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Employee relations plays a very important part in any workplace as it boosts productivity and increase loyalty within the organisation, this can then lead to a very successful business. This report will discuss the inevitable challenges that organisations are facing such as the recent pandemic caused by covid-19 and the plans of Brexit. This report will show how these issues are impacting employee relations in the workforce and how important employee relations are to the economic survival of different organisations. To do this the report will look at what employee relations are and who is involved in it. It will look back 175 years at how employee relations have changed include individuals such as Margaret Thatcher who have made an impact on the development of industrial relations to employee relations. It will then focus on the main PESTLE factors that have recently occurred due to unforeseen circumstances such as covid-19 and Brexit. Finally, it will come to a conclusion with recommendations on how organisations can main strong employee relations, whilst navigating the challenges that these businesses and economy will inevitably face. 
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1.0 [bookmark: _Toc90030253]Introduction
This report will discuss the challenges that organisations are facing such as covid-19 and show how they are impacting employee relations. It will also show how important employee relations are to the economic survival of different organisations. This report will be broken down into four main areas, these will cover, what employee relations is, the history of employee relations and how it has developed over the past years, an evaluation of how different PESTLE factors have altered employee relations and then finally recommendations of how organisations can maintain strong employee relations whilst facing challenges. According to Stuff (2021), employee relations is a term that is used to describe a relationship between employees and employers. Employee relations in today’s context refers to both individual and group workplace connections. Following the increase of individual workplace rights and the historical reduction in trade union reach and influence, it illustrates the rising individualisation of the employment relationships. As a result of this approach, there is a growing emphasis on assisting line managers in building trusting relationships with their staff (Stuff, 2021).
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[bookmark: _Toc90030255]2.1 What is employee relations
Gennard, et al (2016), refers employee relations as “Concerned with developing, applying and negotiating processes and rules through which the employment relationship is conducted and regulated. It is also about trying to develop and maintain trust and confidence between employers and employees.”. Overall, employee relations are essentially about regulating the employment relationship. It is regulated via employment relations process including bargaining- with individuals and also collectively through trade unions, managerial prerogative, involvement and participation mechanisms, employee engagement, third-party intervention, and industrial sanctions. These processes are shaped by economic, social, and political context. 
It is extremely important for organisations to have strong employee relations as it has many benefits to the success of the organisation. These benefits include an increase in productivity, and it increases loyalty among employees. It is important to remember that good employee relations are managed properly, and all individuals are happy and contended in their spaces which provides efficiency to an organisation (Majumder, 2017).  
There are three primary actors involved in employment relationships these include Employers, Employees, and the state, they determine the character and quality of employment relations (Bennett, Fisher and Saundry, 2020). At the European level, there are a number of bodies that are active in the employment relationship and employee relations, these may be employer’s or trade unions’ representatives, or they could have a specialised role in the formation of employment legislation (Aylott, 2018).  National representatives on European works councils and the European company are often chosen in a method that mirrors the country’s current institutions- either by the union or by the works council. They are however, elected by all employees in seven nations (ETUI, 2016).
[bookmark: _Toc90030256]2.2 History of Employee relations
In 1830 a charter was created calling for 6 basic rights these included a vote for all men over 21, a secret ballot, to abolish the need for members of parliament to own property, a wage for members of parliament, equal constituencies, and annual parliaments. This was signed by 1 and a quarter million individuals through Britain. Although, this was rejected and turned aggressive very quickly. Middle-class leaders pushed them to take risks to push forward change (Sheen, 2015). In Sheens’ (2015) documentary on the “Valleys Rebellion”, it shows the 20,000 chartists walked from the Gwent Valleys to the center of Newport 175 years ago, they believed that the political system had failed them, and wanted the right to vote. From this 22 individuals were shot (Sheen, 2015). By the 1850s members of parliament accepted tat the reform was inevitable and further reform acts were passed in 1867 and 1884 (UK Parliament, 2019).
Employee relations was formerly known as Industrial relations. The roots of industrial relations started at the industrial revolution, which saw the development of free markets and large, unified movements of workers. The consequent tensions grew, necessitating the immediate deployment of forces capable of regulating the relationship. Industrial democracy by Sidney and Beatrice Webb was the first work of literature to carefully explore the relationship between employer and employee (1897) (HRZone, 2013). Previously, under the umbrella of industrial relations, employee relations were concerned with conflict management and balancing the drastically divergent agendas of the employer and employee. Nowadays, the phrase is used more jointly, and it considers how new programs and initiatives may benefit both employers and employee. Although, some researchers and companies find it difficult to reconcile the requirements of firms functioning in a competitive, free market with those of employees, there is a growing understanding that both employer and employee needs are intertwined (HRZone, 2013).
