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Introduction
[bookmark: _Int_zMuzZnu0][bookmark: _Int_SsxEHUhV]The purpose of this report is to critically analyze and assess the importance of the business environment in which professionals operate, how internal and external factors affect an organization, and what strategies several types of organizations use to recruit, engage, deploy, and retain people in ways that support high performance. The study also discusses H&M's many policies and initiatives. To begin, human resource management (HRM) is defined as the activity of recruiting, hiring, deploying, and managing an organization's people. HRM is frequently abbreviated as "human resources" (HR). In many companies, for example, the HRM role includes hiring, training, aiding with assessments, mentoring employees, and deciding on remuneration structures and grades. This means that the HRM function will have a lot of work to do in terms of managing the "people" side of organizational operations. Workers were thought to be disposable at the time. Prior to the development of HR to today's standards (for example, in the Middle Ages), working conditions were harsh and dangerous, and a tension between the need for physical safety and increasing output was growing. Fortunately for us, the workplace began to evolve with the recognition that employees were not puppets on a string, but individuals with emotional and psychological needs. The US Congress began adopting fairer employment standards in the early 1960s, such as the Equal Pay Act of 1963 and the Civil Rights Act of 1964, requiring human resource departments to deal on compliance concerns. Human resource management is more difficult than ever. Because new and evolving technology has shifted the emphasis away from personnel management and administrative obligations, today's HR departments—at least those that are forward-thinking—spend their time managing employee engagement and culture. They are also in charge of managing the workers themselves to increase the possibility that they will be content at work and stay soon.

Main Body
[bookmark: _Int_iHq6UOCm][bookmark: _Int_Po1BeNAS]HRM (Human Resource Management) is concerned with the development of employees' abilities, human planning, and compliance with legislation (Foot and Hook, 2005). Human resource management (HRM) is the management of an organization's employees to meet commercial goals. This includes meeting the organization's workforce requirements as well as ensuring optimum workplace circumstances. Profit and productivity are provided by good human resource management. Furthermore, it secures the advantages of both the employee and the company. H&M is the market's most popular retailer. H&M must have an excellent HRM approach to expand its operations.s. These approaches can attract the best personnel while also maintaining organizational discipline. All matters connected to human resource management will be discussed here. Human resource management is concerned with the people in a company. Human resources are employed by a company, and HRM is a word used to manage and develop the employees of the organization. Thus, HRM is a process that includes recruitment, offering orientation, training, praising workers' performance, compensating employees, motivating employees, developing a positive connection between employees and the firm, and ensuring employees' health in accordance with regulations. HR (Human Resources) managers nowadays must be able to wear numerous hats. It is necessary to be able to act as an employee champion, strategic planner, and change manager. HR managers are involved in the management and operational activities in addition to employing new personnel. To be a good human resource manager, you must also play a leadership role in continuous staff training and have a thorough awareness of the company's identity and objectives. Furthermore, many businesses are promoting the usage of CIPD (Chartered Institute of Personnel Development), which is a collection of concepts, ideas, and procedures that can assist you in managing your personal learning and progress.
Being inventive and adaptable to changing business settings necessitates a high degree of adaptability. The move toward the "elastic" corporation is influencing the HR function as well. These so-called modular firms, such as Nike and Dell Computers, may be successful provided they have dependable vendors and suppliers, as well as a hot product. HR consultants have been crucial in assisting businesses in identifying their core capabilities and then implementing optimal work designs and HR strategies.
1. Flexi time
[bookmark: _Int_7l5VlQ6Z]A labour structure that lets employees to begin and end their shifts between flexible ranges of agreed-upon hours, if they work a certain number of hours each day or week. An employee, for example, may be expected to work eight hours a day but may begin work at any time between 7 and 9 a.m. and end work eight hours later, between 3 and 7 p.m.
2. Hr outsourcing
[bookmark: _Int_wZ2oXPwl]Human resource outsourcing occurs when a firm hires an outside party to undertake some or all its HR activities. Outsourcing may be utilized for a variety of HR-related functions. According to August 2008 research done by the Society of Human Resources Management (SHRM), the most outsourced HR tasks include background checks, employee assistance programs, and flexible spending accounts that allow employees to utilize pre-tax cash to cover medical bills. Human resource outsourcing is becoming more popular. According to the same SHRM poll, 33% of HR professionals who participated expect their organization would increase its usage of outsourcing during the next five years.
3. Telecommuting
Employees can work from home utilising computers, phones, and other electronic and networking devices.
