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a) The UK labour market's present situation
The UK labour market has appeared extraordinarily healthy in recent years from a macroeconomic point of view. Figure 1 shows the historical occurrences of unemployment, inflation, inflationary pressures, and real wage growth in order to put the current situation into historical perspective. In reference to the context of Merkel (2019), it has been analysed that the three significant factors have been present since 1997. As of the writing of this article, unemployment was at its lowest point in a generation. In addition to this, the rate of inflation has remained unusually low, and important wage-bargaining groups' expectations of inflation have been steady during this time (Schwandt and Von Wachter, 2019). Finally, it can be mentioned that the capital formation has not been attained as a consequence of declines in average standard of living because real wage growth has been rather healthy. 
[image: https://lh4.googleusercontent.com/mkvJIepWffK2ZXGITkfhzRMKjq4u411gSxrfFS-BDhEM3_mkqIbmTKRx_qIBDbXo56LotQBLxCJpOvK4HF4mUgie9xeiAqgCEDrE0PoQMgFxwRyiXdLpsMww_pwpbOAxUHN2bKn4UXJl0XyF-TW6o-3cGBa5HwDjwxqsZSocY89k_9vfbwyVYl1eaIx8uA]
Figure 1: Latest Improvements in the UK Labor Market's Macroeconomic Structure
(Source: Merkel, 2019)
In the United Kingdom, self-employment has significantly increased since the 1970s. In 1975, one in twelve workers worked for themselves; One in seven workers had it by 2019. As influenced by the idea of Doeringer and Piore (2020), it has been evaluated that after a brief trend reversal in the latter part of the 1990s, self-employment has been steadily rising ever since the year 2000. Other than that, the only factor driving this increase is the rise in "solo self-employment," also known as own-account employees without employees, which currently accounts for one in eight workers. In 2019, 85% of single self-employed individuals operate their businesses as sole proprietorships, which are unregulated businesses with no employees as inferred from the article of Doeringer and Piore, (2020). However, over time, the number of people who do so has increased.
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It is widely acknowledged that the UK is developing as an organisation. The state has changed its role at the global, regional, and sub - national levels in reaction to changes in politics, the external and internal financial circumstances, and the rise of dominant ideologies (Lenner and Turner, 2019). In addition to this, it can be mentioned that there is still much discussion about the details of these changes in different economies as well as their broader consequences for capital, labour, and the state. The government continues to play a considerable role in implementing "market-oriented" objectives, despite claims to the contrary made by some (who say that the purpose of the state is declining). Other than that, the state is best characterised as a transformational agent rather than as a hapless victim of external change.
This is particularly true in the field of employment and work, where the state has increased or altered its role while keeping control over the labour market's regulation and functioning (). A few really people have noted the rise of the "highly politicised" nation (Krafft et al. 2019), in which government agencies use the propaganda of competition law and policy to protect themself from the impacts of controversial policies and concurrently shift preconceptions about the government's capacity while preserving some level of power and orientation. On the other hand, it can be mentioned that according to Adams-Prassl et al. (2020), states continue to be significant political actors as both the producers and the victims of economic pressures carried on by a more globally integrated industry.
Some claim that we are entering the "competition state," where the government aims for "more economic liberalisation to make economic enterprises centred within the nation's borders more viable in regional and international terms." It would be imperative to mention that the "competitive state" must still make crucial choices, including whether to step in to constrain, push, or support regulating actors, subject regulating actors to challenges from the external market, or make it simpler for new actors to enter the labour market. Economic growth is intricately linked to authority, contrasting to economic ideas that see the state as distinct from markets and generally a source of intervention in them. When it comes to governing, safeguarding, and establishing trade regulations and boundaries, the government is crucial. Institutional and radical traditions have long acknowledged this function as inferred from the findings of Brochmann and Hammar, (2020). The employment market is no different. As a consequence, the state exerts control over job possibilities and labour markets by, among other measures, defining "rules of the sport'', restricting the rights of specific employees, and identifying and legitimising labour relations actors.
