Assessment guidance 

	Unit title and No: Contemporary developments in employment relations - 5CER 

	Credit value:  6 credits

	Generic guidance:
The assessment activities for this unit may take a variety of forms.  These include: a written report; a briefing paper, an individual or group presentation; a case study (with or without unseen assessment) or a professional discussion. 
Whatever the format candidates need to relate academic concepts and theories and professional practice to the way organisations operate, in a critical and informed way, and with reference to key texts, articles and other publications and by using organisational examples for illustration.

Work presented for assessment by candidates should equate to approximately 3000 words in total.


	Assessment Criteria guidance:

	AC 
1.1,1.2,1.3
	Candidates should define unitarism and pluralism and explain the key fundamental differences between the two theories.  They should distinguish between an economic and psychological exchange perspective in employment relations and explain why an exchange of effort for reward does not in itself capture or explain the less tangible social and psychological interactions of managing relations, for example: trust/mistrust; honesty; compliance; commitment.  

At least one evidenced example should be given of the uses of managerial authority such as control, instruction and surveillance. Using this example candidates should then discuss and illustrate the balance of power between management and individual employees;  the concepts of ‘structured antagonism’, the co-existence of ‘cooperation and conflict’, or ‘inherent tensions’ in employment relations. 

	AC 
2.1, 2.2, 2.3
	Candidates should define the labour market (buyers and sellers of labour power) and discuss at least two examples of different forms of labour market regulation (national minimum wage; working time; maternity/paternity leave; health and safety; race and/or sex discrimination; information and consultation).

Trends within the labour market over recent years should be identified    (regulation, composition and diversity) and the implications of labour market changes over the last decade should be discussed and linked to evidence (increased female labour force participation; increases in part-time, casual, temporary jobs; older workers etc.)

	AC 
3.1,3.2,3.3, 3.4
	Candidates should explain the main sources of employment relations legislation.  This should include UK and EU employment relations law-making and the main developments in individual employment law.  

	
	At least three sources of employment law-making should be given for example: statute laws, statutory instruments; approved codes of practice, legal precedents, employment tribunal decisions, European directives, European regulations together with at least two recent/contemporary developments in individual employment rights law (working time; paternity or adoptive leave) and the impact this has had within the workplace.
Candidates should define a contract of employment and explain the essential features of ‘written statement of further particulars’. 
Candidates should be able to explain the purpose and scope of statutory trade union recognition and the procedures for dealing with a request for trade union recognition. 

	AC 
4.1,4.2, 4.3
	Candidates should explain how the behaviour of any one of the principle parties to employment relations (management, unions, and the state) can impact on the nature of employment relations. They should identify and explain different management styles (sophisticated paternalist; consultative; human relations; consultative; traditionalist; opportunistic).  They should also identify and explain the role of a trade union in economic regulation (wages); job regulation or industrial democracy (agreeing workplace rules and procedures); social change (lobbying).  At least two examples of each should be given. 

Candidates should identify and define at least two principle government roles that affect employment relations (government as a law-maker/regulator, economic manager, peace keeper, employer in its own right) and explain two key government agencies that implement or monitor the roles defined (ACAS, CAC, Low Pay Commission, BERR, EHRC, HSE).

	AC 
5.1,5.2,5.3
	Candidates should discuss the theory, practice and scope of employment relations and distinguish between ‘communication’, ‘involvement’, ‘participation’ and ‘partnership’, identifying how they differ across industrial sectors and large and small, union and non-union organisations.  

Many organisations espouse the virtues of involvement and participation but in fact utilise lower level communications.  Examples of at least three mechanisms covering the spectrum of communication to participation and partnership should be identified (newsletters, team briefings, quality circles, suggestion schemes, works councils, collective bargaining, joint consultation) and the variable and debatable outcomes should be discussed (ranging from shallow involvement to deeper participation leading to employee engagement and employee discretionary effort.)  
Candidates should define and explain the importance of employee voice and evaluate the link with organisational performance using research evidence to support or question the validity of these links.

	AC
6.1,6.2, 6.3, 6.4
	Candidates should use appropriate data to discuss and explain trends in industrial action in the UK in recent decades.  

Using one example of each of a conflict action and a type of misbehaviour they should distinguish and explain the difference between official and unofficial conflict (work-to-rule, strike, go-slow) and alternative forms of misbehaviour (fiddles, pilfering, sabotage, unauthorised absence.)

Candidates should identify and explain a range of appropriate skills management may use when handle grievance, conflict and dispute situations legally and ethically (listening, interviewing, investigation, mediating, negotiating). 
They should explain the terms third party, conciliation, mediation, arbitration and the potential advantages or limitations of their use in handling disputes and should use case or research sources to support their argument. 


