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Abstratct
In nowadays managing employment relationships and maintaining positive work environment and employee’s wellbeing are one of the biggest challenges for the human resource management caused by the dynamic of people’s requirements and respectively, their expectations at workplace.  
Especially now, after the Covid-19 pandemic people’s behaviour and requirements are completely changed and all the organisations management is focused on finding ways to meet them. During the pandemic, many organisations had put on redundancy their staff, many companies adopted fire and re-hire plans in order to survive, many changed their employees’ structure and skill requirements. At the same time many people re-ordered their priorities and some of them have been re-qualified and now are starting new careers.  Hybrid work style and working from home style give the employees flexibility and options to work for employers based on different places and opposite, allows employers to hire people from all over the world for some positions.  All these changes on employer’s needs and labour market in parallel with increasing importance of workforce for every single organisation, create a list of difficulties for managing employment relationships and ensuring employee’s well-being. 
  	People now are looking more than ever for good work/life balancing, happiness at work which is related to higher level of satisfaction, sense of purpose and recognition and people’s requirements about their wellbeing are higher than ever in its tree aspects: physical, mental and social.  In parallel with the war for talents on the labour market, these changes create serious need of quick responding of these changed requirements in their dynamic.  Many organisations face difficulties in meeting people’s expectations at workplace and management focuses its attention on this because “For organizations to thrive, employees must thrive too”.   (MetLife study, 2019).  Some of the common reasons causing these difficulties are that very often employers or employee’s expectations are not enough clear or there is not enough efficient on-time communication between them. Both, employers and employees are responsible for maintaining good employment relationships and workplace atmosphere and therefore the HRM as connecting element between employer and its workforce must be oriented to improving communication processes between all the members of the team at all levels and all possible touchpoints. Good communication within the organisation enables voices of all parties to be heard by others, creates trust between them and increases engagement and company culture. 
All the research work related to this area prove that investing in employee’s wellbeing always has positive outcomes to the organisational performance which is theoretically conditioned and approved practically. Maintaining good employment relationships and good work environment for employee wellbeing is continuous process and the most common way for their improving is the effective communication at all levels and times. 


Introduction – aim, research questions, objectives
Current research is aimed to determinate the possibilities for improving the employment relationships and work environment. It will be considered to be achieved by corporate communication at all levels in the organisation and by both prospects – employers and employees.  

Objectives:
· To determinate what are the components of the employment relationships and to find out how they can be improved. Considering employee engagement and wellbeing as a key part of employment relationships 
· To determinate what is positive working environment and employee wellbeing – importance and components
· Considering management and employees as parties of the employment relationships and explaining their role for creation and maintaining the employment relationship and work environment. 
· To consider corporate communication as a tool for improving employment relationships and work environment for employee wellbeing
· To determinate the role of HRM in improving employment relationships and work environment by internal corporate communication 



Research questions:
Build on the works before, the current research is asking:
Why is the importance of employment relationships and work environment constantly increasing?
What are the trends in the expectations and requirements of the parties of the employment relationships?
What is the role of corporate communication? 
How the trust, engagement, motivation and company culture can be driven by effective corporate communication? 
How HRM can play its role of bridge between management and employees via effective communication?
Why the team leader’s role is critical for maintaining good relations and wellbeing of the team members?



