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Executive Summary
  This report is an analysis of employment relations, which highlights employment relations in the UK. Specifically, giving the brief introduction of economic and environmental aspects of current employment relations in the UK. Reviewing historical events, which the chartist movement reflected its positive effect on employee relations, and it granted great influence in contemporary relationship. Globalisation is a crucial symbol of the current economy. Employment relations are also changing due to the influence of globalisation, which involves the cultural and ideological diversity of employees. Meanwhile, the business examples of current employment relations in the UK are proposed. Positive partnership between employers and trade unions strive together for a common goal. However, conflict of relationship is inevitable, leading to strikes and even violence, which caused a huge loss. In addition, the methods and strategies are proposed to improve employment relations. Employee voice is the primary requirement for effective employee relationships. The approach that listening to employee voice is worth exploring. Trade unions play essential roles in assisting employees to safeguard their wages, benefits and pensions. Tiny unions as a relatively new organisation, attract abundant employees to participate and win the basic rights of employees.
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1.0 Introduction
  According to the definition of employee relations from CIPD, it is regarded as individual and collective relationships in the workplace, with an increasing emphasis on establishing trust-based relationships between managers and employees. A positive employee relation reflects high level of employee involvement, commitment and engagement, which is beneficial for the development of business and employees (CIPD, 2018, Factsheet). Due to the fact is that employment relationship has three characteristics, which are indeterminate, unequal and dynamic, it has changed in different periods and generated various impacts on economy, technology and other fields. 
2.0 Employment relations in the UK
  There are several aspects that affect employee relations in the UK, namely the economic, political, legal, technological and environmental. Since Brexit, the impact on employment relations has been greater because of changes in migrant workers, workforce planning and development (CIPD, 2019, p.N.P). Due to the rapid development of technology and information, the R&D department requires a large number of technicians, which is necessary to enhance the skills and learning ability of employees in the UK at present. Environment is closely associated with society. Environmental issue has been the concern of the UK and need to be improved. Employers and employees need to be considered, which take corresponding measures to save resources and protect environment.
2.1 Economy on the UK employment relations 
  As can be seen from figure 1, this is a linear graph of the United Kingdom employment services market value, which indicates the UK employee service market has been shrinking in recent years (MarketLine, 2019, p.4). It emerges that there is a shortage of human resources in the market. In addition, according to the statistics of the employee market category segmentation, the temporary employment is occupied 86%, while the permanent account for 14% (MarketLine). It shows that the employment relationship cannot be fully trusted between the managers and employees, which leads to a high turnover rate for various reasons.
  Since Brexit, the UK has proposed a number of rules and laws about immigration, including requirement that most people who hope to move long-term to the UK need to meet the required level of English spoken, or be capable to earn more than 25,600 pounds a year (Associated Press, 2020, p.N.P). This rule will induce that some low-skilled workers are tough to acquire a British visa. There are experts and sociologists demonstrated that this rule is not beneficial for the UK economy that rely heavily on EU workers. In particular, there will be a shortage of workers in food processing factories and health sector, because most EU employees work in hospitals caring elderly and disabled. The contemporary employment relationship in the UK is relatively simple rather than diversified, which most of are British managers and employees. Meanwhile, the shortage of labour has been a problem especially after Brexit that the UK should address.
2.2 Environmental on the UK employment relations
  Climate change and sustainable development require collective efforts, and the UK is positively addressing these environmental issues. The challenge is to balance economic growth with improving the environment, especially in increasing competition from market (MarketLine, 2019, p.1). The unions began to concentrate on the environmental issues, which have to be involved in the workplace, to encourage employers to implement green work. Promoting sustainable working environment is the key to make jobs sustainable (Trade Union Congress, 2008, p.12). The Union has put forward a series of methods, including practical action to control water, electricity and public transport. The distinct approach is to choose a union green rep, who communicates timely with employees and collect advice from them that are valid to save resources. It is essential for the UK corporations to develop an awareness of environmental protection, which demands the joint effort of employment relationship to achieve a balance between corporate profits and environment.
  Plans for a third runway at London Heathrow airport were recently ruled illegal by the court because ministers failed to consider the climate change crisis, which a third runway would have exacerbated the problem. As a developed city, there are a huge number of citizens in London, where needs to increase the airport capacity to maintain global connections. However, Greenpeace UK insists that building a third runway would cause serious pollution to the UK (Damian Carringtom, 2020, p.N.P). The successful judgment has prevented serious pollution for the UK through the voices of various organizations, citizens and employees.
3.0 Chartist movement
  In the middle of the 19th century, a large number of working classes organized the first mass movement, called Chartist movement. The Six Points of the people’s charter was generated, all of which promoted voting method and class equality (The UK Parliament). The Chartist movement produces a crucial impact on equality and freedom in the UK and still serves as a reminder of employment relationship in contemporary society. The contribution of Chartist movement is emerging the necessity of political struggles for the liberation of the people. In addition, it granted a basis for women to assert their rights and challenge the traditional establishment.
