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1. Explain the concept of employment relations and what is meant by the term ‘the indeterminate nature of employment relations.  Define and compare unitarist and pluralist approaches to employment relations.

The overarching concept of employee relations looks at the relationship between those within the organisation particularly that of managers and employees, it is generally well accepted that a positive relationship within an organisation will lead to a content and motivated workforce which in term can help the business in question achieve its aims and objectives, it can cover a variety of areas including rewards and recognition, pay and benefits and also conflict management, (Sands 2021). The concept of employee relations can be defined by a few different approaches and views. Gennard and Judge (2010) define the purpose of employee relations as the need to establish rules and regulations which aim to regulate the employment relationship, this viewpoint is authoritarian and regimented by following rules and doing things in a specific way. An almost opposite definition comes from the CIPD (2021) whereby employee relations is defined as focusing on both individual and collective relationships, with a focus on manager and employee relationships having trust and the employee being given the opportunity to contribute or be involved in decision making, the CIPD goes on to note how this approach can improve well-being and organisational goals at the same time. These two approaches are both concerned with managing relationships within the workplace but take an almost opposite approach with one focusing on rules and procedures to achieve and the other focusing on employee engagement and trust to achieve the same goal, although the approach varies the concept is the same which is to manage the employee-employer relationship. Employment relationships are affected by factors that are both internal for example conflict, and external e.g employment law updates and the organisation will have to adapt and manage employment relations in accordance with this. 

There are different approaches to employment relations, notably Fox (1996) discusses the unitarist approach which draws comparisons with Gennard and Judge (2010) as it believed power should be in the hands of a small number and rules should not be challenged,  it identifies the shared interest of all employees in the organisation and harbors a strong team ethic with managers and employees all working for the welfare of the company in a united way, this is common in small organisations and particularly those which are family owned/run. The unitarist approach views conflict as negative and takes the view that employees should not challenge systems and procedures and should conform to what is expected. The opposite of this being pluralist approach which is whereby compromises need to be made as different employees/managers will have different needs, pluralist approach also does not expect loyalty from employees and encourages them to voice their opinions which is similar to the relationship approach noted by CIPD (2021). The pluralist approach will use grievance procedures to help manage employee concerns and conflict, but it recognizes conflict as being useful as it is a form of expression. 

Employment relationships consist of indeterminacy, this is whereby the contract does not state the amount of effort required essentially, the contract involves the exchange of money for the capacity of labor that is available (Terry and Collins 2011), this means that it is in the best interest of the employer to attempt to get the most out of their labor investment and ensure the employee provides the highest input possible. Looking at this from the perspective of the employee, they have sold an ability to provide labor which is not visible until the course of the working day, this means expectations of standards and productivity must be built. This can lead to an imbalance of power with management having the upper hand and conflict can stem from this, again linking back to the rules and regulations approach to employee relations, however this can often be dealt with and rectified and when employees are engaged and committed to an organisation and its goals they will be more likely to give higher input leading to higher productivity which should be in favor of all parties, (Dundon and Rollinson 2011). 
2. Explain the roles and typical approaches taken by the key parties in employment relations: trade unions, management, government and its employment relations agencies (such as ACAS).


The key parties involved in employee relations are management, employees and trade unions, government, and government agencies. The key purpose of trade unions is to represent their members in the pursuit of democracy and fairness within the workplace (Trade Unions and Labour Relations Act 1992), this can include agreeing of workplaces rules and regulations and ensuring correct legislation relating to holiday entitlement and health and safety is adhered to. Trade unions aim to ensure power is equal on both the side f the employer and that of the employee, they fight for wage regulation and ensure that workers who are members of the trade union are paid fairly, joining a trade union within an organisation is optional and often those who are represented are on higher wages than those who opted not to join, this collective bargaining process allows unions to dispute pay on behalf of a large number of employees as opposed to just one individual, (Aylott 2009). Trade unions can often use industrial action when employers do not co-operate, this is usually a last resort due to the disruption caused but it can be a valuable approach when employers are not co-operating.  Trade unions typically have a larger presence within the public sector and the number of members has fluctuated over the years, initially membership numbers were high btu have been continually declining over the last decade, a gov report on trad union statistics (2020) notes there was a slight increase for 2019 with a 0.2% rise in the number of workers who were trade union members. 

