the pandemic to avoid brain drains due to excessive workload. This strategy is perfect for those employees who do not have any other alternative to take care of their families or for those employees who are pursuing some additional educational courses (Aroles, Mitev, and de Vaujany, 2019).










Benefits of Flexible Working Practices

Some of the major benefits of flexible working practices for real estate organizations like JLL UK  are: 

1. Enhanced Employee Productivity: Remote working increases the productivity of the employees because they do not need to travel much, which saves a lot of their time, and this time can be utilized to focus on work. Moreover, Davidescu et al. (2020) also opined that the flexible working practice provides real estate employees with a better work-life balance while imposing a positive impact on their work productivity because they can spend their time with their families, which reduces stress, dissatisfaction, and burnout.   
2. Job Satisfaction: Flexible working practices also provide job satisfaction to the employees while increasing employee engagement post the pandemic period as the employees feel valued by gaining work-from-home allowances.  
3. Increased Employee Retention: It has been observed that flexible working hours can significantly increase the Job retention rates of employees by up to 60% as remote working satisfies the employees while providing them with the freedom they require (Anderson and Kelliher, 2020). For example, it has been observed that the retention rate for SAP Labs has increased by 26% after the JLL introduced a flexible working policy post the pandemic where the employees can come and leave the office whenever they want. The JLL further does not monitor their entry and exit timings which boosts employees' satisfaction. 

[bookmark: _heading=h.3dy6vkm]Legal Implication of Changing Contractual Employee Terms 

Changing contractual employee terms is highly complicated and can cause a number of issues in terms of balancing the requirements of the business along with the rights of the workers. Additionally, Abarantyne, Naidoo, and Rugimbana (2019) opined that changes in the employment contract could differ in several ways by considering a collective agreement, mutual agreement, or re-engagement of new employee contractual terms. The changes in the terms and conditions of employment contracts can be made through agreements between employers and employees as well as collective agreements (Lee, 2021). Here collective agreement is the negotiation that takes place between a staff association or trade union and the employer. This is found in real estate companies like JLL UK. The legal implication for changing terms of contractual employment alters wage rates, duties, responsibilities, duration, and location of work. These are vital for real estate firms like JLL UK which change terms depending on the situation.  

Variation by Agreement
Furthermore, the legal implication of changing contractual employees in terms of variation by agreement is an ideal way to make contractual alterations which suggests that the alterations should be made with the employee's consent so as to avoid any future disputes. Moreover, it was also observed by Gardner, Pierce, and Peng (2021) that variations in the Employment contract could also be made in the rising or orally, where the revised contracts should be signed by the employees while providing a declaration that they have read and understood the altered contract and its conditions. Some more considerations, such as a bonus or a pay rise, might also be considered while applying alterations in the employee contractual terms. 

Variation by Collective Agreement
In terms of variations made in the collective agreement of the contractual employees, there may be several issues that might arise in terms of negotiation between the trade union and employers (Mensah, 2019). Additionally, if the union and the employers negotiate changes that are not agreed upon by the employee, then the employee can claim that he is not bound by the negotiation charges. Besides, once the agreement is altered and still needs to be approved by the employee, then the agreement might also be terminated. Therefore, the agreement of changes in the employment contracts is necessary to be accepted collectively by both the JLL UK management and their employees. 

Variations Allowed in Employment Contract 
The variations that can be allowed in the variations made for altering a contract contain those contracts having flexibility clauses that allow the employer to vary with terms and conditions unilaterally. Moreover, the contract should be wide enough to cover any proposed changes, even if it is a minor change in the working hours of the employee. Another contract where variations in the terms and conditions, according to Van Der Schaft et al. (2020), are allowed for providing mutual confidence and trust between the employees and the employers in all the contracts that require the staff and the employers not to act in an unreasonable manner while making the actions of the employer lawful. The JLL UK, a real estate firm, also allows variations in the contracts of its employees regarding the payment of wages, medicare facilities, and working durations. These changes are notified beforehand and communicated effectively to workers. This is done to ensure clarity and understanding between supervisors and employees.

Dismissal and Re-engagement of new terms 
A legal implication of dismissal of the new terms is that in case of the absence of contractual flexibility, the employers might dismiss the staff on a temporary basis and offer to rearrange the terms and conditions. However, there are certain risks associated with this approach, such as the risk of losing the staff along with the risk of gaining tribunal claims. In addition, Mousa (2020) also asserted that a vital legal implication is to start employment immediately via the revised contract as soon as the old contract comes to an end. This is followed by real estate organisations like JLL UK to ensure the continued supply of efficient workers even after the completion of construction projects. As a result, real estate firms never run out of employees due to the dismissal of old and re-engagement of new terms.

