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EXECUATIVE SUMMARY 
The report evaluates contemporary issues in Human Resource management (HRM) of British Airways. It explores the organisations' HR strategies in response to the Coronavirus pandemic. In addition, how effective their policies and strategies were in their employee relations. It Provides an explanation of trade unions in the UK, demonstrating their importance and how history has shaped them today. Discovering the rise of the impartial body in ER negotiations, for example The Advisory Conciliation and Arbitration Service (ACAS) and the benefits they provide to organisations across the country. The report provides appropriate theoretical models to critically evaluate the employment relations problems experienced in the British Airways article, addressing the situation from the point of view of British Airways, their Employees, Customers and the Government. Appropriate recommendations will be made on the British Airways situation in order to prevent conflicts of interest in the future. 
1.0 INTRODUCTION
British Airways is a full-service global airline, offering year-round low fares with an extensive global route network flying to and from centrally located airports (British Airways, 2020) 2020 has witnessed the airline face financial challenges due to the Coronavirus pandemic. The Coronavirus struck the UK in January 2020, sending the country into a national lockdown by the 23rd of March. Businesses in both private and public sectors faced numerous challenges. According to the Office of National Statistics (ONS) (2020), The employment rate has been decreasing since the start of the first UK-wide lockdown (March 2020), while the unemployment rate and the level of redundancies have been increasing in recent periods. British Airways (BA) are a representation of an award-winning business that has experienced these financial troubles, resulting in pay cuts and dismissal of employees. Human Resources (HR) plays a crucial role in dealing with the strain this has on the stakeholders. A positive climate of employee relations - with high levels of employee involvement, commitment and engagement - can improve business outcomes as well as contribute to employees' wellbeing (CIPD,2020) Employee Relations (ER) strategies are vital in a healthy employment relationship. However, challenges can arise, as seen with the Coronavirus pandemic. This challenge should be managed professionally to ensure there are no conflicts between stakeholders.  The report will critically analyse the HR functions used in BA to manage the Coronavirus crisis. Focusing on ER strategies used from collective bargaining with third party representatives to the outcome of BA’s final decision. 
 2.0 THE ROLE OF TRADE UNIONS
The role of a trade union is to represent the interests of their members in pursuit of democracy in the workplace, they can be represented individually or collectively. A trade union explicitly represents workers and has been extensively used as inside-outsider literature (Lindbeck and Snower, 1988) The aim of a trade union is to re-balance the distribution of power in employee relationships more equally between management and workers. Employee relationships are managed by ER, they focus on creating and delivering people  practices which develop and maintain positive working relationships (CIPD, 2020) The employment relationship can be conceptualised as Fox (1966) introduces three main frames of reference: unitarist, pluralist and radical perspectives. A unitarist perspective does not agree with third party involvement, for example trade unions. They believe stakeholders share the same end goal, therefore there should not be any conflict within the workplace. The second frame is a pluralist perspective, this believes conflict is inevitable and it is ER’s duty to  minimise and resolve the conflict. The pluralist approach departs from the unitarist approach as they believe third parties, including the state and trade unions are legitimate representatives of employee interests. This approach stresses that workers require equity and voice at work; that workers should be treated fairly within the employment relationship and can participate in their governance (Budd et al, 2004). Pluralism spiraled from an intellectual response to the rise of the industrial working class, with concerns on the development of organisation's that could integrate workers into stable, developed societies.  The pluralist perspective was once unequivocally dominant in the analysis of work and ER. However, over the years this dominant position has been challenged by the rise of the unitarist approach. Fox’s final frame is a radical, also known as Marxist perspective, like pluralists they believe that conflict in the workplace is inevitable. However, as pluralists believe conflict is a result of opposing interest groups, Marxists view conflict as a product of the capitalist society. The Marxist first notable British exponent was Vic Allen, once a mainstream pluralist who joined the Communist Party in the 1950s and developed an orthodox Marxist critique of both UK industrial relations and its academic supporters (Heery, 2016). Marxists view trade unions as Labour’s reaction to exploitation by capital, focusing on improving workers’ position within a capitalist system.