Management and management style play a sizable role in employment relations, with different approaches gaining different results. Kilroy and Dundon (2015) Discuss three key styles of management and their impacts, an organisational leader uses traditional leader-follower style to influence employee behaviour and relies on a strong relationship between the two. A policy enactor approach is whereby the manager follows policies formally and accurately, this style can be deemed as fairly authoritarian and uses rule following to achieve results with employees being given little freedom to make their own decisions. An employee coach is a more fluid approach to management whereby the employee is seen as an individual rather than a number and the manager is focusing on developing their skillset and encouraging them to grow, this approach is gaining popularity as it can engage employees and build a strong desire to achieve both personal and organisational goals.  Otter (2021) agrees with this and discusses that being a coaching manger will generate a more engaged employee and giving the freedom to fins their interested and develop their skills generate more productivity than insisting policies are followed by every single detail. Another way of looking at management styles is discussed by (Gennard and Judge 2016) noting four key approaches, paternalistic whereby the manager is seen as a parent figure who provided good conditions and in return employees show gratitude and work hard, this approach is not always well received, another approach is consultative which is where employees are given the opportunity to put their views across before decisions are made. The other to approaches to management are traditionalist which exhibits the traditional manager and leader, authoritative style and then opportunistic which exhibits elements similar to that of coaching and looks at using resources or employees according to skillset and encouraging growth, traditionalist and paternalistic approaches appear to be less favourable in the western world in recent times as employees want to develop skill set and feel listened to, (Petriglieri 2020).  

Governments also have a role to play in employee relations and this primarily focuses on the legal compliance side, and on employee rights. CIPD (2021) discusses that the UK employment law is derived from acts of parliament and case law, the UK also followed EU employment law up until Brexit on 31st January 2020, this means the UK is no longer bound to follow EU employment laws. Government can impact the employment relationship in many ways depending on its current economic, political or social stance, for example at present the UK is under a conservative government who many have different policies and plans in place relating to minimum wage or interest rates than that of a labour government, this can put strain on the employment relationship as employees don’t feel they are getting what they deserve which could lead to trade union action or strikes in a worst case scenario. The government is a large employer within the public sector and must also be mindful of the fact it needs to lead by example. The government also have agencies such as Advisory, Conciliation and Arbitration Service (ACAS) who set out codes of practice for employers, for example this could be a code of practice relating to disciplinary or grievance procedures, employers must them follow this when dealing with an employee, this ensures the employee is treated in a fair way and is the absolute minimum steps an employer should follow, (ACAS 2021). 










































3. Explain the different models of employee representation, clarifying terms such as employee involvement, participation, partnership, information and consultation


There are multiple models of employee representation including involvement, participation and consultation. Aylott (2014) discusses involvement practices and their aims of informing and consulting employees on aspects of running the organisation, involvement aims to engage employees with the aims and objectives of the organisation and keep them up to date with changes and adaptations, this is largely done through communication and consultation. According to Semerad (2017) employers need to communicate downwards and pass on information relating to policies and regulations and also updates that are relevant, the absence of appropriate communication can lead to gossip and misinterpretation and an unhealthy work culture, employees also pass information upwards to management during appraisals and reviews, this is typically where they raise issues and concerns and expect them to be resolved, effective upward communication relies on there being a trusted and positive relationship between the two parties. Without a strong two-way communication system, issues do not get raised and resolved and employees are kept in the dark about updates or changes and are then less likely to engage and adapt, both of which will hinder the organisation achieving its goals. Consultation is where employees are informed and asked for their opinions or input of proposed changes, this can be done via trade unions and representatives, there are notable instances when this is a legal requirement e.g consulting employees on health and safety changes, (ACAS 2021). When consulting, both parties must have a discussion however, the employer does not have to take the views of the employee, by holding consultations and giving employees the opportunities to raise views and concerns they are more likely to adjust to any actions put in place as a result of the consultation, the fact they have been involved. 

