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[bookmark: _Toc22152]Introduction
With the advent of human resource management, the focus has been shifted towards employee engagement and communication strategy while continuing with improving business performance. The business environment is constantly changing with its effect on employment relations that has led to increase in the number of women in the industry, the advent of part-time based jobs and concerns towards the pay gap and job security (Bennett, Saundry & Fisher, 2020). In this context, the essay focuses on analysing the existing employment relations framework in the UK with shreds of evidence from the historical events that lead to the formation of the employment relations framework. The essay also analyses the employment relation strategies that can be utilised by employers in the future for maintaining strong employment relations.
[bookmark: _Toc23308]Impact of Economic and Environmental Analysis on the Employment Relationship in the UK.
In analysing the impact of economic and environmental factor on the employment relationship in the UK, PESTLE analysis has been utilised. PESTLE (Political, Economic, Sociological, Technological, Legal and Environmental) analysis is a framework that is used in analysing the impact of external environment factors on the business (McGrath and Bates, 2017).
   Economic: In relation to the economic factor, Brexit has significant implications on the UK economy with its effect on the employment relationship. In 2016, people in the UK voted in support for Brexit for UK exit from the European Union (EU). The Brexit lead to several questions, mainly relating to its impact on the business, employees’ and their rights. The future of the employees’ remains uncertain; however, it is expected that citizens of European Economic Area (EEA) will benefit from transitional provisions with the applicability of existing of EU social security regulations (Jay, Davies and Reid, 2016). The referendum for the Brexit in the UK was unexpected, sending uncertainty regarding the future of companies in the UK. Companies in the UK believe that Brexit will affect their access to the market and migrant labour supply. Further, fear of Brexit has to lead to a decline in the investment to the region; however, it has gradually become normal after three years. The delay of three years stated that firms in the UK might not handle large shocks leading to delay in the recovery period. In addition, Brexit has to lead to a decline in organisational productivity by 2-5% over these years (Bloom et al., 2019).
     Despite the concerns predicted over the Brexit impact on employment in the UK, it has been observed that employment levels continued to increase since 2016. However, the employment growth was affected in 2019, but still, the labour market was open to several employment opportunities. Brexit has also impacted the recruitment procedures for a various organisation as citizens from the EU has failed to fill the gap of employment opportunities. The organisation are now focusing on maintaining employment relations with their existing employees’ by increasing their salaries so that the impact of difficulties faced in recruitment can be mitigated (CIPD, 2020). Companies in the UK are facing the heat of Brexit as they have initiated a cautious approach in their business. The employment relationship in the Aim Brain Solutions Ltd in the UK has been affected due to Brexit as its potential employees’ have begun withdrawing their applications, citing concerns to the Brexit (Loten, 2020). In the economic cycle, the recession also has its impact on the organisation with relation to creation and decline in the employment opportunities. Further, the employment relationship is also impacted by the recession as the organisation is compelled to reduce the employee numbers so that they can adjust their budgets (Van Wanrooy et al., 2013). The UK economy was hit severely due to the recession in 2008, which lead to an economic imbalance in the labour market. The employment relations were affected significantly as over 580,000 jobs were drastically reduced in the wake of the recession by 2010 (Bell and Blanchflower, 2010).
     Environmental: In the UK, trade unions led by the main body, Trades Union Congress, has gained success in terms of reducing the carbon footprint at the workplace. Various green representatives have engaged themselves in this initiative and have implemented projects that are compatible with the latest technologies with less impact on the environment (Markey et al., 2019). Further, in the UK, zero-hours contracts and gig work have legal significance. Companies such as Uber and Deliveroo have stated that their employees are independent contractors and are working on the basis of zero-hour contracts. However, there has been ongoing debated in the UK regarding the minimum wages for the people employed as a part of zero-hour contracts and gig work (Adams and Prassl, 2018).
