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Summary
This essay evaluates the need for an employment relations strategy. A PESTLE analysis will be conducted to show how the Social and Economic factors have an impact on employment relation in the UK. Historical events will also be included within the essay to explain how they shaped the employment relations framework. Lastly, specific employment relations strategies will be stated for employers to use in the up coming years to maintain a strong employment relation throughout going through economic external factors. 
 

















Introduction
Employee relations is when both individual and collective relationships are focused on in the workplace. Increasing emphasis on helping line managers to start trust-base relationships with their employees is very important as it helps create a positive environment for employee relations, with high levels of employee involvement, engagement, and commitment. This helps to improve organisation outcomes as well as contributing to employee well-being (CIPD, 2019).
Since the global economic recession of 2009, the stress levels are believed to be much higher nationally. The ‘Mental Health Foundation’s study’ (2018), which had 4,619 respondents found that “in the past year, 74% of people have felt so stressed they have been overwhelmed or unable to cope”. This was the largest known UK study of stress levels. In the 21st century, jobs that last a lifetime are believed to be a thing of the past (Ryan, 2017), and the union membership is declining rapidly (Gennard, et al., 2016). 
Employment relations are extremely concerned with the developing, applying and negotiating process, and the rules through which the employment relationship is conducted and regulated. They believe it is about trying to develop and then maintain trust and confidence between employers and employees (Gennard, et al., 2016). 
However, according to the CIPD (2013), “the world of work is constantly changing faster now than ever before and we need to respond to these changes within work, the workforce and the workplace”. This shows how it is vital for organisations to respond to the megatrends that change the way organisations work. 






Main Body
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. To assess all of the challenge’s organisations can undertake a PESTLE analysis. A PESTLE analysis is a framework used to analyse the key factors that influence an organisation externally. Those key factors are Political, Economic, Sociological, Technological, Legal, and Environmental. Professionals and senior managers can use the results they get to guide them through a strategic decision-making process (CIPD, 2020). PESTLE can also be used to identify current or possible future challenges which allows organisations to plan how to manage the challenges effectively (Kenton, 2020). The two main external factors that have the most impact on employment relation in the UK are Economic and Technological. 
Firstly, there are many economic external environmental factors that have an impact on the employment relationship in the UK such as Brexit impacting the economy, economic growth and recession. Since 31st January 2020, Brexit finally started meaning that the United Kingdom withdrew from the European Union. However, this has meant it could affect everyone, especially organisations. For example, the UK imported 79% of the food they sold in supermarkets from the EU which means some fresh food supplies may decrease, prices may increase affecting vulnerable individuals, and there could be reduced availability and choice on the food consumers buy (BBC, 2019). However, organisations need to make sure they update their employees on the impacts the organisation will face and treat their employees fairly, with consistent fair treatment so they will be committed to their jobs and loyal to the organisation (Vance, 2006). This will benefit organisations as their employees will stay loyal to the organisation during future external impacts if they are treated well. As soon as the UK voted to leave the EU Amazon declared their plans to increase their UK operations in 2016 by opening two new fulfilment centres, which will create 2,500 new permanent jobs (Taylor, 2016). This helps to improve the rate of unemployment as David (2019) stated how “Brexit will push the UK economy into a recession and lead to an increase in unemployment of around 500,000”. These jobs will be minimum wage, but Amazon offer their employees a competitive benefits package which includes stock grants, private health insurance, income protection and subsidized meals (Taylor, 2016). This shows how Amazon is an example of an organisation who provide a good employee relations program, which benefits the organisation whilst building a strong relationship between the employee and employer. 
