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INTRODUCTION
In this report I will demonstrate understanding of contemporary employment relations and reward management in organisations and explaining strategies, policies, structures and processes used to develop and sustain employee engagement and organisational performance. I will be looking at PESTLE analysis of the employment relations framework in the UK, focusing on technological – AI, automation and employee monitoring and environmental/ethical – gig economy and zero hours contracts and capitalism v social enterprising organisations. I will also be looking into historical events that have shaped the employment relations framework, such as formation of the NHS. Futhermore, I will be demonstrating knowledge on the current employment relations climate in the UK and providing details of recent business examples. Inlcuding employee relations tensions in recent years such as the trade union membership declining. Lastly, I will be viewing what specific employment relations strategies and supporting bodies that can foresee employers utilising in the coming years to maintain strong employment relations whilst navigating the economic choppy waters ahead. This will include learning and development as the first step to better employment relations, involving the CIPD as a supporting partner. Employment relations are considered in an organisation as the relationship between employer and its employees. HR policies and processes should promote fairness that can support that relationship. It can influence positive business outcomes resulting in better health and well-being for employees (CIPD, 2019). 

PESTLE 
TECHNOLOGY 
AI is already being used to allocate shifts and collect date to rate employees in lower-paid sectors for example the same way passengers rate drivers on Uber. Technology is an important factor driving the need for change because it is still evolving and being used more and more every day. Technology is used for buying and sending things online, making appointments, checking social media updates, communicating via text message, video call or phone call, ordering food and so much more. There are organisations still not using AI or not using It as much as they believe it is more beneficial to stick with their way of relying on people, not AI. Nichol suggests that although an organisation can move from the basics of assisted intelligence with data-driven decisions into the next generation of augmented intelligence, where an organisation designs machines to enhance human intelligence and interactions, it is not possible without people, people drive culture. Only humans can set the vision, enable cross-functional collaboration and design for culture (2019). 
Wainstain believes “humans are still vital to customer interaction. This is not only true when dealing with negative sentiment, but also in training the models and communicating insights that have been complied by AI. AI can show you stats of your strengths and weaknesses. But only when this is combined with a human input will these stats truly become insights and provide value that can be acted upon” (2019). Due to AI organisations are changing, they will get smaller in size, the shape of organisations will change as the internal workforce will become less important and move towards project-based models of organising work, and lastly skills will be taken over by AI as they will provide multiskilled programmes rather than individuals with fewer skills.
The younger generation in the workplace are already embracing new technology, whereas older employees may require more support on learning how to use these tools. Rennie suggests that there can be cross generational conflicts around the application of technology that may require employers to be alert to employee relations issues around change management. Where a robot can carry out warehouse fulfilment and product delivery, there is a reduced need for human employees (2019). There may be considerations in organisations where the employees are represented by a union. It is questioned whether arrangements need to change to give unions a say on how new technology is introduced and what that impact will have on their members.

ENVIRONMENTAL
Organisations are a key contributor to environmental degradation, particularly to anthropogenic climate change (Renwick et al., 2016). It is important that organisations reduce their carbon emissions and implement practices into the workplace to do so. However, these implementations are likely to affect work practices, skills and employee relations, so that employees will necessarily have an interest in these programmes. In this context, ‘green’ or ‘sustainable’ human resource management is an emerging area of research (Markey et al., 2019). 
Conaway and Laasch state that Swiss Re initiated the first global corporate initiative of its kind in 2007 to help employees reduce carbon emissions in their private lives. The COyou2 Reduce and Gain Programme supports the company’s climate change strategy and efforts to reduce CO2 emissions. It gives employees the opportunity to claim subsidies from the company for a range of emissions-cutting investments they want to make in their private life. When Swiss Re launched the programme in 2007, it was the first global corporate initiative of its kind. More than 4,000 subsidies have been granted in five years (2014). According to Milton, Low Carbon Workplace (LCW), the UK’s only carbon based landlord, developed a method to create a ‘Whole Building Carbon Regime’. Their recent study discovered that employees have an average 10 electrical items plugged in, including PCs, fans and mobile phone chargers. Emissions can be reduced by employees turning all items off everyday before leaving the workplace (2011).

HISTORICAL EVENTS 
FORMATION OF THE NHS
Healthy employee relationship is important for the organisaiton to get the best level of outcome from employees. However, conflict between employees needs to be handled well to avoid the wastage of resources. I will be looking at the formation of the NHS and how it has impact employee relationships. The BBC state that the National Health Service (NHS) was founded 5th July 1948. It has been financed almost 100% from taxation where the rich pay more than the poor, this is a crucial part of the service (2018). All UK citizens are eligible for care, even people who are temporarily residing or  visiting the UK. In the past the service was completely free, including prescriptions but dental charged were subsequently introduced (Rivett, 1998). Although the NHS has a positive impact on the nation as service users, it has impacted employee relations in a more negative way. This is due to conflict within the workplace due to employees being treated unfairly, employees working in a risky environment and poor communication as the company is so big. In an organisations priorities, they are to protect employees working for them. 
The core Human Rights principles of dignity, equality, respect, fairness and autonomy should underpin any strategy, policy or procedure designed to promote positive behaviours inside the workplace. The NHS state that Human Rights are about our basic needs as human beings. This guidance is fundamental to ensuring that the human rights of everyone working in NHS Wales are protected, respected and fulfilled (2006). The National Workforce Skills Development Unit at NHS England state that one of their biggest challenges to face is wellbeing. Key issues such as recruitment and retention of staff are reflected in publications such as the Health Education England draft health and care workforce strategy; ‘Facing the Facts, Shaping the Future’. With that in mind, the NHS have brought together a reference group to think differently and collectively in order to face the problems in the NHS workforce (n.a).