[bookmark: _Toc8453]Analysis of Historical Events that Framed Employment Relations in the UK
In 1832, voting rights in the UK were granted to middle classes that owned properties by ignoring the working classed. Chartism movement began in 1836 and remained most active during 1838-1848 period. The main motive of this movement was to grant political rights for the working classes with its six main reforms. These six reforms were voting rights for all men aged above 21, secret ballot voting, exclusion of property qualification in the process of becoming a Member of Parliament (MP), payments for the MP, making the size of all electoral district equal and annual parliamentary elections. The Chartism movement filed petitions in the parliament with their aims; however, it was rejected thrice in 1839, 1842 and 1848 (National Archives, 2020). The first petition with more than 1.25 million signatures was filed in 1839 to the House of Commons. However, it was rejected by the parliament leading to massive unrest, which was eventually suppressed by the authorities. The second petition with more than 3 million signatures, was then filed in 1842, which was also rejected in the House of Commons. The rejection of the petition again followed unrest which was handled swiftly by the authorities. The third and final petition was filed in 1842 with a mass gathering at the Kennington Common. The mass gathering was organised by the leaders from the chartist movement and the editor of "The Northern Star" newspaper, O'Connor. The third petition was also rejected; however, this time, no unrest took place as the authorities had put the military on standby. The leaders tried to keep the Chartism movement alive, but after a few years, it was not considered as a means of reform (UK Parliament, 2020).
    Despite the rejection of petitions, the legacy of Chartism movement remained strong. Later during the 1850s, the MPs' stated that reforms provided by the movement is inevitable, which led to the passing of reform acts in 1867 and 1884, respectively. By the end of 1918, five out of six reforms were passed by the parliament; however, the demand for conducting election every year was never accepted (UK Parliament, 2020).
Thatcherism is based on the policies that were incorporated by the Margaret Thatcher, then Prime Minister (PM) of Britain. Thatcherism policies were mainly focused on the free market and building a small state for the same (BBC, 2020). Meanwhile, the UK witnessed the major strike between 1984 and 1985 when more than 187,000 miners went on the strike, that was half of the total miners in the UK. However, despite the strike, some miners in Nottinghamshire continued working, which divided the city in terms of crossing the picket line. The strike by the miners was considered as the last attempt by the miners to save the coal industry. National Coal Board announced that they are closing over 20 pits which would result in losing over 20,000 jobs (Pittam, 2019). In the city of Nottinghamshire, ballot voting was conducted in which miners decided that they will continue their work. Only a handful of miners, which was roughly a quarter of the total UK miners, decided to continue with the strike. However, the strike impacted the region of South Wales where over 99.6% miners continued with the strike, which continued till the next year, with 93% miners continuing with the strike (Pittam, 2019). Margaret Thatcher termed these miners as an enemy within the state and asked the state to treat these miners as unlawful. The PM also focused on deploying MI5, special police, NSA and GCHQ to spy on the miners by keeping a track on their funds and cash deposits (Milne, 2014). The strikes impacted the employment relations in the UK as minors who were on strike failed to earn money and were termed ineligible for the benefits provided by the organisation as their actions were illegal (Pittam, 2019).
[bookmark: _Toc17025]Evaluating the Existing Employment Relations Climate in the UK
In the last few decades, employment relations have witnessed tremendous changes due to a decrease in the trade union membership and a reduction in industrial action and strikes in the UK. Further, the UK has witnessed a reduction in the union density, both in the public and private sector. However, the decline in trade union membership has not affected employment relations as the wages of the employee in the UK remain unaffected (Blanchflower and Bryson, 2010). Some companies in the UK, such as Vauxhall, implemented the partnership relationship by moving from the adversarial relationships between its workers and trade unions. Vauxhall is a car manufacturer company in the UK which opted for downsizing its employees' numbers by closing its plant. The move of closing the Vauxhall plant affected the employee and union partnership (Reilly, 2001). On the other hand, Nissan, another car manufacturer company, created its own partnership system called as Pre-Production Quality Assurance for the European market. However, the company was uncertain regarding the employment relationship in the UK when compared with the employment relationship in Japan. In this process, the company with support from its senior management achieved success in terms of the employment relationship in the UK. The company considered an employee as a valuable resource and continued focusing on developing a healthy relationship with all the people employed in the Nissan. The company shifted from the adversarial relationship and shifted towards its own set of relationship termed as Nissan Way. The main features of this partnership were to bring mutual trust, shared benefits and long-term relationship with the employees' in the UK (Just Auto, 2020).