[bookmark: _Int_oZ8kdtK7]Flexible working refers to the working arrangements of an organization in terms of working time, working location, and work pattern. We provide materials that address all areas of working flexibly and unconventionally. Flexible working hours, part-time work, job sharing, temporary work, agency workers and casual employment, term time and seasonal work, remote and homework, and virtual companies are all included. Working time is defined as any period when an individual is working, available to the employer, and carrying out the employer's activities or tasks. Hours of work, working time laws, overtime and shift working, holidays and annual leave, other time off, bank and public holidays, work-life balance, and reservists are all covered in this section.
A pay structure establishes the various levels of compensation for occupations or groups of jobs based on their relative internal worth as decided by job appraisal, external relativities as determined by market rate surveys, and, in certain cases, negotiated rates for employment. It allows for salary advancement based on performance, competence, contribution, or service. Pay is defined as "the wages, salaries, or fees provided by employers in exchange for the provision of labour." (Hollinshead, Nicholls, and Tailby ). Over the previous twenty-five years, the notion of reward has evolved from the concept of basic compensation. "Reward management entails analyzing and effectively controlling employee pay, which includes salary and all perks." It evaluates the form and extent of incentives, as well as how they are provided, as well as their impact on both the organization and its employees." (Cornwell,2007). Reward management is thus a strategic pay control system that is fundamental to both the organization and the management of Human Resources within that organization. Armstrong and Murliss established the term "Reward Management" in 1988, and they and other experts agree that "reward management is not only about money." It is also focused on non-monetary rewards that give inner or extrinsic motivation." (Armstrong and Murliss, 1998)
[bookmark: _Int_HqRgm3xj]According to the CIPD, "today, the notion of connecting remuneration to a broader understanding of employee contribution is gaining acceptance (2022). This highlights not just output (the result obtained), but also input (what the individual has given in a broader sense. (CIPD, 2022). These developments may be viewed as a more "rounded" and equitable approach to evaluating individual accomplishment. The CIPD (2022) references a March 2009 member poll to analyze the impact of the economic crisis on performance management. It is significant to note 92% of the respondents believed there had been an increased level of performance management in general, and 88% of the respondents felt that it was necessary to re-evaluate performance measures to replicate the more demanding work environment. In terms of rewarding performance, 63 percent of respondents believed that it was more difficult to reward consistent achievement in the present atmosphere, and 90 percent believed that rewarding performance should involve the employment of higher amounts of non-financial incentives. (CIPD, 2022). The findings of the CIPD members' survey clearly indicate the significance of performance management, but it also highlights how the present economic crisis has affected and will continue to affect Performance Related Pay.
[bookmark: _Int_aGYrknNU]The influence of Covid-19 on health, economies, and markets is a complicated and fluid narrative with ever-changing dynamics. The virus's most evident influence has been on organizations and the character of workplaces. As the coronavirus spread silently over the world, nation after nation-imposed lockdowns, and businesses tried to comply with lockdown rules while continuing to operate. Work-from-home (WFH) became the quick fix for company continuity. HR's agility, innovation, and adaptability were on display throughout the lockdown situation. As employees began to check in remotely, functions stepped up to convert physical offices into virtual workplaces overnight. Guidelines for ensuring that staff could manage WFH seamlessly and securely needed to be created and communicated as soon as possible. Employees in many situations must be supplied with digital infrastructure - laptops, data cards - to ensure company continuity. The coronavirus outbreak has served to highlight the importance of human resources in keeping employees engaged, motivated, safe, and productive. However, the WFH idea and the scenario with low personnel are likely to persist for some time. The virus's sheer nature and transmissibility have made it evident that social isolation will be the new normal for at least a year.

Conclusion
[bookmark: _Int_pmhXHjX3][bookmark: _Int_yIsDGeDL]Many employees prefer to work from home; therefore, organizations are offering it as a bonus to attract and keep skilled personnel. Finally, according to one research, office employees who work from home may work 57 hours per week before feeling as if their work life is out of balance, compared to 38 hours for those who work in an office. The most difficult challenge for employees working from home is overcoming other employees' and bosses' impressions that they are not as effective as they could be, lack attention, and miss facetime, resulting in fewer prospects for advancement. That is why Yahoo has said no to working from home. To summarise, job flexibility has been increasingly common in recent years. This is due to a number of variables, but it is widely assumed that the adoption of laws in the United Kingdom has hastened the implementation of flexible working arrangements. Although flexible work choices are common in business, they are not without drawbacks. Despite extensive study on how to effectively adopt flexible working arrangements and deal with problems that emerge, businesses continue to face several challenges. The problems vary from a lack of dedication to sections being understaffed and employee dissatisfaction with not working flexible hours. There are several challenges to implementing flexible working arrangements, but most importantly, the organization must build harmony at all levels. It is widely assumed that, in most circumstances, the advantages exceed the drawbacks, if the business properly integrates the policy into its organizational culture. It is critical to remember that while establishing workplace flexibility, both employers and workers have duties. The requirements of the company and the consumer or client are prioritized.
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