  In the 21st century, there is growing demands for freedom and equality of status and rights, which the Chartism movement provides a guide to develop equal employment relationship. Today, a greater form of democracy is difficult to achieve in some self-proclaimed democratic countries (Sean Monahan, 2016, p.N.P). Therefore, democracy should be actively obtained in organizations, which rely on the masses because the collective power is strong and convincing. In the same way, maximizing democracy is conductive to developing positive employment relationship inspired by the Chartist movement. How to explore employee participation and involvement is a common issue in modern employment relations.
3.1 Globalisation on employment relations 
  The breakthrough of globalisation has promoted abundant multinational corporations, which require employees who are from various countries and ultimately form cultural and ideological diversity. The responsibility of employers is expressing equality and respects to different employees and situations to avoid discriminatory behavior. Most employees demonstrate that the corporations are respectful and peaceful, and even they own chances to get feedback from employers on their voices. However, the management and administrative problems they cannot get involved, which their decisions are limited to their expertise and specific fields. This situation generates low level of involvement, inducing employees are less likely to actively offer suggestions and ideas (Lan Ni, 2016, p.N.P). There is advice indicated by experts stated that employers should not regard employees as workers, but as decision makers, and get employees positively control change in operations.
  The characteristic of globalisation is an increasing number of employees moving between corporations and subsidiary corporations, located in different countries. The quality of the workforce in developing countries has been improving, which they are better at more sophisticated and service-oriented jobs (Michel A, Esther and Alain, 2018, p.5). This is huge competition for workers in developed countries, who are required to enhance their skills and competence to achieve performance. Welfare policies have been proposed to stimulate local labour participation in the human resources market. The supply-side interventions in employment policies change the level of welfare benefits, which the unemployed must work or train to obtain benefits (Ari-Matti, 2015, p.703). In the fierce competition of globalisation, employers and employees are moving towards the one target, which developing high technology and skills in manufacturing and service. Employment relationships are no longer simply top-down, but they are complex and diverse. Employees are respected and trusted, and employers accept their advice and innovative ideas to create a harmonious working environment.
4.0 Current employment relations in the UK
[bookmark: OLE_LINK1]  Under globalisation, the employment relations tend to be pluralist, with decentralized antagonistic interests and common interests (Mark, John and Johanna, 2019, p.8). Conflict and cooperation are inevitable in employment relations, consequently there is plenty of scope to accommodate diverse goals and interests. Cooperation is the key to employment relations, including with employers, employees and the third parties that are unions, which each side takes responsibilities and seeks profits for another side. Most employment relations improve performance for the organisation through joint efforts.
[bookmark: OLE_LINK2]  In the contemporary circumstance, small and medium-size businesses are majority in the UK, including local workers and immigrant workers who make up most of the shortage in the labour supply. Therefore, employment relations are essential to address fundamental issues of fairness and respect. Cooperation is no longer considered as individuals, while as the participants of collective organisations that often associated with unions to provide information, advice and assistance (Rita, 2005, p.6). A positive relationship between trade union and employers fosters the achievement of goals and profits.
4.1 Employers and trade unions
  The Industrial relation refers to the relationship between employers and employees or trade unions. The trade union has two sides, which it possibly hinders or promotes the development of corporations. The positive industrial relation promotes peace working environment and increases productivity. The transformation from adversarial to cooperative relations between employers and trade unions is beneficial for organisations and employees. Collaborative pluralism highlights that common goals and mutual gains, which is the core of industrial relation. 
  There is an example emerging the partnership between employers and trade unions. Nissan, a Japanese vehicle manufacturer, set up a new plant in Sunderland in 1986, which became the largest car plant in British history and generated enormous productivity and profits. It is mainly supplied in British market and exported to the EU market (Greg Clark, 2019, p.N.P). However, the UK government planned to Brexit, which will be a huge loss for Nissan as it will cut over half of productions exported to the EU market. This issue is bleak for long-term growth and scale of Nissan. Because of the uncertainty of Brexit, Nissan decided not to build new X-Trail model in Sunderland. Meanwhile, trade unions and employers of Nissan against the Brexit, especially the union represents Sunderland employees (Luke Lythgoe, 2019, p.N.P). They agreed on a common goal, and cooperated to try to stop the UK from leaving the EU, which protect their own development and profits.
4.2 Employment relations tensions
  Conflict is inevitable in employee relations, since there are opposite ideas and interests between employers and employees. Some conflicts are capable to stimulate the better work environment, yet most of conflicts are negative. The negative employment relations also produce a negative impact on organisations and society. A strike is a reaction to poor relations, which can be caused by pay, welfare or discriminatory treatment of employees. The trade unions play a negative role in employee relations, leading and organizing strikes that impede the normal operations and profits of companies.