Variations in TUPE 
The regulations associated with TUPE make it difficult to make variations in the employment contract for the employees (Mousa, 2020). Moreover, in this case, the only variations that can be agreed upon are those changes that are done for a particular technical, economic, and organizational reason which are permitted under the alterations to be made in the contract. 













[bookmark: _heading=h.1t3h5sf]Potential Impact of Changes on Employee Engagement  
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Figure 3: Flexibility in the workplace
Source: (Statista, 2022)
In figure 3, the flexibility in the workplace is shown with respect to the Covid-19 pandemic and current schedule. Here, it is found that 47% of the enterprise workers needed more flexibility in the pre-Covid schedule. However, this was changed in the post-pandemic era, with 51% complete flexibility and 16% no flexibility in the ideal schedule. Therefore, real estate organisations like JLL UK also have to consider these flexibilities in the workplace settings for making changes in employee engagement.
 Furthermore, Naqshbandi, Tabche, and Choudhary (2019) observed that the changes due to the pandemic within the organizations had led the employees to experience symptoms of discomfort and physical stress, which has negatively impacted employee engagement while leading to distrust towards their employer and an increase in the employee's desire to search for a better job in the same field. Therefore, to enhance employee engagement during changes in organizations, employers need to educate employees regarding the need for change while providing them with clear information. Furthermore, not sharing information related to the change can make the employees feel demotivated because they need to know the changes being made, which might lead to poor project outcomes (Amor, Vazquez, and Faina, 2020). This might lead to decreased work confidence and productivity of the employees. Due to instant changes, there might be a number of concerns for the employees that they are unable to express due to a fear of being judged by others. Therefore, organizations should always make sure to address the concerns of the employees whenever they face a change. Both information, as well as personal concerns of the employees should be addressed to elevate anxiety and fear while motivating them to embrace the changes being made. However, a positive impact of changes on employee engagement should ensure that the employees can also become way more productive as change encourages development skills and innovation and leads to better opportunities while also enhancing employee morale. This further helps the employees to become engaged with their teammates and managers to improve their adaptability to the change management process. 
At JLL real estate, the COVID-19 epidemic has had a serious impact on staff engagement. The organization has been obliged to adjust to the new ordinary since the bulk of staff is required to work from home.
The interaction among workers has had the biggest direct influence on participation. It has been challenging to maintain the same degree of contact as before because many workers were no longer meeting their coworkers in the workplace. Employees felt less like a part of their team and the business as a whole.
The epidemic has also affected staff workloads and levels of independence. Because there were fewer men working in the office, more duties were being given to remote teams, which made the remote workers feel overburdened and demoralized.
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Figure 3: Engagement score of Employees from 2011 to 2022
(Source: Statista, 2023)
The above figure (3) represents the statistical representation of the score of employee engagement worldwide from 2011 to 2022; it can be seen that the highest engagement score was observed in 2020 at 69%. The high employee engagement can be attributed to having a work atmosphere where staff felt motivated, valued and recognized. Also this has been achieved by open communications and fair wage packages offered by the administration to the workers. However, in the case of JLL construction business, the organizatioon needs to implement these measures to imply worker engagement and organizational productivity. 

In a pandemic situation, real estate agents change their property's direct view to a virtual view of the property
Real estate brokers were changing their traditional to virtual property viewing experience throughout the epidemic (De Toro et al. 2021). This made it possible for new buyers to see houses while feeling secure in their own residences. Virtual viewings gave prospective customers an interactive environment to thoroughly examine a property’s attributes, amenities, and floor layouts. Virtual tours may help prospective buyers get a better sense of the layout, style, and even the community of the place.
Real estate brokers and purchasers both gain from virtual visits. There is no more a need for buyers to travel to visit the property, saving them both time and money. Rather than a quick walk-through, agents may give buyers a thorough tour of the house (Chang et al. 2021). Brokers can also reply in a timely manner to any queries prospective purchasers may have. Agents can also give other details throughout online showings that would not be provided during a regular showing, such as nearby educational institutes, dining establishments, and entertainment facilities. 
A multitude of technologies is being used by real estate brokers to offer virtual visitors. To provide prospective purchasers with the finest visual experience, agents are utilizing 3D models, 360-degree video clippings, and even augmented reality (Kaklauskas et al. 2021). Also, brokers may provide online chat sessions and online open houses so that interested buyers can speak with them and address whatever inquiries they may have.
In general, the epidemic has compelled individuals to implement the technology as well as grow technologically aware. Agents may assist purchasers in better understanding the houses they are considering without having to make a real visit by setting up virtual viewings. Due to this, brokers have been able to maintain their operations during the epidemic while also protecting clients.