Major and economic developments have had significant effects on employee and labor-management interactions since the 1980’s. From roughly the end of World War 2 through to the 1970’s, a prevalent issue in work and employment history is the collapse or modification of the social compact that implicitly controlled work and employment relationships and severed to balance worker and employer interests (Kochan et al., 2019). 
During 1979 (Thatcher), many organisations in the public and private sector had signed with a specific trade union. It was known as “Closed Shop”, this meant that ongoing membership of a certain trade union was a necessity of the role. Employees who refused to join or were ejected from the membership, could have been fired by their employer, and such terminations were automatically declared fair. Employing someone who was not a union member or not a member of the correct union was unthinkable (Personnel Today, 2013). In regard to industrial action, the law gave full protection for a union launching a strike in relation to a trade dispute. It was unnecessary for a vote of any kind, and there was no need to notify the employer about the strike’s date or who would be called out. Secondary action was totally legal, thus a union in one area may support a conflict in a completely different one by going on strike. Picketing was the same way. Striking manufacturing employees might show up at a distribution center’s depot and block the way from products entering or leaving the organisation (Personnel Today, 2013). These aspects of the industrial relations system were well-established in 1979, and many people took them for granted. They had weathered both Labour and Conservative reform efforts. The industrial Relations Act of 1971, was approved by the previous conservative government and this was a substantial reform initiative. Although, this did not work, and it was repealed as soon as Labour (Wilson) retook power in 1974 (Shackleton, 1998). Thatcher in 1979 had used a step-by-step approach to reform. The Employment Act (1980) and (1982), were slowly breaking down the laws which were protecting the “closed shop” and made unions responsible for any unlawful industrial actions (Personnel Today, 2013). The “Closed Shop” had been eliminated by the time Margaret Thatcher had left power in 1990 and it was automatically unjust to reject or deny someone on the basis of their union membership. Industrial action was only permissible after John Major’s (1990-1997) government that mandated that ballots must be entirely postal and subject to a few additional procedural rules (Personnel Today, 2013) (Shackleton, 1998).
Also, 2016 was a substantial year of change for trade unions and employee relations. It was seen that many employees from different organisations such as teachers, junior doctors, train drivers and London underground staff all voted to strike over different issues such as pay, contracts, working hours and working conditions (CIPD, 2016). A strike is the refusal to work under the conditions set by the employer (Tikkanen, 2021). Jeremy Gautrey an industrial relation and change management specialist says that these movements are on the right track to modernise contracts and create a desire to be more competitive which impacts the contracts of employees in their current workplace (CIPD, 2016). Gautrey also stated that over many years there has been a decline in union membership, as they have seen the public sector reduce and there has been a greater outsourcing with an overall reduction in membership which has led to a shift more towards the private sector (CIPD, 2016). According to the unions listed or scheduled in the United Kingdom, membership peaked in 1979 (13.2 million) and then fell precipitously in the 1980s and early 1990s. The pace of decrease slowed dramatically after 1966, with a few years of small increase mixed with the typical yearly membership declines. Union membership fell by 15.7 percent to 6.70 million in 2018-19, compared to 7.94 million in 1996. Since 1995 the number of employees who are members of the trade union has followed a similar pattern. There are, however, distinct periods of wide stability, such as between the mid-1990s and the mid-2000s, and between 2011 and 2015, as well as major drops in the late 200s and 2016. Overall, the Trade union membership around UK employees has declined by 555,000 (7.8%) between 1995 and 2020, from 7.11 million to 6.65 million (National statistics, 2021). 
[bookmark: _Toc90030257]2.3 Evaluation of how pestle factors altered Employee relations
In March 2020, a global pandemic hit caused by Coronavirus disease (Covid-19). It is an infectious disease caused by the SARS-Cov-2 virus (World Health Organization, 2021). Many formal HR processes, including procedures for dealing with conflict and grievances were all put on hold during the initial wave of Covid-19. Despite the immense strains that workers have been under since March 2020, the NHS has seen manly positive images of improving employment relations, including working more efficiently with their trade unions and mange conflict more efficiently (Royles, 2021). 
Professor Richard Saundry, one of the UK’s foremost specialists on workplace conflict, conducted research that indicated these improvements in employee relations (Royles, 2021). The first covid-19 lockdown phase generated a new requirement to rely on people skills and more informal techniques to deal with grievances and disagreements, according to Saundrys research. Surprisingly, rather than causing confusion, this less formalized method aided employee relations, emphasisng the need of effective people management and informal abilities above formal protocols. It is shown that the number of disagreements has drastically decreased. This was mostly due to the deferral of formal dispute and disciplinary procedures. The study also discovered that enhanced camaraderie and solidarity boosted employee relationships (Saundry and Shettle, 2021). Roughly 75% of respondents said that disciplinary and grievance matters were stymied by long procedures. The physical lockdown on the other hand, had resulted in greater level of collaboration between management and labour unions, which improved communications and aided more agile and flexible working procedures (Royles, 2021).