However, British Airways (BA) did not have a good employee relations program which caused their pilots to go on strike for 48 hours as they wanted the profit-sharing to be improved and a bigger pay rise than 11.5%. This was the biggest strike in BA’s history as 2,325 flights were cancelled, effecting 280,000 passengers. BA’s operating profit fell by 7%. If BA were fair with the way they treated their employees and the pay they receive their pilots would not have gone on strike. The pilots voted 9 to 1 for the agreement, including changes to working conditions, rostering and flight bonuses, and inflation protection in addition to the pay rise over three years they had previously rejected to help the organisation. BA listened to their employees by welcoming the vote and described it as “good for our customers, our people and our business”. This shows if the employers and employees had an unfair relationship it causes conflict (Staton, 2019). 
There are also many social external environmental factors that have an impact on the employment relationship in the UK. For example, the CIPD survey report ‘UK Working Lives’ (2019) stated how for work-life balance “our rankings put the UK 24th out of 25 comparator economies”. This will affect employee engagement as the rankings are low and it will cause a concern in the workplace. However, three in five employees work longer hours than they would have liked to, considering that they need to make a living. This can cause disagreements between employees and employers regarding their salary as they may feel like they should receive more (Collins, 2020). According to Gennard, Jude, Bennett, and Saundry (2016), they state how “since the new conservative government were elected in 2015 there has been a major shift from public to private sector employment”. This is because people who work in the private sector have higher salaries compared to people in the public sector, which attracts the public to make that switch (Hansen, 2011). However, organisations from the public and private sector need to consider employees needs in order to attract them to work within each sector. For example, organisations need to have loyal employees, but employees need to feel like they are a part of their companies team in order to work well with others (Kilhefner, 2020). 
Employee engagement has occurred for years. The Chartist movement was the first movement that was undertaken by the working class. It occurred due to the failure of the 1832 Reform Act to extend the vote beyond those who owned properties. In 1839 the first Chartist’s petition was given to the House of Commons with over 1.25 million signatures, however, it was rejected. Then, in 1842 a second petition was created which had been signed by over 3 million people, but again it was rejected as well as the third petition in 1848. The Chartists’ legacy was extremely strong, so by the 1850’s Members of Parliament had accepted that further improvement was going to happen (Parliament.UK, 2020). This showed how committed the chartists were to achieve their rights and their happiness as they did not stop until they achieved their goal. The chartists gave their life to vote, but in the modern world we live in today men and women can vote, yet some individuals do not do it. 
Also, the 1984 miners strike was one of the longest strikes in the UK history. The strike started due to Margaret Thatcher’s government closing 20 mining pits. The president of the National Union of Mineworkers, Arthur Scargill declared a national strike to help prevent 20,000 jobs from being lost. It was declared that the strike action was illegal which deprived mine workers of income. Thatcher called the striking miners “the enemy within” (Bannock, 2015). The outcome of this case shows how the people who have power that do not wish to work with employees will cause conflict. However, this historical event helped to shape employment relation today as employees within organisations go on strike if they do not feel respected by the organisation. Therefore, it is important for employees and employers to engage with each other and communicate. 
However, according to a study which was undertaken by a group from Sheffield Hallam University (2007), which showed “the industry shed 222,000 male jobs between 1981 and 2004”. At the end of the 1980’s there were over 3 million unemployed people (BBC-News, 2013). Globalisation affects unemployment by moving job patterns, increasing and decreasing wages, and the increased import and exports (Najdeni, 2020). Also, globalisation destroys cultural traditions and practices by diluting, and eliminates the uniqueness of national cultures (Hassi & Storti, 2012). 
According to the CIPD (2020) “having a positive employee relations climate and high levels of employee engagement have the potential to lead to enhance business outcomes, better health and well-being”. This shows why it is vital for an organisation to have a good relationship with their employees. However, organisations must maintain a good business relationship with all the people that they deal with. This helps to build trust and confidence within the relationships with their stakeholders. If an organisation has an adversarial approach, they must change it to a partnership approach. This is because organisations treat their employees and clients as adversaries, as if they are their enemies instead of partners. There is no trust between them and when they communicate with one another it is on a formal basis only as they do not have direct contact with each other. Also, within an adversarial relationship they usually blame each other when a problem arises instead of finding ways that are beneficial to everyone. However, a partnership relationship within an organisation creates a close bond between their employees and trade union when they work closely together, ensuring that everything they do will benefit them. Communication is open so they can cooperate with one another and they are able to trust each other. If a problem occurs, they can solve it by recognising their mistakes and finding solutions together. A partnership relationship involves long-term business relationships compared to an adversarial relationship which only consists of short-term contracts (Emelda, 2011). Long-term engagement will allow employees and the organisation itself to perform to its highest standard possible (Korsh, et al., 2019). A partnership is also viewed as being able to break away from traditional adversarial relationships with the disruptive strikes and trade union (Williams, 2017). 
