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INTRODUCTION
There is currently a considerable literature on the relationship between labour market institutions and unemployment, with a particular emphasis on the role of institutions in explaining UK's continuously high unemployment, at least in comparison to the United States, over the previous two decades or more (McFarland and et al. 2023). The literature primarily adheres to the macroeconomic framework of the NAIRU theory of unemployment, which considers labour market rigidities to be harmful to the efficient operation of the labour market, thereby enhancing the structural component of unemployment. 
THE PRESENT STATE OF THE LABOUR MARKET IN UK

Labour Market and its Elements
A market in which employees and workers interact and compete to engage the best talent, while employees compete to find the employment that will bring them the most happiness. Each nation's economy is driven by the demand for and supply of labour. In this market, "labour demand" refers to the company's desire for employment, while "labour supply" refers to the employees' willingness to perform labour. Changes in bargaining power have the effect of altering the employment market's supply and demand. 

Labour Market Information
Labour Market Information is considered as a valuable tool for researching potential occupations in the local region, understanding the skills required for certain professions, and forecasting future employment demand (Shore and Chung, 2023). Labour Market Information assists in breaking down the complicated 'world of work', including explanations of various vocations, entrance routes, promotional opportunities, incomes paid, skills and credentials required, and so on. 

It is especially important for young people since it addresses future demand - what types of occupations will be in demand once they finish school and what sorts of skills will be required. Individuals must have access to high-quality labour market information and wage data to support their decisions in an environment where new sectors are growing and many of the most essential occupations of the future do not yet exist.  

National Minimum and Living Wage Rate in UK from 2022

The minimum wage is the amount of money that an employer is legally compelled to pay an employee for their labour (Pizzinelli and Shibata, 2023). The government determines the National Minimum Wage in the United Kingdom, which varies depending on age and employment status.
In the United Kingdom, the minimum wage is divided into two categories:

· The National Living Wage (NLW) for people over the age of 23.

· The National Minimum Wage (NMW) for persons under the age of 23 (or an apprentice) is $7.25 per hour.

Parameter to Determine National Minimum Wage Rate

The National Minimum Wage is applicable to everyone between the ages of 16 and 22 (or in their first year of an apprenticeship). Businesses may think of it as a stage before the National Living Wage. Most crucially, the National Minimum Wage is determined by age.
Real Living Wage Rate

The Real Living pay was introduced in the UK as a voluntary pay system and is now paid by over 10,000 firms (including Nationwide, Google, Everton FC, and Chelsea FC). It costs presently £9.90 in the United Kingdom and £10.50 in London (Trinh, 2023).
Apprentice Rate in UK

The apprentice rate is only available to those under the age of 19, or to people above the age of 19 who are in their first year of an apprenticeship. The apprentice rate in 2022 was £4.81, and it will be £5.28 in 2023. Apprentices are entitled to their applicable minimum wage if they are beyond the age of 19 and no longer in their first year.
The current state of labour market in UK

In UK the present labour market is not stabilised. Due to un- stabilised business and unfriendly working conditions the labour turnover ratio is high. The unemployment rate fell by 0.2 percentage points from May to July 2022 to percent 3.6%, the lowest rate since May to July in 1974 (Rafferty et al. 2023). The number of persons jobless for up to six months fell to a historic low in the most current three-month period, but those unemployed for six to twelve months grew. Meanwhile, the number of persons jobless for more than a year has continued to fall.
The rate of economic inactivity increased by 0.4 percentage points from quarter to quarter between May and July 2022, reaching a total of 21.7%. This growth over the past three months was primarily driven by those between the ages of 16 and 24 and 50 and 64. The most recent three-month increase in economic inactivity was driven by an increase in the number of individuals who were inactive due to being pupils or having a chronic illness.

From June to August in 2022, there were 1,266,000 job openings, a cut of 34,000 from the previous quarter as well as the largest quarterly decline since June to August 2020. This was the most significant quarterly decline since June to August of s2020. According to Taylor et al. (2023), from May to July 2022, employees' average total compensation (containing bonuses) augmented by 5.5%, while their regular pay (without bonuses) increased by 5.2%. Annual pay has decreased by 2.6% while hourly pay has decreased by 2.8% (when adjusted for inflation) over the course of the year. Between May and July 2022, the average regular compensation increase in the private sector was 6.0%, while the increase in the public sector was 2.0%; this is the largest disparity it has been observed between the private and public sectors. During this time period, the coronavirus pandemic reached its apex.
Key figures of Labour Market in the last quarter of 2022

· The UK unemployment rate was 3.8%, through which 1.29 million persons aged 16 as well as over out of work. Unemployment increased in the last quarter and remained at the same level as the previous year. They were 83,000 fewer than before the outbreak.