[bookmark: _heading=h.4d34og8]Evaluation of H.R. Involvement 
The success of the firm depends on the engagement of human resources in the workforce. It is essential for establishing the company's core values, attracting and keeping talent, maintaining employee interactions, and creating a successful business strategy. Participating in H.R. also aids firms in gaining and preserving competitiveness in their sector. 
According to Ren et al. (2020), the ability to foster a positive workplace is one of the main advantages of H.R. engagement. H.R. specialists are adept at identifying employee requirements and working to foster a culture that enables growth and performance. H.R. is able to create procedures and regulations that are intended to attract and keep the most skilled people by having a thorough grasp of the demands of workers. H.R. engagement also ensures that staff members feel valued and respected inside the firm (Ren et al. 2020). 
A company's compliance with the relevant regulations and rules can be helped by H.R. engagement. H.R. specialists are adept at comprehending the many constitutional standards, such as labour laws, occupational safety regulations, and anti-discrimination legislation, that may have an impact on the firm (Liu et al., 2020). The company can avoid exorbitant fines and penalties by comprehending and abiding by these rules. H.R. may also make sure that the company is doing its business in a way that is compatible with its ethical and moral principles. 
However, there are certain drawbacks to H.R. engagement as well that might require more work to assess the value of H.R. engagement, making it one of the main difficulties. Assessing the effect of H.R. professionals' actions on the firm can be another challenge because they frequently handle a number of duties (Gilch and Sieweke, 2021). The benefits of H.R. engagement, such as raised morale, higher output, and decreased turnover, can also be challenging to quantify. 
Along with these difficulties, H.R. engagement can be expensive. New hire acquisition, integration, and training expenses can be high. It might also be incredibly expensive to adopt rules and processes like performance tracking systems (Byrd, 2021). To ensure that HR involvement is successful, businesses should create strategies that are focused on understanding organizational requirements, evaluating the results of H.R. activities, and making adjustments as needed. Companies should also ensure that H.R. professionals have access to the resources and support they need to carry out their tasks effectively. This may include providing H.R. staff with access to relevant training materials, mentorship, and other chances for professional development. Also, businesses must ensure that H.R. professionals are held accountable for their actions. This can be assisted by the development of defined, measurable goals and objectives. Companies should also guarantee that HR professionals have the resources and support necessary to carry out their duties effectively (Byrd, 2021). Businesses should also make sure that H.R. specialists have the chance to work together. H.R. professionals can verify that the business is utilizing its combined abilities and expertise in a way that is advantageous to the company by having open discussions and exchanging guiding principles.
The HR involvement at JLL real estate organization in the UK has been quite excellent. By equipping the employees with the required gear and technology and teaching them the use of technological skills, the HR team has aided the transfer of workers working remotely (Li and Kao, 2022). They also have put in place procedures to guarantee that employees who work from home may take the required pauses and are provided with the assistance they need to keep going and be effective.
The HR department has also taken a number of steps to make sure the staff stays involved with the business, including planning internet social gatherings and events and offering them access to digital tools to assist them in handling the circumstance (Chu et al. 2021.). Also, they have given process utilizes to counselling and care systems for psychological health.
JLL Real Estate Company has generally made a number of efforts to make sure that staff members appropriately care throughout the epidemic. The company has been capable of effectively overseeing the working remotely atmosphere while making certain that its staff members may continue to be helpful to the business and linked to it. In this aspect, the HR group's engagement has been vital, and their work has indeed been crucial in ensuring that an organization can keep running smoothly despite the outbreak.