Literature review
The current research reviews the employment relationships and employee wellbeing in the context of their importance for managing people within the organisation and consider how they can be improved via corporate communication.  There are many researching works done in relation to identify what are the components of the employment relationships and how they impact organisation’s abilities to deliver the best workforce on the time needed.   There are two main broadly classified approaches of employment relationships: legal/contractual and psychological contract.  The legal contract is related to employment contract and is composed to set all the terms of the employment – working time, remuneration, duties, rights and responsibilities etc.  Psychological contract refers to unwritten relation where both sides care about each other but also expect the same from the other side. When the expectations are met, then the relationships are positive and opposite, if the expectations are not met, then it inflicts disappointment.  “The problem is compounded by the multiplicity of factors that influence the contract – the culture of the organization, the prevailing management style, the values (espoused and practised) of top management, the existence or non-existence of a climate of trust, day-to-day interactions between employees and line managers, and the HR policies and practices of the business.” (Armstrong, 2020).  He also citates Guest  (1996): “A positive psychological contract is worth taking seriously because it is strongly linked to higher commitment to the organization, higher employee satisfaction and better employment relations.”  In order to consider employees as a party of the employment relationships it is essential to understand what the factors are impacting their behaviour at workplace.  In accordance with Armstrong these factors are motivation, commitment and engagement.  (2020).   
“As employees’ attention has shifted increasingly from collective to individual relationships, employee engagement has become a key part of employment relationship. A positive employee relations climate and high level of employment engagement have the potential to bring better business outcomes as well as better health and wellbeing for employees.” (CIPD, 2020). Recently, the employment engagement is one of the most powerful tools of HRM. Armstrong defines three overlapping elements of the employee’s engagement: motivation, commitment and organisational citizenship. (2010). Employee engagement is crucial for creating good relationships and positive working atmosphere but also, it is viewed as a positive outcome of them.   Common drivers for enhancing organisational engagement are high involvement management, employee voice and work environment (Armstrong, 2020).  It is possible to achieve organisational success without involving workforce in the decision making but when employees have voice, it increases chances for sustained success. (Torrington, Hal, Taylor and Atkinson, 2014).  Involving people in management activities and listening their voice makes them to feel recognised and creates satisfaction. The way of treating people is an indicator for company culture. It is employer’s responsibility to ensure good work environment. According with Armstrong (2012): “The work environment consists of the system of work, the design of jobs, working conditions, and the ways in which people are treated at work by their managers and co-workers.” 
“A focus on employee health and wellbeing should be a core element of any HR strategy and central to the way an organisation operates. It should not simply consist of one-off initiatives.” (CIPD, 2021).  Employee’s wellbeing is the other critical point for success of HRM. As noticed above, for managing the employment relationships and work environment is commonly managers responsibility but also it is impossible to be achieved without listening people’s voice.  Human resource management while performing its function of connecting the management with employees must work for improving the communication between them. “Effective internal communication is important for developing trust within an organisation and has a significant impact on employee engagement, organisational culture and, ultimately, productivity. “ (CIPD, 2020). Armstrong defines tree areas of communication: managerial, internal and external relations.  All of them have impact on employee’s engagement and opposite, the employee engagement is essential for effectiveness of the corporate communication.
Started in 2018, every year a CIPD survey takes place. This survey has a purpose to measure “Good Work Index” by covering seven major dimensions of a job which are as follows: “(1) pay and benefits; (2) contracts; (3) job design and the nature of work; (4) work–life balance; (5) relationships at work; (6) employee voice; and (7) health and wellbeing”. It gives extremely clear view about the employee’s experience at workplaces in the UK.  In the last 18 months we are witnesses of serious changes on the results caused by Covid-19 pandemic. For example, the number of people prefer to work from home is sharply jumped. 
There are some enduring trends which are objectives of the research in the last years but one of the most recent of them is “Corporate and employee activism”. (Haak,Tom, 2019).  
Due to continuous rising importance of the employment relationships and employee well-being there are many more studies done in order to explore how employees feel at workplace, what they expect from their employers, what is their engagement, do they trust to the management and some of these studies also will be used as source of data for the current research.




Methodology and methods

In order to cover the research objectives and answer the research questions the methodology used is combination of primary and secondary research.  It will include a chain of multiple methods for collecting primary data: survey, questionnaires and semi structured interviews.

Secondary research:
It will be built on existing data and literature. Sources used are published literature, online books, surveys and research, and academic journals.  This data is gained with purpose to get basic understanding of the research objectives.
Primary research will involve wide group of people, covering different positions at workplace at all levels, from different industries and presenting different parties of the employment relationships. 
The aim of this is to gain full picture covering of the research objectives from different prospects. 
Questionnaires will be emailed to the participants or printed on paper (depending on their preference) and will include both – closed and open questions.  Survey will be online and will include closed questions but also will give an opportunity to the participants to share their opinions and ideas.  In order to make responders feeling more confident and freer to share their experience and opinions, they will remain anonymous and the organisations they work for will be not mentioned. Semi-structured interviews will be arranged face – to- face or through the phone and conducted by researcher.  

Primary research will be focused on the following areas: 
· Employment relationships
· Employee wellbeing
· Communication within the organisation
· Role of HR in the communicational processes between the managers and employees. 
· Role of line managers/supervisors for employment relationships and employee’s wellbeing
· Other related aspects


Data analysis procedure as per the methods 
 Current research will consists critical analysis and explanation based on the results of the studies, questionnaires and interviews. 

Variable measurement
Aimed to identify some numbers Statistic Program for the Social Science (SPSS) which will enable statistic analysis of data.  Also, some non-numerical results will be critically analysed. 



Ethical approach
The research will be done in respect of privacy of the participants. All of them will be clearly explained what the purpose of the research and how the data collected will be used. Their participance will be strongly confidential and they will remain anonymous.  The organisations the participants work in will be not named. 
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