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1.0 Introduction
Brexit will generate significant impact on UK employment laws and employment relationships. The global economic downturn and declining employee satisfaction also negatively impact the UK employment relations (Lindstrom & Giordano, 2016). This report analyzes employment relations in the UK, reviews historical events that shaped the status of domestic employment relations and offers some practical strategies for the improvement of employment relations. The first section provides a background introduction and a report outline, and the second section uses the PESTLE model to analyze British employment relations, followed by introducing historical events that shaped employment relations. The fourth section explores current employment relations in the UK by using Vauxhall case study, and the last section offers two practical strategies in improving employment relations after the Brexit.

















2.0 A PESTLE Analysis of British Employment Relations Framework 
The PESTLE model is used in this section to illustrate the current British employment relations. 

2.1 Political Factor
Political factor is an important strength in employment relations. Although British Conservative Government is unlikely to strengthen Post-Brexit employment rights (Parkinson, 2020), the main pledges from the Conservative Manifesto indicate that the government is expected to reform various employment laws that are already in progress as a result of the Good Work Plan (2018). Specifically, they will enhance employment protections and ensure employees have the right to demand a more predictable work contract. They had reformed layoff laws to reduce discrimination and promised to address pay gaps and increase pay transparency in some groups. The Conservatives also promised a new state law enforcement agency would be set up to address labor market violations. They reviewed the proposed changes to the IR35 rules by April 2020. These changes can address HMRC's long-standing concerns about non-compliance. In addition, the Conservative Manifesto indicates that the government will advance plans to strengthen family rights, allowing parents to take long vacations and encouraging flexible work arrangements for neonatal care.

2.2 Economic Factor
Another important factor in British employment relations is the economic landscape because it affects the employment rate, company's profit and the remuneration offered to employees. Since the Brexit referendum in 2016, the British economy has been the sixth largest economy around the world. The growth rate of the British economy has contracted since Brexit in 2019, and its GDP has grown by only 1.2% in 2019, compared with 1.4% in 2018 (World Bank, 2019). Slow global economic growth Post-Brexit uncertainty and global unfavourable factors have weakened corporate confidence, resulting in the British economy being vulnerable, stagnant investment and zero productivity growth (Topham, 2019). The lower level of GDP growth in 2019 has made people doubt whether 2020 can continue to achieve 76.2% employment levels and salary increases in 2019 (World Bank, 2019).

2.3 Social Factor
People who work in the UK receive pension benefits, health care and many receive insurance benefits, and most employees think they have received appropriate salaries (CIPD UK Working Lives Report, 2019). The impressive job opportunities created by the British economy in 4Q19 overcame the ongoing economic uncertainty brought by Brexit and global economic risks. During this period, the number of workers rose by more than the expected 180,000, female employees accounted for about 80% of employment growth, and the unemployment rate was at a low of 3.8% in nearly 40 years. Excluding inflation and other factors, regular salaries increased by 3.2% year-on-year, exceeding the 2% inflation rate (Meakin & Atkinson, 2020).

2.4 Technological Factor
Technological developments have significant impact on future employment relations in the UK. The key types of emerging technology include: global communication, social media, AI, Robotics, Automation of knowledge work, augmentation, employee monitoring, cloud computing, Internet of things, digital fabrication, etc. Emerging technology devices enable transparent access, faster speed, distance and breadth in communication (Deogaonkar, 2013). However, some computer technologies may replace part of the labor force in the future, causing a large wave of technological unemployment. For example, AI has already taken the jobs of lawyers as the algorithms can provide insurance quotes, and it also has already taken the jobs of secretaries as the software can turn audio in to written documents (Hichman, 2018). Considering robotics technologies have greatly improved health and safety in the workplace, so more highly dangerous tasks and occupations will be replaced by these machines and technologies in the future (Brione, 2017).

2.5 Legal Factor
Employment laws and policies strike an effective balance between flexibility and employee protection in the UK. In the Good Work Plan, the government is committed to ensuring that workers have access to fair and decent work. This agenda shows how the government can safeguard and strengthen workers' rights after Brexit. Good Work Plan builds on modern Industrial Strategy which involves five principles of quality work: (1) satisfaction, (2) fair pay, (3) participation and progression, (4) well-being, safety and security, (5) voice and autonomy (Sindhar, 2019). The Trade Union Act 2016 sets new restrictions on industrial action, party funding and performance of duties. The 2019 Amendment Bill aims to accelerate dispute resolution. The Employment Rights Act (1996) sets out the contractual rights of employees in the UK.   The fourth section focuses on the current British labor relations, and the last part provides practical strategies to improve employment relations after Brexit.