Brexit could potentially have an impact on employee relations. Brexit is the name given to the departure of the UK from the European Union (Government of the Netherlands, 2016). The UK and the European union signed a deal that would be enforced from 1 January 2021.  The employment rights have remained the same, although there have been some changed to employer insolvency for UK employees working in the EU, membership of European works councils and finally employing European union citizens. Anyone wishing to recruit individuals from outside the UK, need to meet certain requirements and apply for permission first. The requirements are different for each visa (Gov UK, 2021). Although, with Brexit the government should look into new enforcement and adjudication mechanisms to develop a more proactive system, which could include the creation of a fair work ombudsman and it should be build on existing information and consultation of employee’s regulations to provide for company and workplace level representation structures. The employment relations act 1999’s statutory union recognition process should also be streamlined to guarantee that workers who favour collective bargaining unions are recognised (Prior, 2018). Even if the government maintain the present framework of employment rights, it will do nothing to address the ongoing issues of unjust treatment faced by British employees, as well as the detrimental effects on employee engagement and productivity. If the UK wants to compete with its former European allies after Brexit, it must not just maintain minimal labour standards, but also follow their lead in giving employees with channels of effective voice and representation in the workplace (Prior, 2018).
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Many organisations assume that building strong employee relations is a waste of time that might be better spent elsewhere. For example, Amazon have been racked one of the worse organisations to work for as an employee (Schutte, 2015). This is because they have previously had claims made against them that they hired employees for 12 weeks before sacking and reemploying them, so the company did not have to give them the same rights as full-time staff members. This would be known as the “fire and rehire” although the organisation did not follow the correct procedures this method should be a “last resort”, Amazon did not look for any alternatives for the employees and only did it to avoid giving them the benefits of full-time workers (Bottomley, 2021). This would be seen as unethical and have a huge impact on employee relations as many employees will lose trust in their employers. On top of this, it has come to light that managers expected staff to work over their unpaid break until their work was complete and once done, they had to get into light for security screening which left employees with an 18-minute break (Schutte, 2015). This obviously effected the company employee relations as staff are entitled to an uninterrupted rest break of at least 20 minutes, if working more than 6 hours a day (GOV UK, 2012). For the success of an organisation, companies must ensure they have a healthy workplace culture in order for business to run smoothly (Bethany, 2021). 
Due to the current pandemic the employee relations are more important now than ever. This is due to the majority of organisations shifting to remote working. This is leaving many employees very confused and dissatisfied. In a remote work setting, it is easy for many managers to let their connections deteriorate without a robust employee relations plan (Menes, 2021). It is important that during these times managers understand their employees’ experience. This information can be collected via surveys or one-on-one conversations with employees then can be passed on to leaders to understand how their staff are feeling. By carrying out these exercises it will have a significant impact on all the employees as it will keep them engaged, motivated, and as focused as possible (Menes, 2021). 
Another way organisations can maintain strong employee relations is by establishing work teams. By organisations doing this it ensures that all teams have a voice that is heard across the organisation with this new remote way of working. The work teams will build and drive a lot of trust between employees and their management as well as making individuals feel respected (Menes, 2021). 
On top of that, it is crucial that managers ensure they maintain proactive two-way communications between employees and employers. In the workplace, effective communication helps to reduce unnecessary problems and boost productivity. It can also help to build a strong work force and employees will be more interested in cooperating and finding the best solution jointly if they consult with each other and consider all options (Efectio, 2020). 
It is also important for employers to be transparent with communication with their employees. As many organisations are facing the need to furlough or lay off employees to maintain businesses, employers must full commit to strong employee relations during this stage in the employment cycle (Menes, 2021). A workplace which has transparent communication is seen as more trustworthy which means that information is openly shared between employees and employers (Hutchison, 2020, April 8). Transparent communication overall allows organisations to be collectively informed about the true happenings within the business and align their actions accordingly (Michigan State University, 2020). 
In addition to this, meditation is crucial for strong employee relations. Meditation is recommendations that are made to the employer and the union. This means the employer is free to agree to any suggestions that are made or reject if not suitable. Meditation means that the employer is in full control of any situation and can chose to opt for an informal employee relations process over legal suggestion (SoftwareWorld, 2020).
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To conclude, it is obvious that employee relations has faced many changes since the 1830s where chartists organised a strike to gain the right to vote, up to 2016 where new restrictions were put in place on trade unions and their members. It is also seen that there have been many factors that have impacted employee relations such as when covid-19 hit in 2020, where many individuals had seen a massive changes in the way organisations worked such as remote working and a bigger need for strong employee relations was needed to support employees at work. After looking at this report as a whole it is clear to see that employee relations will be crucial to the economy for the survival of many organisations. 
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