[bookmark: _heading=h.2s8eyo1][bookmark: _heading=h.17dp8vu]Part B 

A manager must make it clear what is expected of employees. Employees should be given clear objectives and goals by their managers, as well as the tools and support they need to succeed (Schroth, 2019). It is a good idea to give employees the freedom to decide for themselves and take responsibility for their job, as is the main aim behind flexibility in work culture. This will boost their motivation and involvement while also improving the results. The concept of flexible working is considered by JLL UK to ensure that their employees always give the highest efforts in the workplace. The use of flexible schedules helps the JLL UK management to communicate to their workers that they value their personal needs. This results in high motivation for the employees to perform better and helps to achieve organisational success. According to Foy et al. 2019, flexible work practices are vital for reducing the stress and burnout of employees from working long hours. This is because, with flexibility, the employees in the real estate sector themselves are empowered to divide the total work pressure. This is vital for rejuvenating themselves by taking periodic intervals and finishing their work on time. Moreover, the workers of JLL UK can deal with their personal obligations better under flexible work practices.
Again, Anderson and Kelliher (2020) have opined that flexible working from the managerial perspective involves greater control over duties by employees which increases their motivation and morale. In this way, workers of JLL UK can feel more appreciated and trusted by exercising power to make decisions. Therefore, the management of real estate organisations like JLL UK implements flexible practices so that employees can provide the highest results on every construction project. 
 Furthermore, Hamouche (2021) has commented that flexible working has the benefit of better management of stress than other techniques in the workplace. This is because rigid working hours leave little or no room for unexpected situations. The continuous monotonicity in work also hampers the productivity of real estate workers of JLL UK, and that hampers productivity. However, flexible work practices enable employees to rejuvenate themselves in their own ways and take good care of their health. This directly reduces the turnover of employees, leaves, and sick days. Healthier and happier employees of JLL UK can therefore stick around as their requirements are taken care of, and since they are trusted and appreciated by managers, there exists loyalty among employees.
The managers must make sure that they are using the appropriate technologies, such as project management software, video conferences, and text messaging, which can lead to better communication channels and solving issues in a much faster way and more efficient manner (Cakula and Pratt, 2021). The physical distance can be cut down tremendously by using certain specially designed tools for communication and coordination among the employees and the managers. This involves the use of multiple channels of communication like video conferences, virtual meetings, group conferences, and others. Such effective communication paired with flexible work environments can remove the burden of work and tiring work schedules. The development and existence of online platforms and applications in the wake of the Covid-19 pandemic and consequent remote working help JLL UK in facilitating effective communication. This is vital for encouraging the productivity of workers by minimising the costs and time required for communication.
The managers might often find it difficult to coordinate the job-sharing situations and on-time delivery of the orders, and for that reason, a proper tracker with all job details, deadlines, employees involved, and working hours can be maintained. This shall help the managers to ensure that the task is proceeding in a systematic manner and that the employees are doing their part on a daily basis to make sure they meet the targets at the end. The fact that targets are set based on the efficiency of an employee and also the need of the clients, managers need to identify the best workforce suited for a specific job so that it is easier in this flexible work setup for them to ensure quality and timely output. In flexible work practice scenarios, managers need to establish clear policies and guidelines for various tasks and responsibilities. The tasks are oftentimes bounded by certain specific regulations, which are to be followed properly and adhered to in order to get the best quality output. Managers need to be assertive and commanding in making sure that the employees follow everything to perfection to uphold the organizational reputation and be an asset to the real estate company(Muñoz Aparicio and Contreras Loera, 2019). In the case of flexible work hours, oftentimes, the lines get blurred between working hours and life; the role of a manager is to structure the work days in a way that they can finish their work and put their efforts strategically to get the work finished on time and enjoy a proper work-life balance. It is highly necessary as there is no clear demarcation of office hours where the management can reach the employees anytime they want and get work done. 

There are numerous legal implications with the changing of contractual terms in the company. The managers play a very vital role in this scenario as they are directly involved with the employees. The managers need to make sure that the changes in the contractual terms are properly conveyed to the concerned employees; they are informed quite beforehand of the changes in the terms so that consent can be taken from them. This ensures a healthy work culture and the maintenance of a proper dialogue concerning an important change in the company. The managers need to talk to legal experts in order to make sure that the company is not violating any legislation or laws made specifically about the country's contractual employment practices. This also helps them be assured of dealing with the contract terms with utmost clarity and specificity. The managers need to document every change that is associated with the terms of employment for the contractual employees (Davidescu, 2020). 

Here are some specific recommendations for JLL company or any other real estate company that wants to incorporate virtual viewings into their business strategy:
Invest in technology: Real estate companies should invest in the necessary technology to enable virtual viewings, such as cameras, software, and virtual reality headsets (Viriato, 2019). This may require a financial investment, but it can pay off in the long run by providing a competitive advantage and improving the customer experience. Investments in virtual tour technology are becoming increasingly important in the global real estate market. The COVID-19 pandemic has increased the approval of virtual technology in the global real estate industry.  Additionally, virtual tours can give real estate companies a competitive edge in the international market. This allows them to present landscape to possible buyers and investors around the world, expanding the range of their offers. Additionally, virtual tours can improve the consumer involvement by conditional convenience and time savings for both buyers and sellers. Hence the JLL organization can benefit by utililing technology in their operations.

