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[bookmark: _Toc131577054]Introduction
Human resource management refers to the processes involved in staffing an organization, including recruitment, selection, orientation, training, compensation, policy creation, and retention planning (VARDARLIER,2019). The importance of human resource management at today's Capgemini in the UK has only grown over the last two decades. In the outset, it is important to stress that every manager plays a part in HRM. We may not have the HR manager title, but that doesn't mean we can't do part or all of the HRM duties (VARDARLIER, 2019). For example, most managers are responsible for staff retention, motivation, and remuneration, all of which fall within the purview of human resource management (HRM). Capgemini uses a wide range of funding mechanisms regardless of the size of the business. Capital may take the form of monetary assets, jewels, or even products sold to generate revenue. In order to maintain consistency and ensure everyone is treated fairly, the corporation has established policies. Human resource management (HRM) is positioned to encourage language that encompasses these methods. Human resource management, management, and executives all have a hand in formulating company policy (VARDARLIER,2019).
[bookmark: _Toc131577055]Current State of Labor Market in the UK
In October 2022, the number of people on the payroll is expected to hit a new high of 30 million, up 75,000 from the revised September projection. From July and September of 2022, the unemployment rate dropped by 0.3 percent, reaching 3.6%. (Blundell, et al., 2018). The national unemployment rate has fallen over the past 3 months. During July to September 2022, the economic inactivity rate increased by 0.2% to 22.6%. Those with long-term illnesses may be to blame for the current quarter's record high in economic inactivity. In a previous essay, we discussed the link between long-term illness and economic inactivity in further depth. The statistics indicated that more than two-thirds of those who had the chronic illness in 2021 and 2022 already were unemployed or underemployed due to some other factor three months prior to the interview (Blundell et al., 2018). The anticipated number of open positions is down 46,000 from August to October of 2022, coming in at 1,225,000. This is supported by the data (Oreffice & Quintana-Domeque, 2021). Job openings have fallen for four consecutive quarters, but they remain at historically high levels. According to reports, companies have put hiring on hold owing to the current economic climate. During July 2022 and September 2022, regular pay went up 5.7% and total pay went up 6.0% on average. This increase in base salary is the greatest since the coronavirus pandemic. During July 2022 to September 2022, regular average earnings increased by 6.6% in the private sector and by 2.2% in the public sector (Oreffice and Quintana-Domeque, 2021). There has never been such a wide gap between the private and public sectors, and private sector growth is at its highest level since the height of the coronavirus epidemic. When accounting for inflation, both median and mean pay fell by 2.6% over the course of the year. As compared to the record-breaking fall of 3.0% in real regular pay that happened from April to June 2022, this is one of the biggest slowdowns in growth since comparable data collection started in 2001. The monthly publication of labor dispute statistics resumes this month. Twenty-five thousand workdays were lost in September of 2022 due to strikes as well as other labor problems (Orefficeand Quintana-Domeque, 2021).
The unemployment rate among young people is particularly worrisome since it may be a portent of future unemployment rates. Moreover, the high youth unemployment rate may be indicative of poorer future wages owing to a lack of formal education or job experience. the gender-specific rate of youth unemployment in the United Kingdom between the ages of 15 and 24 (Böheim, 2014). The Great Recession saw a dramatic increase in young unemployment, which went from roughly 12% in 2022 to 20% by the conclusion of the crisis in the United Kingdom. For a long period after the recession ended, youth unemployment remained high; however, it has recently declined to levels seen before the recession. As compared to the rest of Europe, the United Kingdom once again stands out (Böheim, 2014). 2. Immigrants' high rate of unemployment In the United Kingdom, like in other European countries and the United States, foreign-born employees have a higher unemployment rate than native-born workers (Elgorriaga, Ibabe and Arnoso, 2019). Before the Great Recession, the unemployment rate among UK immigrants was two points higher than among native-born British (Elgorriaga, Ibabe and Arnoso, 2019). As immigrants were less affected by the Great Depression than native-born Britons, they have continued to gain ground during the subsequent recovery. With the conclusion of the Great Recession, however, both groups have seen improvements that have narrowed these gaps. In recent years, there has been a slight decline in the unemployment rate among those who were not born in the United Kingdom. Thirdly, Participation in the Workforce The percentage of the population that is actively seeking employment has been pretty constant in the United Kingdom during the last 15 years. As in other industrialized nations, participation increased among women, particularly those in their 50s and 60s. Nonetheless, inactivity after the Great Recession was only slightly higher than in the US (Elgorriaga, Ibabe, & Arnoso, 2019).
