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Summary

This essay assesses why companies would need a policy on workplace ties. The Pestle analysis would be used in the essay to illustrate how economic and technical influences have an effect on employment relations. This essay will include details on the recent events of Thatcherism and globalisation to demonstrate how these developments affected employment relations. Lastly, the employment relations approach will be explored to illustrate how they are used in the sense of everlasting variables.

















Employee relations have substituted industrial relations as a concept for describing the partnership among employers and employees. Employee relations are now seen as concentrating on both individual and group relationships at the workplace, with a growing focus on ensuring line managers develop care-based relations with employees. A positive atmosphere of employee relationships-with a high standard of employee engagement, dedication and loyalty-may enhance business results as well as contributing to the well-being of employees (CIPD, 2020).
Today's definition of employee relationships is so much broader and applies to both worker and group labour relations. This represents the growing individualization of the working partnership after the growth of marginal labour rights and the decrease in the power and strength of trade unions (CIPD, 2020).
The main question for companies is that they empower their employees to handle partnerships efficiently on a group and person basis. It is only by such a strategy that management can have the trust and expertise to create a productive workplace engagement environment that can lead to better company results (CIPD, 2020).
Ten years since the 2009 global economic crisis, stress rates are said to be higher globally, "74% of individuals have been so overwhelmed over the last year that they have also been frustrated or are incapable to manage" (Mental Health Foundation, 2018). Jobs for life are considered a thing of the past (Ryan, 2017). The workplace seems to be increasing in complexity.
Over the next decade, it is crucial for organisations to build a strong employment relation strategy to survive during the economic and external environmental challenges this is why companies use the pestle analysis strategy. A PESTLE analysis is a method for the evaluation of main factors which are Political, Economic, Sociological, Technical, Legal and Environmental) affecting an entity from the outside. It provides employees with information into the external factors affecting their organisation. The analysis is versatile enough that companies could use it in a variety of different situations. The findings will be used by experts and senior executives to direct strategic decision-making (CIPD, 2020).
In economics, inflation is a gradual rise in the overall cost of products and services throughout the economy over time (Blanchard, 2000). As the overall price level increases, each unit of currency purchases fewer products and services; as a consequence, deflation represents a decrease of buying power per unit in the capital–a decline in economic interest in the currency and unit of account of the economy (Mankiw, 2016).
Traditionally, the association between inflation and unemployment has become the opposite relation. Because inflation and employment are also the most tightly watched economic measures (Frisch, 1983).
Pay inflation, or pace of increase in income, as a metric for inflation in the country, where unemployment is high, the number of people searching for work far increases the number of jobs available. The supply of employees is higher than the use of it (Dionne, 2013).
Because of many jobs open, there is no incentive for companies to offer employees, resources by charging them higher salaries. In periods of high unemployment, incomes usually stay constant, so wage increases or increasing salaries are non-existent (Edwards, 1984).
In periods of low unemployment, labour production by employers surpasses availability. In such a competitive labour market, companies usually tend to pay higher salaries to recruit jobs, inevitably contributing to increasing inflation (Holland, 1986).
When the economy is below the point of maximum employment, inflation has a stimulant impact on production and therefore on wages. Yet if the economy has also achieved the point of employment, inflation can just boost the average value of production. As soon as employees ' incomes remain below the inflation rate, actual salaries should reduce and promote inflation. Employers hire more employees which increases employment and therefore increases production. However ultimately employees will expect a rise in the overall price level and demand higher wages, and the balance will be re-established at the normal rate of unemployment (Parkin et al., 1976).
Wage inflation is an average increase in the cost of production arising from a rise in incomes. In order to retain business income following a rise in income, companies will boost the rates they charge for the products and services they offer. The average rise in the cost of products and services has a spiral impact on wage increases; inevitably, when commodities and services grow generally in the economy, higher salaries would be required to account for higher consumer product costs (Bersin, 2018).
Organisations like McDonald's did not handle wage inflation so well, so in 2019 McDonalds workers went on strike when they believed they had not been paid sufficiently. Employees claimed that they were unable to earn a living salary, which therefore required going on strike. McDonald's workers continued with this strike because they agreed that £ 7.31 an hour is not enough, so staff felt that higher salaries can contribute to less poverty within the United Kingdom (Andersson, 2019).
In technology Artificial Intelligence (AI) is used in organisations to support managers in recruiting by using data to make employment decisions. Particularly, while rational thinking may indicate that AI will help to reduce subconscious or conscious bias in the application process, it has rapidly become clear that the possibility of bias remains.