The twenty-first century has seen a movement in British Trade Unions. The movement is conceptualised as the collective self-organisation of labour in response to the vagaries of the modern capitalist economy. (Humprey, 2002) The movement began in the 1970s, which was a period of economic stagnation. Years of capitalist underinvestment led to high inflation; new government policies exacerbated by the increase in oil prices across the world. ONS (2020) claims inflation was at its peak in 1975, at 22.6%. Inflation rates led to a cap on public sector pay, causing a continuous battle between the Labour government and unions. Miners’ unions claimed that pay was not keeping up with the cost of living, the battle resulted in mass strikes across the country. The strikes had a dramatic impact on the UK from 1978-1979, also known as the Winter of Discontent. The Winter of Discontent led to the election of anti-union leader Margaret Thatcher in 1979, resulting in a Conservative government. By 1985 Thatcher had beaten the miners’ strikes, further demolishing trade unions across the country. Under Thatcher's Conservative government new laws were introduced including industrial action ballots and notice rules to prevent unions from organising industrial action. The UK has seen union membership decline over the years. However, as we've seen the public sector reduce and greater outsourcing there has been an overall reduction in membership that has led to a shift more towards the private sector (Gautrey, 2016) Union membership increased by 91,000 - meaning union membership has increased by over 200,000 since 2017 (TUC,2020) The drive for union membership is amongst women, according to Roper (2020) there are now more women carrying a union card than at any time since 1995. The challenges of 2020, including Brexit and the Coronavirus has impacted the increase in membership across the country. This increase in membership confirms evidence from several TUC affiliate unions, particularly those representing workers on the frontline of the fight against coronavirus, of a surge in membership since the start of the pandemic (Roper, 2020)
The challenges facing organisations across the country can put strain on employees. Regulating an effective ER is vital to maintain a successful employment relationship. Price (2003) states, in the employee relations arena, negotiation usually takes place within the collective bargaining environment. Collective bargaining is a process whereby a trade union represents an employee, the organisation must work alongside the trade union to negotiate a decision that works in favour of both the employer and employee. Many of the collective bargaining arrangements are voluntary throughout business in the UK, conclusions must be reached regarding wages, working conditions and contracts. However, Individual bargaining does not involve a third party, it is a process by which an employer and employee must negotiate an individual's contract of employment. The advantage of using individual bargaining is that it helps the individual express their opinion directly. On the other hand, this could be a disadvantage for the employee, as their opinion may be ignored and not addressed. Dependent on the organisation, regulation of employee relations may differ. 
Over the past decade, the lack of representation and decline of unions has influenced the growth of legal enactment to assist employers and employees' issues. ACAS is an independent public body that focuses on improving organisations and working life through the promotion and facilitation of strong industrial relations practice (ACAS, 2020) Strong ER is vital for businesses to survive the current economic state of the UK, ACAS provides impartial advice on workplace rights, rules and best practice to employers and employees (ACAS, 2020).