The shrinking number of open positions is a major problem in today's labor market. As a result of the pandemic's impact on the economy, several companies have put hiring on hold until the situation becomes more stable. Despite this, it's important to remember that the number of open employment in the UK is still at a record high.
Rising wages are another noticeable pattern in the job market. Specifically, between July and September of 2022, normal average salary increase in the private sector was 6.6%. Fortunately, this is the best news for employees in the private sector since the pandemic's peak. Regular average salary increase in the public sector, on the other hand, has been just 2.2% for the same time period. Although public sector employees have been at the vanguard of the reaction to COVID-19, the growing disparity between the public and private sectors is grounds for worry.
Workers' actual wages have fallen owing to inflation, even with the increase in compensation. This is especially true for base pay, which has decreased by 2.7% in the last year. In comparison to prior years, this is still a considerable slowdown in growth, albeit it is less severe than the record-breaking dip in real regular pay in the second quarter of 2022.
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The company's financial health and very existence are vulnerable to a wide range of political issues. Unanticipated shifts in power structures, widespread upheaval, and major policy decisions all contribute to the political risks we face today .How secure the country's government is at the moment. The integrity of the politicians and the possibility that they may participate in corrupt conduct, which might lead to the removal or dismissal of powerful government officials. Three examples of national laws that define commercial conduct inside the country include contract law. Some countries prohibit alcoholic beverages or have stringent requirements for purchasing them, while others have ineffective regulatory institutions that hinder commerce. A high tax rate would deter companies like from seeking maximum profit.
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Examples of economic influences include shifts in inflation, foreign currency, interest rates, GDP, and the phase of the business cycle we're now in (Gabor, n.d.). What kind of dominant business model, oligopolistic structure, or anything very similar to an ideal rivalry monetary framework is now in place in the sector being discussed. The level of borrowing and investment activity in a nation is influenced by its interest rate environment. If interest rates were increased, investments would increase, leading to greater growth. The profitability of a country depends on the currency rate at which it functions, especially if it participates in international commerce. Foreign investors are put off by a currency that is volatile. It's also crucial that the currency be stable.
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The culture, beliefs, attitude, and values that are shared by the majority of the people in a community are all examples of social elements that have an impact on and are reflected by the society in which an organization operates. A company's operations and marketing are profoundly impacted by social factors. The likelihood of a population buying a product depends significantly on factors such as age and gender. Cosmetics are typically bought by women, thus advertising to men would be futile. It might be difficult for marketers to connect with and attract their ideal customers because of the gap in knowledge between them and the target market. should be extremely cautious to avoid alienating their intended audience.
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Technology has the potential to drastically destabilize the pricing structure and competitive landscape of a sector in a very short period of time. So, it is vital to regularly innovate not just to dominate the market and maximize earnings, but also to prevent obsolescence in the near future. the most recent technological advancements and competitive breakthroughs mentioned above. A new technology's popularity, growth, and potential to cut into the profits of competitors should all be monitored closely as soon as possible. If so, it's clear that a rapid response is required, either in the form of technological parity or the development of new, effective alternatives.
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When it comes to environmental safeguards, several sectors establish varying standards. This guideline establishes the bare minimum that all businesses should meet to protect themselves against environmental activism and consumer backlash (Konanahalli, Marinelli and Oyedele, 2020). A textile factory is more likely to pollute and damage the environment than an oil industry. The ability to manage the movement of the assets and the finished item may be significantly impacted by the continuous atmospheric conditions. The delivery schedule for the final product might be affected by external factors such as an unexpected rainfall. When the environment changes, certain products may become obsolete. Because of climate change, several countries now have unusually mild winters, which has a negative impact on the market for certain fabrics (Konanahalli, Marinelli and Oyedele, 2020).