  France experienced its longest-lasting strike since the 1980s, which the protesters against the French pension plan (Ryan Fahey, 2019, p.N.P). This nationwide strike organised by four French trade unions. It not only hindered French economy, but also destroyed public transport including international trains and planes. The unions urged members to strike in several cities and declared the strike would be maintain unless the plan was withdrawn (Agence France-Presse, 2019, p.N.P). The most serious result of the strike is the outbreak of violence, which occurred on the 24th day of strike in France, causing physical harm to citizens. This radical behavior is not unique approach to the problem. Trade unions own responsibility to represent employees and make collective bargaining with employers and the government, which covers the terms and conditions of workers to address the pension issue (GOV. UK). 
5.0 Relations strategies
[bookmark: OLE_LINK7]  The specific approaches and strategies are applied to improve employment relations, which concentrate on employees and assist them to obtain chance to make voice. Only by hearing and understanding the voice of employees can employers and trade unions solve the dissatisfaction of employees and promote positive employee relations. Trade unions and other platforms are capable to support employees to defend their rights.
5.1 Employee voice
[bookmark: OLE_LINK8][bookmark: OLE_LINK9]  In contemporary democratic companies, listening to and embracing the voices of employees is already achieved. Successful leaders integrate employees into a team, which giving suggestions and innovative ideas together. However, some low paid and low skilled employees and gig economy workers are difficult to express themselves, resulting in low engagement and low productivity. The real danger is that employee relations become distorted, with employers occupying huge power, which inducing ‘take it or leave it’ situation (CIPD, 2017, p.11). 
  It is recommended that utilizing social media, which is a faster channel for people to receive and update information in contemporary technology era. Social media is a platform where employers and employees connect with each other. It indicated that ‘Social Media = Technology + Interaction’ (CIPD, 2013, p.9). Most organisations utilize social media to contact with outsiders, like customers and partners, while they ignore their own employees. Employees generate high expectations for social media and they thirst for a convenient and fast way to connect with managers and employers. Internal social network is significant to improve and maintain employment relations. There are abundant categories and diverse function in Internal social networks. For instance, relationship leverage is to maintain and obtain value in a wide range of online relationship. Through internal social networks, strengthening connections and maintaining the balance of the relationship. The key is to timely receive thoughts from employees, whether via email or blog, and then make feedback according to the ideas. In this method, it saves time and cost to really understand what employees desire and expect in work, and in what ways can they produce the best contribution. 
5.2 Tiny Unions
[bookmark: OLE_LINK13][bookmark: OLE_LINK14][bookmark: OLE_LINK16][bookmark: OLE_LINK17][bookmark: OLE_LINK18][bookmark: OLE_LINK19]   There are lowest-paid employees in private and gig economy companies, who are not supported by the organization and cannot properly defend their rights in terms of pay, welfare and pensions. A relatively new feature of labour movement in Britain is the role of tiny unions, which is a non-bureaucratic, grass roots union to organise mainly migrant and precarious workers (Yvonne Roberts, 2019, p.N.P). The Independent Workers union of Great Britain (IWGB) is the largest scale of tiny union, with a few thousand members, assisting employees to win the basic rights about minimum wage and pensions (Daniel and Zack, 2019, p.N.P). It has managed to secure the living wage in London and assist 17 workers to receive wage that was owed.
  Low-paid workers fear management and firing, and they have little experience with unions. There are employees who are blocked by communication because they come from different countries with linguistic and cultural diversity. It is recommended that these employees rely on tiny union and assert their rights through self-reliance and collective action. Tiny unions would be a better choice than trade unions, since tiny unions focus on these employees and understand their difficulties. If individual power is not enough, yet the power of the whole tiny union will play a considerable role in the process of struggle, which tiny unions are more untied. The self-reliance, collective action and community spirit generated by tiny union are valid and crucial methods to take back control (Steven Parfitt, 2019, p.N.P). 
6.0 Conclusion
[bookmark: OLE_LINK20][bookmark: OLE_LINK21]  The contemporary employment relation is no longer individual, but is a mutual relationship between employers and employees, with the third parties that are trade unions. Positive employment relations concentrate on well-being of employees, which meeting their financial, physical and mental demands. Based on the needs of society, improving well-being of employees is the primary driver to promote they to contribute (Total reward, 2019, p.7). Collaborative pluralism is essential for employment relations, which taking responsibility for the other side to achieve the common goal. Establishing a valid employment relation can foster the productivity and profit of the organisation and obtain benefits for both parties. Democracy is crucial to the UK from the Chartist movement, and it is still advocated in the contemporary organisations, which it is beneficial to listen to employee voice, understand their thoughts and be able to address conflicts in relationships. The Trade unions cannot be ignored, because they assist employees control their rights. Valid partnership between trade unions and employers seek greater benefits and promote development for the corporations. In the effective and positive employment relations, employers, employees, trade unions and the government are all contributing to the common goal, which each role is unique and indispensable.
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(Figure 1: United Kingdom employment services market value: $billion, 2014-2018)
Source from: (2019), ‘Employment services in the United Kingdom’, MarketLine Industry Profile, p.4
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