Employers evaluating the application of Artificial Intelligence (AI) in the workforce must be mindful of the possibility of age discrimination allegations.  The Federal Age Discrimination in Employment Act forbids age-based discrimination towards employees aged 40 or older. The use of AI at the workplace to simplify such tasks may result in a discriminatory effect on older employees and possibly subject the business to claims of discrimination. Specifically, if older employees fail to adjust to new technologies, or if unconscious prejudice results in the assumption that younger employees are better adapted to coping with change than their older counterparts, older employees may be the first to do so if they encounter a decrease in intensity as a consequence of the use of AI (O’Kelly, 2019).
Technological advances may have an impact on employment in 2 keyways by explicitly replacing employees from activities they have previously performed displacement effect by growing labour demand in businesses or positions that emerge or grow as a result of technological change productivity effect (Petropoulos, 2020).
Leaders may help employees plan for the future by learning skills that enable individuals to move between positions. Changes in markets could contribute to a reshaping of employment, so more flexible workers should be able to face these demands so succeed. Investing in expertise and professional growth is the secret to addressing technical progress in the workplace (Petropoulos, 2020).
Many companies use AI such as employee monitoring. Employee monitoring involves the use of different forms of observation in organisations to collect data on the behaviour and positions of staff members. Companies track employees in order to increase efficiency and secure company capital. The main goal is to discourage, inappropriate behaviour and, if that attempt fails, to decrease behaviour until it can have a detrimental impact on the company (Wigmore, 2017).
Thatcherism is the ideology, cultural, social and political philosophy of British Conservative activist Margaret Thatcher, who became the head of her faction (Gallas, 2015). The proponent of Thatcherism is known to be a "Thatcherite." Thatcherism reflected a systemic, definitive rejection and reversal of the post-war majority, with both political parties generally compromising on core principles of Monetarism, democracy, privatised trade, and tight control of the British economy (Klein, 1985).
The conservatives pursued a strategy of monetarism–trying to regulate the availability of funds in order to curb inflation. That contained interest rates and increased taxation. This reduced inflation to 5% by 1983, however, rose to more than 3 million at the expense of a severe recession and unemployment (Klein, 1985).
Mrs. Thatcher's earliest actions were the 1984 Miners Strike. Successfully outmaneuvered the workers and significantly undermined the National Union of Mineworkers (NUM), coal unions will no longer be willing to pull down a government in the 1970s. The strike was causing permanent damages, and miners saw the industry's collapse as proof that their suspicions of pit closing were real. The mining sector has been shrinking since the 1920s. Half a million workers worked in coal mines in 1945 (Pettinger, 2018). Currently, this number is fewer than 10,000 and is being supplemented by inexpensive imports and other sources of energy. The collapse of coal mines it is difficult to validate, considering the environmental expense of mining, why the government would have supported the diminishing sector (Winterton, 1989).
The strike was declared unconstitutional in September 1984, since no national referendum had taken place. The strike began on 3 March 1985. It was a seminal moment in British labour relations, with the collapse of the NUM dramatically undermining the trade union movement. It was a big success for Thatcher and the Conservative Party, as well as the Thatcher government is able to implement its economic policy (BBC, 2012).
At the beginning of the 1980s, unemployment grew dramatically due to inflationary monetary and fiscal policies. The 1981 recession, as well as the collapse of the heavy industry, have contributed to an increase in underemployment even in the boom years of the mid-1980s, unemployment stayed strong. Correspondingly, at the end of the 1980s, unemployment was over 2 million. Structural and regional unemployment encouraged by industrial decline remained a major factor (Pettinger, 2018).
Globalisation is a phase in which a change in the ratio of commercial, social and cultural events takes place across national boundaries. The globalisation cycle has important cultural, sector and social consequences (Riley, 2009).
Globalisation could have an effect on the number of employees created in the economy and to have an influence on the main macro-economic indicators including the rate of unemployment and the labour-to-population ratios (DI PIETRO, 2016).
The issue is made more complex by the fact that the impact can be different at the micro-economic level establishment, enterprise, economic activity and at the macro-economic level total economy, as well as in the short/long term. The problem is rendered more complicated by the reality that the effect will be significant at the microeconomic level of government, business, industrial development and thus the macroeconomic level of the overall economy, as well as in the short and long term. Nevertheless, causes other than economic globalisation, such as population development, might be the true cause of this scenario (DI PIETRO, 2016).
Globalisation can also have an effect on the composition of employment. Their diffusion through business activities. Jobs related to some economic activities can continue to vanish, whereas jobs linked to other, maybe modern, activities are generated by evolving comparative advantages and trends of differentiation (OECD, 2007)
Globalisation will impact employment earnings in two forms. Firstly, by growing the total output of the economy, such as its profitability, it contributes to a rise in actual profits that can be compared in work income. Secondly, through promoting the flow of goods and factors of development, market disparities between nations, particularly labour costs, such as job earnings, could gradually be reduced. At the global stage, these patterns appear to materialise (DI PIETRO, 2016).
An adversarial relationship is when companies view one another and their partners as opponents, viewing them as competitors rather than associates (Marches, 2016).