2.6 Environmental/Ethical Factor
Organizations are main contributors of environmental problems, especially for the pollution and climate change (Renwick et al., 2016). To transit to a low-carbon economy, organizations must call on employees to take action to reduce carbon emissions. For example, the organization works with global talents through the Internet to reduce commuting needs and carbon emissions. The effectiveness of these environmental actions depends on the cooperation of employees, and these changes in work may affect employment relations (Markey et al., 2019). Good participation and harmonious employment relationships make the organization more likely to succeed in implementing a protected environment （Remmen & Lorentzen, 2000).


3.0 Historical Events Shaped the Employment Relations
3.1 Charter Movement 
The Charter Movement began in 1836. It was the first mass movement initiated by the working class. Its purpose was to fight for political rights, better wages and working conditions for the working class (Chase, 2007). During the economic depression and hunger of the 1830s and 1840s, the working conditions of workers and the living conditions were extremely terrible, so the support for Charterism was very strong. Riots happened in the Stockport area due to unemployment and hunger. Manchester workers protest wage cuts and demand fair pay (Turner, 2008). Charter movement outlines six main reform requirements for democratic political system:
1. universal manhood suffrage (age 21 and over)
2. voting by secret ballot
3. no property qualifications for members of Parliament
4. payment of members of Parliament
5. constituencies with equal numbers of voters
6. annual parliamentary election
The Charter Movement submitted three petitions to Parliament in 1839, 1842, and 1848, but each was rejected. The rejection of the last petition marked the end of Charterism. Although the movement ended without achieving its goals, many Chartist ideas were incorporated into the Reform Acts of 1867 and 1884. Eventually, all requirements in the charter (except the annual parliament) were achieved (Utz, 2013). This movement has built courage and long-term self-confidence in expressing demand among the working class.

3.2 Thatcherism and the Great Miners Strike
The 1984-85 miner strike was a major industrial action aimed at raising wages and conditions for miners and preventing the closure of coal mines. It is led by the National Union of Mineworkers (NUM) against the National Coal Board (NCB). In March 1984, Initial locally-organized strikes across the country became nationwide NUM strikes. At the time, at least 165,000 miners across the country took part in the strike, and they explicitly decided that the strike cycle would be longer than the Conservatives thought (Kerstgens & Davidson, 2014). However, as the strikes continued, these mineworkers had no income and were not eligible for benefits, so they had to rely on savings and charity to support their lives. Meanwhile, NUM's funds are too small to cover the picket's transportation costs (Bolton & Ditchburn, 2012). 

The Conservative government under Prime Minister Margaret Thatcher opposed the strike because it wanted to reduce the political power of the union. Margaret Thatcher calls strike miners ‘the enemy within’ (Anderson, 2015). In September 1984, the government ruled the strike as illegal (Jenkins, 1985). The year-long strike ended in March 1985 with a decisive victory for the Conservatives. The total cost of the strike is estimated at £ 3 billion. More than 11,000 people have been arrested and about 5,000 miners have been tried for various crimes. The strike was a defining moment in British employment relations, and NUM's failure has greatly weakened union rights (Lang, 2009). For Thatcher and the Conservatives, this victory allowed the government to consolidate its economic plans. In 1985, due to the "demonstration effect", the number of strikes sharply decreased, and the power of the unions declined. Over the next few years, mines in the UK were quickly closed (Rawsthorne, 2018).

4.0 The Current Employment Relations Climate in the UK 
Due to changes in the external environment, the employment relations climate in the UK has undergone great changes in recent years, which has also had a significant impact on the management of industrial relations. There is a union, the Trade Union Congress (TUC), and many affiliated unions in the UK. TUC does not have the power to formulate labor relations laws. Its main job is to lobby the government and employers on behalf of the interests of employees (Williamson, 2009). For almost 150 years, unions have struggled to raise wages and working conditions for the working class. They have always been regarded as a force for fair work and economic justice (Simms, Heery & Holgate, 2012). However, the Conservative government under Prime Minister Margaret Thatcher has begun to replace collective bargaining in strikes with unitarist market-led principles from the mid1980s. The government has successively issued a series of anti-union legislation, which has greatly weakened the power of unions. The percentage of workplaces whose wages have been determined through collective bargaining has been declining since 1997. Since this reform, trade union memberships in the UK has been experiencing a decreasing trend (as figure 1 shows). Compared to 35 years ago, workers are much less likely to be members of unions, and fewer employers recognize wage negotiations with unions. Unions attract new members in various approaches. In addition to providing legal advice, training was also provided for union representatives. But these efforts still cannot save the declining trend of union membership.


