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1. Executive summary 
This report will analyse the article from 2020 on British Airways (BA) response to COVID-19. This report will include an explanation of trade unions role in the workplace and how it has changed or developed since their beginning. It will explain an impartial body in employment relations (ER) negotiations, such as ACAS, and how they benefit by being involved. Theoretical models will be used to critically evaluate the ER problems experiences within BA by using the article provided and addressing the situation from different points of view being:
· BA, the owners
· Employees 
· The trade union 
· Customers
Lastly, appropriate recommendations will be provided for how the BA situation might be resolved to the mutual benefit of all parties above, which may prevent unrest from happening in the future. To provide recommendations for both organisation and employees the recommendations will be feasible, logical, and will consider financial implications. 










2. Introduction 
Employment relations is defined as concentrating on both individual and mutual organisational relationships, with a growing emphasis on helping line managers develop trust-based employee relationships. A supportive culture of employee relationships can enhance business outcomes as well as contribute to the well-being of workers – with high levels of employee participation, loyalty, and involvement (CIPD, 2020). 
This report will examine the challenges of employee reward by including trade unions on how they have developed or changed organisations for the better, include an impartial body, ACAS, and the benefits of their involvement, using theoretical models to understand points of views from different stakeholders within BA as a case study, and lastly, recommendations on how to prevent unresolved situations within the future will be given, with the aim to the mutual benefits of all parties by using appropriate methods and techniques in which the employers could deploy in the case study example. 
Internal and external content will also be provided on which employee reward strategies must operate. Reward and recognition incentives for workers today are one way to inspire employees to improve workload practices and key behaviours to help organisations. While these terms are frequently used interchangeably, it is appropriate to understand reward and reignition systems separately. Employee reward schemes refer to a organisations programs to reward success and inspire workers at the level of individuals or classes and are typically regarded to be independent of salaries. Whereas employee recognition systems are frequently combined with incentive programs, they fully maintain a distinct function. They are meant to provide an economic gain with a psychological reward (Inc, 2020).  