Train employees: Real estate agents and employees should be trained on how to conduct virtual viewings effectively. This includes knowing how to use the technology, how to navigate the virtual space, and how to answer questions from potential buyers or renters. An edge in the global real estate market and higher client satisfaction might result from investing in employee training on virtual viewings. Customers now demand virtual viewings as a result of the expansion of remote work and the widespread usage of technology. Employees' abilities and understanding may be improved by receiving high-quality training, which will improve customer interactions and sales conversions. A trained team may also boost the efficacy and efficiency of virtual viewings, which will ultimately result in more profitable sales and more money for the company.


Market the virtual viewing option: Real estate companies should actively promote the availability of virtual viewings to potential clients (Ullah and Sepasgozar, 2020). This can be done through social media, email marketing, and website updates. The message should highlight the convenience and safety of virtual viewings during the pandemic. Virtual viewings should be extensively promoted to prospective clients by real estate firms like JLL for a number of reasons worldwide:

Adaptability: Real estate firms have been compelled to adopt new methods of operation as a result of the COVID-19 outbreak. Businesses may demonstrate their flexibility and capacity for innovation in the face of difficult conditions by encouraging virtual viewings.

More customer satisfaction: By providing virtual viewings, real estate agencies may better satisfy customers who might be reluctant to leave their homes owing to the epidemic. Increased client satisfaction and loyalty may result from this.


Collect feedback: Real estate companies should gather feedback from clients who have experienced virtual viewings. This feedback can help improve the virtual viewing process and provide insights into what clients want from experience. Virtual viewings should be extensively promoted to prospective clients by real estate firms like JLL for a number of reasons worldwide:

For a variety of reasons, real estate companies like JLL should solicit feedback from customers who have had virtual viewings:

Continuous improvement: Real estate organisations may find areas for development and tweak the virtual viewing process by getting feedback from customers who have participated in virtual viewings. As a result, customers may have a better overall shopping experience and be more satisfied.

Real estate firms may innovate by getting customer input to better understand what prospective buyers and tenants want and need from virtual viewings. This might provide businesses a competitive edge by enabling them to innovate and remain ahead of the curve in the virtual watching market.


 The pandemic situation has necessitated a shift from in-person property viewings to virtual viewings. Real estate companies should invest in the necessary technology, train their employees, market the virtual viewing option, and collect feedback to provide a competitive advantage and improve the customer experience.
Additionally, Unlimited vacation and take-what-you-need policies are compatible with organizations operating on mutual trust and respect (Anderson and Kelliher, 2020). In this context, the JLL organization can carefully scrutinize the talent and character of candidates and workers during recruitment. Also, in the real estate industry, the employees themselves work in roles that complement the organizational culture of JLL in the UK. This implies that such employees make decisions that are in the best interests of JLL in the UK. The concept of unlimited vacation is easy to implement for employees having feast-or-famine workloads, like in the sales and technology domains. This is also relevant for JLL in the UK in the post-pandemic era, where the productivity of employees is measurable, and employees enjoy freedom in time management. 
Again, job sharing implies the division of labour in performing a single job with two or more individuals having the responsibility of achieving total success (Acemoglu and Restrepo, 2019). This is vital for JLL, where two or more staff members can share the responsibility of a single full-time position amongst themselves. In this context, such employees can earn prorated remunerations along with paid leaves. 
Moreover, the development of human resource practices is another important feature from the perspective of managerial implication (Hamouche, 2021). This includes building core values and ethical practices, which not only help in attracting talented workers but also look after their well-being and empowerment. The human resource managers of JLL are required to design practices that help their employees to achieve higher tiers in Maslow's hierarchy of needs. Such practices also enable the firm to increase its stock of human capital and achieve higher productivity.

[bookmark: _heading=h.3rdcrjn]Conclusion  
From the above study, it can be concluded that H.R. management plays a significant role in employee management and ensuring organizational performance and well-being of the employees. However, the potential impacts on employees due to organizational change and evaluation of H.R. management have been discussed in the study. Furthermore, the managerial implication in the strategies of JLL organization has also been provided. 
The post-pandemic era has substantially influenced the JLL organization. Remote working, alterations in th workplace health and well being, and more emphasis on mental health concerns have all been significantly implemented in the organization after the pandemic. In order to adapt to the new normal and remain relevant in the sector this changes was mandatory for the JLL organization.
In order to match the evolved business environment, the HR function of JLL organizatoion must take appropriate measures. First, there must be an emphasis on staff well being and safety. Moreover, remote working and flexible working hours must be implemented. additionally, the authority must implement a digital system of HR functions that focuses on right and appropriate communications and engagemernt among the employees and the management. 
[bookmark: _heading=h.s646nkmizs2h]
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