There are a lot of UK organisations that are abandoning adversarial relationships to undertake a partnership such as Toyota, Nissan and Honda (Dale, et al., 2016). For example, Toyota changed from the adversarial approach to partnership, showing how they are committing to a larger purpose and are able to increase their partnership opportunities with another organisation to work towards a similar goal (Mainwaring, 2018). 
Changing from an adversarial approach to a partnership approach, organisations should consider changing from pluralistic approach to unitarist as it consists of management and the employees showing loyalty towards the organisation and sharing a goal. This approach also prevents conflict between the trade union and management (Transite, 2017).  
In the next ten years there will be a huge push to train individuals to become a team and work within the team in order to keep up to date and survive in the new world of work. Upholding a strong employee and employer relationship can be the key to achieve the ultimate success of an organisation. Once a strong relationship has been created employees will become more productive, efficient, be more loyal, and create less conflict (Brien, 2014). 
According to (Hyman, 2018) “the Europe 2020 strategy makes provision for new economic governance arrangements, which some see as adding further momentum to the neo-liberal imperative for reduced social protection, weakened employment rights, and efforts to secure wage moderation”. 
Having an employment relation strategy put in place to help organisations maintain a strong employment relation whilst navigating the economic environmental factors. Learning and Development (L&D) is the first step to improve an organisations employment relation. According to the CIPD Annual Survey Report ‘Learning and Development’ (2015), “80% of organisations report they will be carrying out leadership development activities in the next 12 months”. Also, if employers gave their employees constant feedback and recognition, regular development and help to increase their career progress it would benefit the organisation so much as employees will stay loyal, have a great relationship with their employer and it will increase their work ethic (Heal, 2018). 
Employers should provide themselves and their employees with employee relations training as it helps them identify potential conflicts and resolve them before they become complex problems, as well as providing guidance through laws and regulations put in place to handle disciplinary, labour, diversity, performance and conduct issues. This will help benefit the organisation and create a healthy working environment as employers and employees will have a lot of train within each other (Braunston, 2018). 
Also, organisations will need to be more focused on the partnership approach and collaboration instead of adversarial approaches for businesses and organisations to respond to Brexit challenges. This is because a partnership approach prevents a lot of conflict from occurring. However, if conflict did occur, I would suggest that an organisation uses the Thomas Kilmann Model Conflict and challenge’ as it is very effective and has been present since the 1970’s. The model is easy to use as employers must undertake five conflict handling modes to help prevent conflict. Those five modes are avoided by sidestepping the conflict, accommodating by trying to satisfy the other person’s concerns, compromising by trying to find an acceptable settlement that only partially satisfies both people at your own expenses, competing by trying to satisfy your own concerns at the expense of others, and collaborating by finding a win-win solution which satisfies both people’s problems (Ian, 2012).

Conclusion
[bookmark: _GoBack]To conclude, there are currently a lot of external factors that influence the employment relationship in the UK, Social and Economic were the main two shown within this essay. The historical events explained how they shaped the employment relations framework, even if there was a lot of conflict within employee relations in the past. Also, if an organisation has an adversarial approach it must change and adapt to a partnership approach as it causes conflict to decrease, helping organisations to build a healthy relationship with their employees and trades union in the 21st century. If an organisation wants to continue the success of their organisation, they must undertake employment relations strategies such as the Thomas Kilmann model to prevent conflict from occurring within the workplace. Also, employers must help to train people to work in a team to maintain a strong employment relation.  
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