· 8.79 million Persons aged 16 to 64 were economically inactive, with a 21.1% inactivity rate. Inactivity levels declined during the quarter and year, but were still 346,000 higher than pre-pandemic levels.

· There were 90,000 layoffs, a modest reduction from the previous quarter.

· The number of persons aged 16+ in work was 32.95 million in December 2022-February 2023, while the employment rate for people aged 16-64 was 75.8%, up from 75.6% the previous quarter. Employment grew in the recent quarter and during the last year, although it was still 34,000 lower than it was before the outbreak.

· The number of vacancies reduced in the fourth quarter and year to 1.11 million in January-March 2023, but is still 304,000 more than pre-pandemic levels (Demirci and Kırdar, 2023).
· In the three months to February 2023, average salaries declined in real terms, with an annual change of -3.3% excluding bonuses and -4.0% including bonuses.

Overall Summary of Labour Market in current situation

· The net employment balance is still favorable.

· Vacancies that are difficult to fill continue to exist.

· Employers prioritize worker training and pricing increases.

· Redundancy plans are increasing.

· Pay raises are straining to keep pace with inflation.
EMERGING CHANGES IN HUMAN RESOURCE STRATEGIES IN THE POST COVID AND POST BREXIT EXTERNAL SURROUNDINGS


Human Resources Management (HRM) is an overall word for managing an organization's workers as well as its business culture. Human Resources Departments are in charge of human capital. This encompasses individuals, as well as their talents and abilities. This is the most precious asset of any organisation, and HR Professionals must strike a balance between employee pleasure and corporate profitability.

To maximise long-term employee retention, organisation must have effective HRM throughout an employee's life cycle. Staffing (recruitment and selection) is the first step, followed by training and development (Lillie et al. 2023). It is a type of talent management that increases employee commitment as well as corporate loyalty.
HRM attempts to limit employee turnover in order to save money on training and hiring. Employees are motivated through salary and benefit administration. Employee perks help HR departments increase employee performance and productivity. Much effort is put into recognising an individual's accomplishments and ensuring that employees understand their value and importance within an organisation. HR is also in charge of dealing with any human resource issues that an employee may have.
The Impact of COVID-19 on Human Resources Management


The COVID-19 has had a significant influence on Human Resource Management. The epidemic caught everyone off guard, and organisations were compelled to adjust swiftly. The most significant development has been the widespread use of remote working. HR is also in charge of dealing with any human resource issues that an employee may have.


Employees that work remotely do so from locations other than the workplace. This became important when countries across the world, lockdowns were imposed in order to slow the spread of the coronavirus (Elo et al. 2023). As an outcome, businesses were obliged to develop new Work from Home policies. This is importance because it shows employees that the company cares about their well-being and fosters a healthy work-life balance.
Human Resource Strategies after Covid 

Using task management software, Human Resources Management altered their performance management tactics to measure employee output. This decided what needed to be done and who required to do it, and jobs were allocated suitably. To examine staff performance, managers might obtain task status updates. It became even more critical to do regular check-ins with employees to review their perceived performance and productivity. Human resources departments place a higher priority on communication with all personnel of an organisation. Some teams began working in pairs to allow for more touch with individuals while working from home. This also boosted the amount of informal input employees received from their colleagues.

The divisions of human resources sustain employee engagement and motivation. They assess employees' attitudes towards their managers, colleagues, and the workplace as a whole. It has become increasingly essential to inquire frequently about employees' work-life balance and how their employers support them (Guy and Mastracci, 2023). Many companies provided their employees with information on child rearing and mental health maintenance. It is essential to demonstrate to employees that the company cares about their welfare. Every meeting should be recorded and outfitted with cameras. As a consequence, all team members can interact and feel productive.
HRM Strategies in Training and Developing


Training and development must be incorporated into HRM in order to motivate employees and enhance their performance. Because many employees work remotely, it is crucial to train them on how to use essential business software and IT systems.