NHS STRIKES
In 2014, workers of the NHS went on strike due to their salaries. Triggle reported ministers in England and Northern Ireland have awarded NHS staff a 1% increase, however this pay did not apply to all workers. This increase was designed to reward professional development which was awarded to around half of the NHS staff (2014). Furthermore, the pay rise was “non-consolidated” meaning it was to be taken away at the end of the year and did not count towards staff pensions. Triggle (2014) also noted that NHS England released figures showing around 1 in 35 did not turn up for work following this strike. Another NHS strike due to lack of employee consideration, took place in Bradford where over 300 hospital staff went on strike in a dispute over what union leaders have labelled as “back door privatisation” (Halliday, 2019). Porters, cleaners and security staff voted to take industrial action over plans by Bradford teaching hospitals NHS trust to set up a new company to run the facilities. These strike.s show that workers and managers do not always work in harmony and have their differences, and these groups can lead to conflict in the workplace resulting in employees taking a stand against it.
BBC suggests poor employee relations can lead to:
· workers not co-operating
· industrial action
· a bad reputation for the organisation
Grievance procedures usually involve the human resources department and trade union representatives (n.a). 

TRADE UNION MEMBERSHIP
During the industrial revolution of the 18th century, involved a dramatic migration of workers from the land and from cottage industries into urban centres to work in factories, mills, ironworks and mines (Gennard et al., 2018). According to section 1 of the Trade Union and Labour Relations (Consolidation) Act 1992, trade unions are: ‘organised groups of employees who: consist wholly or mainly of workers of one or more description and whose principle purposes include the regulation of relations between workers and employers’ (2016). The BBC notes trade unions are organisations which support and represent employees and employees can join a union to enable them to have a collective voice. Employees pay an annual subscription to have the trade union negotiate on their behalf.
Trade unions have certain aims:
· to advance the interest of their workers
· to achieve the best working conditions for their members
· negotiate pay deals for their members
· attend grievance and disciplinary hearings in support of their members
· provide members with legal advice and financial advice
Trade unions operate a system called collective bargaining. This is based on the idea that many people speaking with one voice can achieve better results than a solitary employee who could be easily ignored (n.a).
Armstrong (2006) reports the political condition and change of economic condition with the effect of globalisation are the major factors contributing the change in trade union operation and its decline of membership. Different factors leading to rapid decline of British trade union membership in the 1980s and 1990s such as economic, political, industrial and trade union internal factors. Roper states one of the main challenges for unions is replacing the older individuals in the workforce with younger members (2018). 
However, with an increased level of temporary workers such as contractors and agency workers, new membership faces further strain. It was discovered that following the election of the Conservative Government in 1979, there was a sharp and profound decline in union membership and also the scale and scope of collective bargaining (Gennard, et all., 2016). However, Park suggests even though membership is declined, trade unions still play an important role in employee relations (2019).  The business cycle is affected by the membership decline as membership is said to increase at times of low and/or falling unemployment. Betchoo reports trade unions will have a part to play although they must clearly accept that an employee-focused industrial relations strategy is far better than a profit-based or productivity-based one. Workers’ perceptions of management – employee relations depend on practices and structures underpinning the relationship between management and employees (2014). It is clear that in controlling employee relationship, the balance is more towards employers than trade union. Lastly, the skills of managers and empowering individualism show clealy the limiting trade union roles and power in the future.
 
LEARNING AND DEVELOPMENT
Heal (2018), noted the latest figures from the Ministry of Justice show an overwhelming demand for employment tribunals. The number of claims in England and Wales between April and June 2018 were up to almost 11,000, compared with around 4,000 last year (a rise of 165 per cent). This is due to there being a marked change in attitudes among employees to the authority of their employer and its leaders and managers. What's needed is a strategy of training for underpinning healthy employee relations. Essentially that means all staff, at all levels, need support in learning how to talk together, work together and deal with differences better in this new 21st century context.
Looking at the CIPD learning and development methods, if employers were to utilise this in the coming years they could maintain strong employment relations whilst navigating the economic choppy waters ahead. The Chartered Institute of Personnel and Development (CIPD), state that learning and development is about creating the culture and environment for individuals and organisations to learn and grow. It’s about knowing the current future capability needs of the organisation as well as how to create a learning culture that drives engagement in continuous professional development (2020). Hoffman also suggests the need for strong development programmes is key locally and internationally – to support executive development, staff retention and competitive edge has only enhanced the role of L&D teams (n.a). CIPD have a strategy towards learning and development as it impacts employee relations. Engaged employees has a positive impact on employee relations, and in order for employees to become engaged they need job satisfaction. By employees learning and developing they will become more engaged and the organisation will benefit from this as the employees are working at their best. CIPD suggests to keep employee relationships positive within the workplace, organisations need to create and maintain a learning culture that supports continuing professional development, learn how to integrate current and future trends in adult learning and motivation into the organisation’s learning approach and understand the value of learning cultures and how they can support the organisation’s growth (2020).

CONCLUSION 
In conclusion, there are a number of factors that influence employment relationship.  The list of factors is continuously evolving. Although it is reported that UK trade union membership is on the decline, organisations need to continue to promote a strong  relationships within the workplace and partnerships. In regards to PESTLE technology, the younger generation in the workplace are already embracing new technology, whereas older employees may require more support on learning how to use these tools, encouraging the older generation to use AI in the workplace will mean that everyone is on board and working together to understand the technology which their organisation is implementing into the workplace. It is clear in certain sectors employee relations can be poor, the NHS example displays this clearly. By all organisations having a strong learning and development programme, this will help employement relationships massively as everybody will receive the correct training and learn how to work in the organisation collectively.
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