3. Main Findings
3.1 Trade unions role
Trade unions are defined as a community of workers who come together to protect and improve organisations working conditions. Trade union's usual activities include supplying their members with assistance and facilities, collective bargaining for better wages and conditions for all workers, working to improve the quality of public service, political lobbying, and industrial action. Almost seven million people belong to a trade union in the United Kingdom (Unison, 2020). Industries today have experienced a significant shift in terms of the kind of workers they deploy as they aim to increase their production and income. There is a broad selection of production methods, especially skilled labour, which means that today's employer is much more focused on what he wants in the production process (Freedman and Gillian 1989, P48). Three employment relationship perspectives contribute to the study of the essence of conflict at work: unitarist, pluralist, and Marxist (UK Essays, 2018). 
· Unitarist 
Unitarist starts with a collection of beliefs and principles that conflict in the workplace is not an unavoidable aspect of executive and employee relationships. Workplace disputes may occasionally arise between the two, but in a relationship that is generally likely to be cooperative, such events are considered to be aberrations. In three schools of theoretical and practical thinking, unitarist principles and values have played an important role. The first is the principle of scientific management by Taylor (1974). As a management practice, this particular theory holds that man's employment relationship choices must start from the premise that workers are inexperienced in the way they work, are likely to avoid it wherever possible, and have small goals and time horizons that are self-centered (Abbott, 2006). ER is grounded in reciprocal collaboration, individual care, coordination, and common goals under a unitarist approach. Unions work with management and the right of management to control this. A reactive ER technique is emphasised by the proponents of the unitary approach. In which pursues direct employee negotiations; involvement is not pursed or seen as appropriate for the achievement of harmonious employee relations by states tribunals and unions. The unitarist approach is coercive as a tactic to seduce workers away from unionism, as well as being coercive and exploitative. 
· Pluralist
The approach to pluralism departs from the approach to unitarism. The pluralistic policy takes the view that: organisation is competing interests coalition's: employer vs. employee, trade unions are legal agents of the rights of workers and ER peace is the product of management and union or employee concessions and compromises. (Budd, Gomez, and Meltz, 2004). 
· Marxist 
This perspective is the least common approach and is also called the radical approach. Like pluralists, Marxists consider conflict as inevitable between employers and employees. However, while pluralists accept that conflict in institutions is unavoidable, Marxists see conflict as a consequence of capitalist society as a result of competing intreats. The focus of trade unions is on improving the role of workers in the capitalist system. (Tran, 2017). The key emphasis of this practice is the philosophy of management, industrial relations, and employment relationships (Wood and Elliot, 1997). Trade unions are used to defend employee rights by protecting and improving the terms and conditions of workers. 
	Historical events have shaped today’s world which includes the valley's rebellion. Chartism – the people's charter – early political developments in the UK. There were six primary points on the right to vote and how to keep parliament, this idea was made to change the lives of workers who didn't get the chance to vote. In certain places, modern-day apathy for this idea and thoughts that push political agenda that is self-serving, not representing the 'voice of people' by those in a position of power including the government MPs, due to this interest' groups take action. 
	Trade union memberships in the UK was nearly 13.5 million in 1979, so protests and in the UK had a drastic impact. But the conservative party defeated labour in 1970, ushering in a period of unparalleled political, economic, and social transformation for the UK. In 1979, Margaret Thatcher took power and led campaigns called ‘Labour isn’t working’ and ‘Labour still isn't working', after the elections were postponed, meaning labour couldn't get the workers to work, since so much power was permitted by the unions the UK suffered. During Thatcher's tenure in power, British unions lost a massive amount of influence. Her government further demoralised millions of union workers by overcoming the miners' strikes in 1985. Furthermore, the government curbed the role of trade unions and the phenomenon of collective bargaining which will be discussed next, between 1979-1997, intending to limit employment rights and allow workers more independence (Flip Chart, 2013). Since then, the balance of power in ER has shifted, when the labour government, the coalition of 2010, and the success of Tony Blair in 1997. While union membership statistics did not recover to pre- Thatcher; members increased by 91,000 to a total of 6.44 million in 2019 from 2018 figures. Most notable, the trade union act 2016 has affected unions under a conservative party, involving server and needless limitations on unions and their members, including new restrictions on pickets, complicated new balloting, and notice rules designed to make industrial action more difficult for unions to organise and wide-ranging powers for the Certification Officer, who regulates unions (DVV Media International, 2013). 
Collective bargaining is the official mechanism by which labour unions, on behalf of their members, negotiate with employers. whereas individual bargaining is the purchase or sale of a specific product not like collective bargaining where it involves the buying or selling of anything; it is merely an agreement on the conditions under which buying or selling will take place. Another point is individual bargaining generally sets out the terms and conditions of exchange in detail, while only the minimum terms and conditions are defined in collective bargaining. Moreover, due to collective bargaining is a political rather than an economic practice, multiple considerations need to be taken into account, such as the fact that collective bargaining is mostly carried out by experienced negotiators who understand the need to establish a relationship with the other side and do not take full advantage. Besides, individual bargaining is essentially a commercial operation, while collective bargaining is essentially a political activity for example purchasing and selling a strike or lock-out is a diplomatic use of power. Lastly, unlike individual bargaining, collective bargaining is not limited to the discussion of economic issues but is also concerned with other issues; it concerns, for example, workers' rights and industry regulation (Chand, 2020). One of the goals of a trade union is to discuss matters concerning its members and other workers with employers. when a trade union is accepted in a workplace, the agreements they have with the employer and referred to as collective bargaining; the terms and conditions of employment will be protected by such negotiations (ACAS, 2020).

3.2 Impartial body 
The Advisory, Conciliation and Arbitration Service, (ACAS) is a Crown non-departmental public body of the government of the UK. ACAS is an independent public body that receives government funding (ACAS, 2020). ACAS's main purpose is to improve organisations and working life through the promotion and facilitation of strong industrial relations practice (ACAS, 2020). ACAS is the main impartial body in which is involved with negotiations. 
ACAS benefits those involved by giving employees and employers free, impartial advice on workplace rights, rules, and best practices. To get ACAs advice on employment law and workplace relations they provide reading, a call helpline, and an online database with a search. They also provide training such as online training courses, workshops, and online webinars (ACAS, 2020). These programs help organisations resolve workplace disputes and provide favourable decision making. ACAS delivers dispute resolution services especially today due to coronavirus, as an impartial body ACAS aims to keep any disruption to a minimum. 