A survey reveals that only 23% of employees receive new technological skills from their employers. As long as HR departments encourage reskilling as well as upskilling, this will improve. Employees can acquire new transferable skills necessary for a variety of professions, thereby increasing their adaptability.
Human Resource Strategies After Brexit
Brexit External Environment 

The United Kingdom is no longer a member of the European Union and is presently in a transition phase during which the UK as well as EU must discuss the details of the new relationship.  This change period will finish on December 31, 2020.  If no agreement is reached, the UK will exit without a deal on January 1, 2021.

Even though the UK has left the EU, it is still considered as a member state, including for the purposes of adhering to its duties under EU law and continuing to be subject to the jurisdiction of the European Union Court of Justice. In terms of the Covid-19, the pandemic has not caused any delays in the transition period's expiration.  It is still set to expire on December 31, 2020.

Understand the new UK immigration system
Irish citizens are exempt from this rule, but everyone else arriving to work in the UK from January 1, 2021, regardless of where they are from in the globe or the EEA, will need to follow one of the immigration procedures outlined in the new regulations. 
Assist employees to attain settled and pre-settled status
Employees who are EEA nationals who lived in the UK by the end of year 2020 can apply for settled or pre-settled status, which allows them to continue living along with working in the UK (Merrilees et al. 2023). Employers should maintain frequent communication with such employees and provide them assistance in acquiring such status. For most candidates, the application deadline is June 30, 2021.
Assessment of the effect of employee absences from the UK

Employers may be required to help EEA individuals who lived and operated in the UK prior to January 2021 in reviewing their periods of absence from the country. Absences of more than 6 months in any rolling 12-month period may result in the termination of any period of constant UK residency and, as a result, may jeopardise an individual's chance to attain settled status.

Review Employment Policies

Employers should perform an immigration audit, which should involve designing, evaluating, and revising policies to ensure compliance through the new immigration system. Inclusion and diversity policies, particularly in respect to recruiting, should be taken into account. Employers should consider whether their technique to recruitment has discriminatory implications, such as a blanket policy that wastes to consider applications from candidates who require a visa, or paying a higher salary to an applicant in order to fulfill the needs of the sponsorship system.
Being familiar with the business visitor obligations
Employers with EEA employees who frequently travel to the United Kingdom for business purposes must be cognizant of the criteria for business visitors as of January 1, 2021. Commuters who began doing so before December 31, 2020 will be able to continue doing so with the new Frontier Worker permit, and non-UK citizens will still be able to use the Business Visitor route for limited tasks such as attending board meetings, signing contracts, and making site visits.
Keep a watching brief on UK employment rights
As the UK government is currently dedicated to safeguarding existing worker rights, companies have nothing to do right now. Though, the TCA provides for limited adjustments to existing rights, so employers should keep an eye on this.
Try to have a longer-term perspective on Brexit and HR
With the present battle on talent already a huge issue, Brexit would undoubtedly exacerbate the competition for top talent. Given the enormous influence on the candidate market, new techniques for attracting and maintaining excellent people within the organization may be necessary (Rafferty et al. 2023). Since UK may no longer be an appealing destination for persons from the EU, the quality of recruitment may suffer significantly. With certain sectors of the UK economy reliant only on the contributions of EU nationals, firms may be forced to plan for the worse in terms of skills. Another helpful tip for HR directors is to remain current on any changes and developments in the migration process.
n market societies economic exchange requires the existence and enforcement of rules that 
the market cannot generate itself. Although the dimensions and limits of state intervention 

have always been a matter of debate, it is indisputable that certain rules need to be 

implemented for an economy to function properly and contribute to the common good. 

Consequently, many theories of society assume that these rules will be created and enforced 
by national states. In this scenario the state determines formal regulations and delineates the 

sphere of private freedom within which individual citizens and private businesses are entitled 

to conclude contracts and pursue their private interests.

CONCLUSION
The above report has benefitted in examining about the present condition of the labour market of UK by analysing the different aspects of the wages rate and other factors. Along with the report evaluates about the different changes which has been taken place after Covid 19 and the impact of Brexit.
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