It is widely agreed that recent changes in market-oriented approaches to labour market laws have been promoted by neoliberal ideology, changing the nature of governmental actions in the area of employment and work (England and Kilbourne, 2019). Nevertheless, these changes may imply an extension or development of the president's participation in labour markets rather than a retreat. For example, they can support "individualised" employment agreements over collective bargaining agreements or propose new laws and regulations to counteract some of the negative impacts of mobility. Some people who reject the idea of a competitive state have shown the model's incorrect representation of class relations, which portrays the post-World War II industrial welfare state as unproblematic until it is overthrown by forces of globalization. In reference to the context of Majone (2019) it has been analyzed that the competitive state emerges as a response to the economic interests of a globalised society with freely mobile capital who attacks Cerny's theory for possessing an apparent bias toward formalist logic). These two criticisms seem to be unjust. 
During July to September 2022, the quarter rate of business inactivity climbed by 0.2 percentage point to 21.6%. Other than that, it can be stated that the financial activity has increased over the last three months as a result of a record-high rise in the number of persistently ill individuals. In a recent essay, we looked into those whose chronic illnesses have left them without a source of income. In addition, it was discovered that three months before the survey, more than two-thirds of individuals who will experience chronic illness in 2021 and 2022 were not working. The predicted openings were expected to total 1,225,000 from August to October 2022, a quarterly reduction of 46,000 according to the viewpoint of Pak et al. (2020). The quantity of openings has fallen four times in a row while being at high levels.
According to reports, an increasing number of companies are deferring hiring because of the economy. In the most recent three months, there have been way more people without work across all length classifications. It would be evident to mention from the findings of Montenovo et al. (2020) that members' typical absolute remuneration (including awards) increased by 6.0% from July to September 2022, while their typical regular compensation (without motivational forces) increased by 5.7%.  This is the largest rise in normal salary that has been noticed since the coronavirus outbreak. During July and September 2022, the average normal wage in the private sector increased by 6.6%, while it increased by 2.2% in the public sector. Since the peak of the coronavirus outbreak, this is both the highest growth for the private sector and the largest difference between government and business. Other than that, as influenced by the idea of Pak et al. (2020), it has been analysed that enhanced requirements are being built in the wake of the United Kingdom's exit from the European Union to make it easier to adopt and apply strict requirements for UK economic data. In addition to this, the validity and independence of the UK's statistical system will be strengthened by these governance measures, which will also promote international benchmarking. The National Statistician's Commission for Advising on Standards for Economic Statistics would serve as the focal point of this new governance structure (NSCASE). In addition to this, it can be stated that by making sure that the UK's processes for creating and putting into practise globally approved standards are among the best in the world, NSCASE will help the UK. National Accounts, Budgetary Data, Pricing, Trade, the Balance of Payments, and Labor Force Data are just a few of the economic statistics that NSCASE would advise the National Statistician on. 
Since the 1970s, self-employment has significantly increased in the United Kingdom. One in twelve workers was self-employed in 1975; By 2019, one in seven workers had it. It has been determined, influenced by the concept of Doeringer and Piore (2020), that self-employment has been steadily rising ever since the year 2000, following a brief trend reversal in the latter part of the 1990s. The rise in "solo self-employment," also known as own-account employees without employees, which currently accounts for one in eight workers, is the only other factor driving this increase. According to the article by Doeringer and Piore (2020), 85 percent of single self-employed individuals run sole proprietorships, which are unregulated businesses without employees. However, the number of people who do so has grown over time. 
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As firms try to adopt more flexible working arrangements, reestablishing organisational culture will become a top priority for HR personnel. Furthermore, it can be mentioned from the findings of Meunier and Mickus (2020), that there will probably be a big change in hybrid working arrangements, which mix the benefits of remote and office jobs. In addition to this, it can be stated that although this is an advantage, the effects of this change present a problem for the existing corporate culture (Roumpi, 2021). As a result of varied working circumstances, such as less face-to-face interactions and a more distributed workforce, the sociocultural context of the staff will change.