2.3 Points of views 
Analysing the BA article from 2020 and how BA responded to COVID-19 will critically evaluate the employment relations problems and addressing different points of view from the owners, employees, the trade union, and customers using theoretical models such as unitarist, pluralist, and radical. Key actors in the article include employer, employees, trade union, and customers, which all have different interests and perspectives in employment relations.
Firstly, the employer being BA owners their interests include profit maximisation, shareholder value, stakeholder interest, and quality and service provided. The BA article demonstrated profit maximisation by "270 job losses and up to 20% pay cuts" due to BA only having two ways to make a profit which is either to increase income, which they can't do they result in reducing costs (Topham, 2020). The employer relates to a pluralist perspective due to them using a union and proposing an agreement. 
Secondly, the employee being BA employees such as the pilots. Employee interests include employment, income, fairness, and voice. The article states 'the airline needed up to 12,000 staff, including 1,255 pilots, to be laid off'. This is an example due to employees rely on a monthly income. Furthermore, employees were able to 'vote on a package which includes voluntary redundancy deals and part-time working' this is giving fairness to employees by letting them have a voice (Topham, 2020). The employee point of view relates to a pluralist perspective as well as employers due to the connection with trade unions and bargain with the employer (Van Buren, 2020).
Thirdly, trade union employees who are employed by BA have a union called 'Balpa' this represents BA and is used for employees. Within the article, a BA spokeswoman thanked Balpa’s representatives for their hard work and tireless effort to engage and find solutions to save as many pilot jobs as possible (Topham, 2020). This shows a pluralist perspective if there are no trade unions people won't have jobs or help with conflict. 
Fourthly, customers would want BA to avoid conflict as it could affect their customers’ service. BA article will have a negative effect on customers due to the negative situation. Furthermore, conflicts between customers and employees can cause lasting problems for any organisation, even on a one-time incident. Customers can give a company a negative review which causes negative effects of publicity, especially if customer flights are canceled and the service is not worth what they paid. Customers show a unitarist perspective due to trade unions (Lesonsky, 2015).

4. Recommendations 
1. Self-Employment 
Self-employment BA pilots becoming self-employed will benefit the employer by the organisation saving on outgoings such as national insurance and BA's employee benefits these being pension schemes, private medical care, and sick pay. It will also benefit the employees by having different opportunities and not being tied to BA, being self-employed enables individuals to work when they please and how they like. 
2. Furloughing 
By BA furloughing their staff it will benefit employees by still having job security and income. It will also benefit the employer BA by not having to pay all wages and still having their staff otherwise rehiring will cost, and retraining will have to be provided. 
3. Re-location 
Having staff relocate within their specific job role will give them job security and receive benefits. The employer will keep their experienced trained staff within the business and will not have the responsibility to rehire. 

5. Conclusion 
To conclude, this report has shown that trade unions are on the rise in the UK there are currently 6.23 million trade unions members in the UK, according to today's statistical realise (Roper, 2018). The three ER relationships perspectives unitarist, pluralist, and Marxist have all different values. Unitarians is seen as a relationship between members of a single social group, a shared purpose group. On the other hand, pluralist employment is conceived as a strategic partnership between strangers whereas the Marxist perspective is uncommon (Cradden, 2011). 
In relation to the government's involvement with trade unions, Margert Thatcher used it as an example of how history shaped the ER. Collective and individual bargaining has been critically analysed and discussed the differences between each. This report has also analysed BA's response to COVID-19 providing different ER problems experienced by the owners, employees, the trade union, and customers addressing each situation and their points of view. Lastly providing three recommendations on how BA's situation might have been better resolved has been given taking in both employees and the organisation. 
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