Figure 1: Trade Union Membership in the UK from 1996 to 2018
Source: National Statistics, 2019

Another trend in British employment relations climate is the shift from adversarial relations to partnerships between employers and unions. Vauxhall, a British subsidiary of General Motors (GM). Since 1987, the company has operated at two plants in Ellesmere Port and Luton. The hourly-paid manual workers at both plants are arranged by two unions: the Amalgamated Engineering and Electrical Union (AEEU) and the Transport and General Workers Union (TGWU). In the 1980s and 1990s, the European automotive industry had severe overcapacity, fierce competition, declining production, fewer employees, and higher demands on the flexibility of the remaining employees. The parent company GM has been focusing on its rationalized production capacity and productivity improvement for a long time. Union leaders were concerned that a significant job loss in the UK and the two factories would most likely be shut down in the long run. It was recognized that there must be a new type of relationship in order to maximize the benefits for both factories and workers. Management and trade union representatives negotiated and reached an agreement. The union is committed to continually improving productivity and competitiveness of the company in exchange for company guarantees that there are no mandatory layoffs (Stewart, 1997). They summarized Vauxhall's employment relations as a change from opposing positions to partnerships. For unions, employment security and employee satisfaction are the most critical aspects, and labor flexibility is more important for management layers.  Within two days, workers at both factories voted to agree on the content under negotiation. By the late 1990s, Vauxhall's management and unions used the term ‘partnership’ to describe employment relations (Murakami, 2000). Since the signing of the Wages and Conditions Agreement 1989-91, there have been no major conflicts. This is due to management's commitment to non-mandatory layoffs, the introduction of flexible working hours, enhanced work safety, and improved productivity in plants. Employment agreements transform the relationship between management and unions from confrontation to joint problem solving. These positive results not only successfully tested the constructive relationship established between the union and management, but also marked a new change in employment relations.

To sum up, the management of employment relations in the UK has changed dramatically over the past 35 years. The government has approved many labor relations laws and implemented a series of policies to promote equal opportunities in the workplace. With partnerships between management and unions, a decreasing number of workers want to become union members, and collective bargaining has also decreased. There are an increasing number of management and unions are shifting from adversarial relations to partnerships.

5.0 Employment Relations Strategies
5.1 Learning and Development (L&D)
Currently, employees attitudes towards employers and their leaders have changed significantly. One of the most challenging issues for management is dealing with their "Millennials" employees. This generation expects constant positive feedback and recognition, a gate for regular development and professional development, rather than submission to authority (Shaw, McPhail & Ressia，2018). The traditional approach to human resources is no longer sufficient to deal with this new environment where all employees at all levels expect equality (Malik, 2018). Thus, management can use learning and development (L & D) to provide employees opportunities to improve their skills and career development. This not only foreshadows a stable future for the organization, but also brings opportunities and responsibilities for employers. Employers can map current skills and capabilities for current employees and identify gaps based on the capabilities that organizations and employees will need in the future, and then help employees focus on how to fill those gaps (Loan-Clarke, et al., 1999). At the macro level, L & D aims to understand the organization's strategy and its future capability needs in order to determine the learning focus of the entire organization. Individually, L & D is about the process of creating a learning environment that enables employees to continually evolve to achieve optimal performance (Casey, 2013). the core of L & D is to create a culture of continuous learning and development within the organization by identifying the objectives and skills needed for its current and future development, helping employees improve their skills in current positions and expanding their workplace image in the workplace.

5.2 Focusing on Partnership and Collaboration 
Brexit is a long and constantly changing process, and there is a lot of uncertainty in the policies in this process. It is difficult for any organization to make adequate and corresponding preparations for future employment relations after Brexit. The Advisory, Conciliation and Arbitration Service (ACAS), gov.uk and People Management have released some guidelines for employers on Brexit that can help employers reduce or avoid conflicts in employment relationships after Brexit. As an independent public organization of the UK, ACAS aims to help employers and employees improve their employment relationship by providing information, advice, training, mediation and other services to prevent and resolve workplace issues, and promote cooperation between employers and employees to solve problems and improve organizational performance (Sanderson & Taggart, 1999). It supports good relationships between employers and employees and helps organizations thrive. In the event of a dispute, employers or employees can seek help from ACAS to resolve workplace issues through ACAS mediation, in order to maintain positive and strong employment relations. ACAS provides employers, employees and their representatives with free advice and mediation services in many areas, such as the right to employment, to help resolve workplace disputes between employers and employees.
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6.0 Conclusion
Harmonious and positive employment relations are essential to the long-term sustainable development of the company and the professional development of employees. This report utilizes PESTLE to analyze British employment relations from six factors: political, economic, social, technological, legal and environmental factors. It reviews historical events shaped the employment Relations in Britain, including the Charter Movement and Thatcherism and the Great Miners Strike. The Charter Movement marks the working class's courage to fight for its rights through collective bargaining, while Great Miners Strike and Thatcherism mark the number of UK union members has fallen. Although some strikes occur every year in the UK, the number of union members has been declining for the past 35 years, and some employers and unions have turned into adversarial relations into partners. To maintain a sustainable development after the Brexit, employers are advised to conduct learning and development within the organization to meet the future needs of the organization and employees. When conflicts arise, employers can seek help from ACAS to avoid conflicts and resolve issues amicably.
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