For the purpose of managing a remote population and fostering connections, regular check-ins might be set up for work, social contact, or psychological support. In order to keep proper management of employee concerns, open channels of interaction and direct interaction between all levels of a business should be established. Last but not least, it can be stated that creating a climate that encourages engagement, trust, and togetherness will benefit the organisation's culture by putting strategies and procedures for diversity, equality, and inclusion in place. As influenced by the idea of de Wit and Altbach (2021), it has been analysed that the companies must constantly pursue to uphold their essential principles and place a strong emphasis on building a workplace where people are at the centre of every decision as they attempt to speed up the pace of remote workers in the near future.
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Due to COVID-19, many businesses today have bad balance sheets, large amounts of debt, escalating expenses, and little to no revenue. They were therefore forced to adopt cost-cutting strategies, such as temporarily delaying or reducing representation remuneration and benefits. Although it can be stated that this may influence many companies' short-term tactics, the epidemic has also generated a discussion about reassessing employee pay and benefits in the long run as inferred from the article of Åhlberg and Granada, (2022). In order to help steer the ship toward a swift and effective recovery from COVID, many organisations would be vying for exceptional individuals. In addition to this, it can be mentioned that the companies should continue to utilise statistics to predict their labour needs in light of COVID-19 in order to increase revenue management, reduce expenses, and stay competitive in today's challenging business market (Greer and Jarman, 2021).  Other than that, they also need to rely more on insights to assess and monitor the skill and sustainability of the workforce. In reference to the context of Bratton et al. (2021), it has been analysed that the HR can identify the strategic hiring procedures, training programmes, and management choices required to train staff members for the difficulties provided by COVID-19 by routine analysis and tracking of worker productivity and satisfaction data (Hamouche and Chabani, 2021). There are many companies who may think about reducing fixed pay while raising compensation plans, because it has a strong association with employee productivity and productivity, since they may not be able to give greater salaries. 
In addition to this, it can be mentioned that it encourages workers to put forth more effort while maintaining a positive and competitive workplace environment. However, other businesses can consider taking a different tack and offering flexible salary and benefit plans that might give them the advantage. As influenced by the idea of Greer et al. (2022), it has been analysed that there is another choice is to use individualised pay systems, which let employees create salaries and bonuses that better suit their wants and needs. Data-driven decision-making has been more prevalent during the past ten years across every business area, industry, and organisation, including HR. In addition to that, it can be stated that the HR can assess employee experience, engagement, and satisfaction using the research's objective.
Regular check-ins might be set up for work, social contact, or psychological support in order to manage a population that lives far away and build connections. Open lines of communication and direct interaction between all levels of a business should be established to maintain proper management of employee concerns. Last but not least, implementing diversity, equality, and inclusion strategies and procedures will benefit the organisation's culture by creating an atmosphere that fosters collaboration, trust, and engagement. Companies must always strive to uphold their fundamental principles and place a strong emphasis on creating a workplace where people are at the centre of every decision as they attempt to accelerate the pace of remote workers in the near future, as influenced by the concept of de Wit and Altbach (2021). 
HR is crucial to strategic planning because this department is responsible for ensuring that crucial positions are filled with qualified candidates at the right time. Employee engagement is now a top objective for retaining and attracting the best employees. HR technology has taken care of the day-to-day management of a business by integrating a variety of operational tasks from across the organisation into a single system. Other than that, as per the perspective of Kearney et al. (2022), numerous departments will be able to effortlessly extract all necessary data while simultaneously updating a division's database. There are no more batches that can be captured. Field personnel can participate in HR systems through mobile apps. To ensure that no one is left out of the communication process, each portion of information is up to date and pertinent. Aside from that, in light of Pak et al. (2020), it has been determined that, following the United Kingdom's departure from the European Union, enhanced requirements are being developed to facilitate the adoption and application of stringent requirements for UK economic data. These governance measures, which will also encourage international benchmarking, will strengthen the validity and independence of the UK's statistical system. 
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