In the UK, the pluralist approach has been in dominant for a brief period in terms of employment relations in the UK. However, a shift has been observed with the pluralist approach regarding the market failure and mismanagement of the organisation (Heery, 2016). However, trade unions have begun focusing on the development of organisational management in terms of environment uncertainty as per the assumptions based on the unitarist approach. Further, the unitarist approach has also been linked to fairness and justice in the context of the employment relationship (Thursfield and Kellie, 2013). The Sports Direct Protests in the UK took place due to the mistreatment of workers in association with zero-hour contracts. Trade union demanded that an independent investigation has to be conducted to identify how the employment relationship with the Sports Direct was affected. It was later identified that workers at Sports Direct feared to raise their voice regarding then racism and sexism behaviour in the UK (WarOnWant, 2016).
[bookmark: _Toc31237]Applicability of Employment Relation Strategies and Supporting Bodies by the Employers in Future
Maintaining healthy relations with employees has become essential for employers in the contemporary environment amidst rising issues of stress and work-life imbalance. It is reported that employees' physical and mental well-being is adversely affected due to increasing workload and rapid organisational changes due to Brexit uncertainties. In order to develop strong employment relations, it is necessary to integrate effective learning and development practices as learning and development are deemed to be initial steps towards fostering robust employment relation (Kersley et al., 2013).
The UK organisations operating within the public and private sector must devise their human resources policies (HR) in alignment CIPD guidelines. In the present era, industrial relations are replaced via employee relations, and it is viewed as stressing upon both collective relationships and individual relationships in organisations. Employers can collaborate with CIPD for refining their employee relations strategies relating to training, learning and competency development of employees. Line managers must form cooperative and trust-based relations with workers so that employees can share their concerns with immediate authority. It is well-known that a positive organisational climate contributes in increasing employee involvement, engagement and dedication that further results in improving the well-being of the employee base while simultaneously enhancing business performance and outcomes (Beevers and Rea, 2016).
The Advisory, Conciliation and Arbitration Service (Acas) is working towards improving organisational practices and the overall work environment for employees by promoting strong industrial relations and enabling robust employee relations practices. In order to maintain organisational performance and productivity and minimise the negative consequences of Brexit, it is advised to focus on strategic collaboration and partnership (Beck and Williams, 2016). The UK employers should focus on integrating proactive approaches and partner with ACAS to effectively respond to Brexit uncertainties and challenges and their impact on organisational practices. Early conciliation strategies outlined by ACAS can be utilised by employers for conflict resolution in a timely manner. 
It is the responsibility of employers to review the effectiveness of existing HR policies and make necessary changes concerning communication, consultation, employee engagement, dispute resolution, diversity and inclusion, flexible working and absence management (Lowry, 2016). Proper measures must be taken for ensuring transparency in gender pay gap reporting to build strong employee relations and reduce the occurrence of conflicts.
Employers need to give adequate attention towards creating proper communication channels at the workplace by conducting one to one meeting and holding a group meeting at regular intervals to resolve their grievances. The informal and flexible work environment strongly affects the commitment and satisfaction levels of workers (Lowry, 2016). Hence, employers must incorporate effective mechanism relating to employee voice such as joint consultation, employee engagement surveys, employee attitude surveys, promoting participative working style and fostering two-way communication at the workplace. Use of effective employee voice strategies would alleviate the chances of negative publicity of the company on online platforms and post of negative company reviews on different social media forums such as Glassdoor (Williams, 2017). As a whole, it is evaluated that partnering with CIPD and ACAS and designing HR strategies with a focus on employment relations would enable employers to enhance employee well-being, improve organisational outcomes and properly respond to Brexit challenges.
[bookmark: _Toc23806]Conclusions
It can be concluded from the above findings that trade union membership is declining in the UK. The fear of Brexit is impacting the UK's economy and is also concerning the companies in the UK. There has been the focus in the UK companies to reduce the carbon footprint and also ensure that minimum wages are incorporated with the gig economy and zero-hour contracts. Chartism movement was a crucial movement in the UK, which lead to the formulation of various reforms that includes voting rights for men aged above 21. The UK organisation based in public and private sector should be in compliance with the CIPD guidelines leading to an employment relationship in the UK.
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