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While legally political and subject to the political party with the most seats in a government body, a country's legal government structures and frameworks should be included in a PESTEL study (Konanahalli, Marinelli and Oyedele, 2020). Intellectual property and other data protection rules, as previously noted, restrict businesses from profiting from their own innovations and patents. The firm has a far greater likelihood of failure if its data is compromised. The government has passed anti-discrimination laws to guarantee that all workers, regardless of their gender, age, incapacity, culture, conviction, or sexual orientation, are given the same opportunities and are treated fairly (Konanahalli, Marinelli and Oyedele, 2020).
[bookmark: _Toc131577063]The emerging changes in Human Resourcing Strategies in the post Covid, post Brexit external environment.
A increasing trend that is expected to persist in the aftermath of the epidemic is providing workers with the choice to work remotely or in a hybrid environment (Kemp, Froese and Pauly,2020). According to LinkedIn statistics, for example, remote jobs constitute around 20% of all advertised opportunities and attracted over 50% of all applications. A increasing trend that is expected to persist in the aftermath of the epidemic is providing workers with the choice to work remotely or in a hybrid environment. Developing trust and a feeling of belonging among team members, as well as increased interest, appreciation, and encouragement from managers, will be necessary after COVID-19. Another challenge for HR will be using cutting-edge technology to recruiting, selection, and performance. The updated benefits package is aimed at enhancing emotional and psychological well-being (Kemp, Froese and Pauly, 2020). Research on HR trends, both current and forthcoming, will allow for the targeting of educational systems and the provision of personnel with the most predicted abilities, both of which will be valuable in the aftermath of the pandemic. Recommendations: As a consequence of the COVID-19 problem, several organizations have revised their development strategies (McCann et al., 2021). This outside influence toughened every continent, making for a fresh start in which any guidance would be welcomed. We did this by suggesting a few options for how HR professionals may facilitate a return to the workforce. Academics are encouraged to look into the ethical, social, technical, political, and economic repercussions of the pandemic. This term refers to the proactive avoidance of any and all foreseeable dangers to employees' mental or physical health that are connected to the employment. The danger of not extending the concept of equal protection to these two groups of employees in UK law, as envisioned under the existing EU legislation, is said to be heightened by these Brexit threat elements, even if the 2017 TaylorReview advocated labor law improvements for low-income workers. Job security for low-wage employees in the UK is already threatened by the uncertainty that will follow Brexit. The study finds that, in light of the idea of occupational well-being, low-income employees are distinct from other workers covered by comprehensive employment legislation in the United Kingdom because of the greater risks of bodily and mental damage caused by exploitative work practices (McCann et al., 2021).
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The effectiveness of other management functional domains is directly correlated to the maturity of HRM in a company (McCann et al., 2021). Management at any level is accountable for overseeing the HR department. Human resource management is essential to the growth and prosperity of businesses and nations alike. Managing people is more challenging than managing any other resource (McCann et al., 2021).
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In conclusion, HR departments encounter a lot of obstacles, which requires firms to implement efficient policies that not only guarantee that these obstacles are removed but also build methods for dealing with similar obstacles in the future. In assessing the current state of the UK labor market, we consider not just the macroeconomic performance as a whole, but also some of the underlying micro concerns, in particular those that affect unskilled employees. To elaborate on the ideas presented in the study, we argue that future research should focus on improving the translation of talent into performance in clear authoritative contexts and on identifying the most effective means of transmitting talent within associations. Funding agencies need to be more cognizant of the value of human resource development financing as it pertains to the organizations doing the actual work. HRM has developed through time and now plays a crucial strategic function in enterprises. Human resource (HR) expertise has been shaped to a considerable extent by the needs of the manufacturing industry.
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