A partnership in companies requires all parties to work strongly together just to ensure that anything they do benefits both businesses (Marches, 2016).
Companies such as Nissan went through Adversarial relationships and gained a lot of criticism from the media. Nissan lost out on the benefits of having a supplier relation. Nissan's adversarial strategy to price management has dramatically strained ties with its suppliers, and it is reasonable to assume it has damaged sales to make a difference in profits from the supplier. Nissan became the target of bad product planning and uninspired designs (Allen, 2016).
Because problems like this occurred Nissan worked towards a new goal which was to fix their adversarial partnerships. Nissan fixed their problem by producing new products and they have now improved their profit. This shows that Nissan faced problems such a product changes, Nissan was able to replace their old suppliers with a global supplier. It indicates that Nissan was able to substitute its old suppliers with a new supplier in the face of challenges such as product changes. The new provider saw the potential and thus assumed that Nissan should work with the supplier. Nissan followed the principles of cooperation by specifying the roles of the suppliers. This shows that Nissan has improved, uses collaborative methods, and has shown that collaboration is a successful approach to business use (Stallkamp, 2005).
Trade unions saw membership decline in most developed economies throughout the last 25 years. In Britain, employees are much less inclined to also be union members than they had been two decades earlier, and fewer and fewer employers acknowledge unions for salary bargaining. It is also believed that perhaps the loss of large scale production facilities had been the main reason for the decrease in union membership (Bryson, 2008).
This is also believed that the weakening in labour unions is followed by a corresponding weakening in the impact that the remaining trade unions have on workers and businesses. Nationally, this has to be the situation: a decline in the existence of trade unions means that fewer workers are affected. Yet it is not clear which impact the unions will have on certain places of work that remain heavily unionised (Bryson, 2008).
Unitarianism based their claims on the premise that the tension in the organisation is a preventable aspect of the partnership among workers and their supervisors (Motamed, Yarmohammadian and Yousefy, 2013).
Pluralists claim that conflict in the workspace is unavoidable, this undermines the stance of unitarians who claim that it is important for organisations to avoid conflict in the workplace (Motamed, Yarmohammadian and Yousefy, 2013).
Employee relations tension can be a big impact, for example, the NHS went on strike, this occurred because the Their employer Frimley Health NHS Foundation Trust planned to privatise up to 1,000 NHS buildings, which therefore meant 600 employees may lose their jobs (Halliday, 2019).
According to CIPD (2020), Good relations with employees are critical on a collective and individual basis. A supportive workplace relationship environment and a high degree of employee engagement have the potential to contribute to improved business performance and also improved health and well-being for employees.
The informal environment in the workplace has a significant effect on the level of happiness and engagement of employees. Employers must also pay close attention to strategies that lead to successful employee relationships, such as efficient employee voice strategies, involving two-way contact, shared collaboration, employee disposition or motivation assessments, and a 'partnership' type of work (CIPD, 2020)
Recent research CIPD (2020) shows that trade unions are seeking new behaviours to bring employers under pressure, as industrial action is no longer a danger.
The study 'Managing Employee Relations in Difficult Times' examines statistical statistics from the Office for National Statistics (ONS) which indicate that the total number of hours missed annually related to strike action has been less than 1 million in the past 20 years, compared to 12.9 million in the 1970s and 7.2 million in the 1980s (CIPD, 2020).
According to the statistics, the number of hours lost each year was in the public sector 92% in 2011 and more than half of all hours lost were lost for just one day.
The CIPD (2020) states that given the decline in the number of turnovers, this does not indicate that the workplace dispute has subsided, and its study illustrates the evolving nature of strike action and the strategies currently being used by trade unions to attempt to get their opinion heard, including Accusations to harm the image or brand of the employer, which could be very effective. In certain cases, actually being exposed to strike action could be seen as detrimental to the employer. The study shows that several companies already see trade unions as core stakeholders and, as just a response, seek to settle disputes (Andy, 2012).
Employers will need to focus on partnership and collaboration instead of adversarial approaches in order for an organisation to respond to Brexit challenges they may face. The support they could use within Brexit challenges could be ACAS this is an Advisory, Conciliation and Arbitration Service. This service helps because this organisation works with Employers and workers to strengthen their ties with the workplace. They are an autonomous public authority that receives assistance from the government (ACAS, 2020).
Employers should use social activism networks such as Glassdoor by using this channel it provides employees with a voice so they can Provide reviews and suggestions on employment opportunities, training & growth, top management, pay & rewards and organisational culture (Raelson, 2018).
To conclude, research shows that there are many external factors that affect employment relations in the United Kingdom, such as economic and technological issues. Historical incidents that have been discussed demonstrate how the system for workplace ties has influenced it. If companies use an adverse approach, there is more likely to be a dispute between employers, but if they use a partnership, there is less likely to be a conflict. Employers should use networks such as Glassdoor to obtain perspectives from employees in order to create a strong employment relationship.
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