3.0 EMPLOYEE RELATIONS
ER is a key factor in establishing trust-based relationships with line managers and employees. According to CIPD (2018) A positive climate of employee relations - with high levels of employee involvement, commitment, and engagement - can improve business outcomes as well as contribute to employees' well-being. The Coronavirus pandemic caused conflict of interests between stakeholders in BA, which resulted in mass redundancies and pay cuts. From an employer's point of view their key interests in ER include profit maximisation, shareholder value and control. The case study suggests that BA demonstrated profit maximisation by cutting employee costs. British Airways pilots are to vote on a deal struck between the Balpa union and airline management that would involve at least 270 losing their jobs and the rest taking pay cuts of up to 20%. (Topham, 2020) As an award-winning employer, BA has taken a pluralist approach by using a union to bargain with employees. Cradden (2011) emphasise that companies that utilise this practice values negotiation and coming to an agreeable resolution that benefits both the employees and employers equally. The case study states the airline sought to lay off up to 12,000 employees, including 1,255 pilots, as the coronavirus pandemic halted international flights. (Topham, 2020) Employees ranging from airhostesses, pilots, customer service representatives and administrative roles have all been affected by the company’s decision. Estlund et al claims that employees' shared interests extend only to their wages and working conditions, each factor being a cause of concern for employees due to dismissal and redundancies. In addition, the case study includes BA’s ‘Holding Pool’, that entails voluntary redundancy deals and part-time working for when demand picks up for business. The employees used trade union Bupla to bargain with their employer, offering BA a proposal, this demonstrates a Pluralist perspective.  The pluralism frame of reference focuses on compromising and collective bargaining as it recognises different interests within sub-groups can cause conflict, primarily between the management and trade union (Josephine, 2017). Furthermore, Bupla adapts the pluralist approach to compromise between conflicts of interest. However, their proposal to minimise redundancies and dismissal was rejected, Bupla stating it was ‘hugely upsetting’ (Topham, 2020) As for the customers of BA, the Coronavirus impacted all flights from around the world creating disruption for travellers. The customers' interest lies in receiving low-cost flights and good customer service. The unitarian perspective links with the customers' interests, as they do not want third parties to get involved. For example, without a trade union involved, it is least likely for a strike to go ahead. Fox (1966) claims the unitarist approach consists of all members sharing the same interest and being homogenous. Third parties are viewed as irrelevant as employees and employers have a mutual cooperation. The case study included a statement from the UK Government Labour party, claiming BA’s plans to dismiss employees as totally unacceptable, urging the prime minister to intervene (Topham, 2020) The Government’s interest lay within the economical state of the country, encouraging businesses to boost the economy. 
4.0 RECOMMENDATIONS
BA’s business decision to make 20% pay cuts and dismiss employees created a long-lasting impact which led to bargaining between the business and trade union. Appropriate recommendations will be made on the situation to prevent unrest happening in the future for the stakeholders of BA. Firstly, to provide mutual benefit for all parties, the UK Government announced a Furlough Scheme on March 23rd, 2020 to assist businesses and employees through the Coronavirus pandemic. The furlough scheme would give employers a HRMC Grant to pay employees 80% of their monthly wages. Allowing BA employees to receive furlough rather than being dismissed, this would benefit BA by maintaining a strong employee relationship. Secondly, to prevent claims of unfair dismissal, encouraging members of staff to go to be self-employed would enhance employees' prospects, not leaving them tied to just one airline. This would ensure employees receive an income and are being provided with multiple opportunities in the Travel and Tourism sector.  The benefits for BA include the reduction of outgoings, this includes company benefits offered to employees from sick pay, private medial and a pension scheme. The final recommendation for BA is to relocate the workforce, this can provide benefits to both parties. The relocation of work will provide job security and a salary for employees across the workforce. For BA this will be cost effective, by cutting costs in areas that work is no longer needed. The relocation of employees can be fixed in the long term or short term, this will ensure the trained and experienced staff are kept on until the demand is needed in their area once again. Recommendations are made to focus on employment relationships, finding a mutual agreement that benefits both BA and the employees. If the employee feels they have been listened to by the employer, this will prevent conflict and boost productivity levels in the future. 
5.0 CONCLUSION
To conclude, the report investigated the impact that external factors had on an organisation, in this case the Coronavirus on BA. Focusing on the importance ER has in managing employment relationships, ensuring the business provides mutual benefits for each party from the business' decisions. The report found that BA used collective bargaining to negotiate an outcome with its employees. However, the trade union Bapla, used by BA employees described the outcome as ‘hugely disappointing’ (Topham, 2020). BA did not take up a proposal from the union which would have avoided redundancies. Furthermore, BA decided to set up a holding pool which allowed employees to return to work when demand was needed. Despite this, pay cuts were made and mass redundancies, as stated in the case study, the airline sought to lay off up to 12,000 employees, including 1,255 pilots (Topham,2020) The pressures of the pandemic impacted trade unions across the country, also seeing a distinctive rise in legal enactment such as ACAS. Third parties are providing employers and employees with free advice and directions to take during this difficult time. The report provides recommendations for BA to take to avoid conflicts of interest in future, options included the Governments Furlough Scheme, self-employment and re-location of the workforce. It is recommended that the organisation consider other factors before deciding to dismiss its employees. 
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