Participation refers to enabling and empowering employees to contribute to the organisations decision making, (Redman and Wilkinson 2009). Participation can be both individual and collective, and is not direct between managers and employees and is often done by third parties such as the European Works Council (EWC) which is a group on nonunion or a mix of union and nonunion members who make up an employee forum, this approach uses regular meetings to keep both parties up to date and able to participate, (GOV 2021). Other types of participation include partnership schemes, which include high commitment sharing of information as employee representatives and employers have mutual benefits to gain from a strong relationship. Partnership schemes involve a high degree of employee voice and can also involve financial investment as well as direct participation by an employee and that by a representative. According to CIPD (2021) partnership approaches aim to share information and come to decisions in a mutual way and promote a relationship that relies heavily on co-operation and less of an employer and employee relationship and instead one that edges towards a co-decisive team and is more equal, a notable example of this is how the John Lewis/Waitrose partnership operates whereby employees have shares within the business and benefit from the organization achieving its goals and the employees on the ground can then see how it is in their best interest to contribute highly to the organisation achieving its goals. 









4. Explain different types of individual and collective conflict behavior and some of the evolving approaches that can be used the manage these. 

Conflict comes in two key forms organized which is traditionally associated with strikes for example and is collective and unorganized which can include protests or employees damaging property, this can be both individually and collective. Conflict can occur in the workplace for a variety of reasons, this can be both individual conflict or collective conflict, this is one of the key areas of employment relations and addressing conflict is vital to ensure the organization can continue to achieve its goals. Blossi (2007) defines conflict as a disagreement between two or more parties who perceive that they have incompatible concerns. Mullins (2005) provides a similar definition but goes further and addresses the fact that the imbalance of behavior of an individual or group hampers the achievement of organizational objectives. Misbehavior is a form of unorganized conflict and happens more regularly when employees are not meeting expectations and doing things they are not supposed to whilst at work, (Williams and Adam-smith 2010).  There are a variety of types of conflict that can occur these can include individual conflicts such as employee grievances and complaints which can end up at employment tribunals if they are unable to be rectified by management and more extreme examples such as strikes. Industrial action such as strikes can be either official whereby employees may be members of a trade union and the union authorizes the action, in this situation employees who are not members of said trade union are unable to take part, or the action can be unofficial whereby the action has not been authorized by a trade union, but employees are collectively taking part, this can lead to employers withholding pay, (Qureshi 2018). Conflict within the workplace can occur for a variety of reasons to do with wither the organization such as aims being poorly communicated and employees getting frustrated as they do not know what they should be doing, or systems that make employees compete with each other, or they can stem from individual factors such as employees making mistakes or having personality clashes with others o the team, (Wakeman 2015). 

A large element of managing employment relations is managing and resolving conflict which can be done in various ways through a third party. GOV (2021) discusses mediation, conciliation and arbitration, Mediation is where an independent and impartial third party discusses a problem with the employer and employee and aims to find a solution, this is a voluntary process and neither party can be forced to take part or accept the proposed solution, this should not be used in the case of formal investigations such as harassment, Grobman (2019) notes that mediation can help avoid costly tribunals and if used before the situation escalates can be very effective. Conciliation is similar to mediation in the sense that it is voluntary and aims to settle a dispute but it differs from mediation s it is usually used when either the employee has already made a claim to a tribunal or believes he/she may be entitled to a tribunal claim, ACAS (2021) notes that this approach takes place after a claim has been made or is going to be made and the process uses an impartial advisor to try and come to an agreement before the need to escalate to tribunal, this method is more likely used for a more serious dispute than that of mediation. Arbitration is where a third party makes a firm decision on a case after considering the issues, unlike mediation or conciliation whereby employees/employers do not have to accept the solution, with arbitration both parties must accept the decision as legally binding. ACAS (2021) states that arbitration is usually used after mediation/conciliation as it is usually better for employees/employers to come to a decision on their own rather than must accept a decision made under these circumstances. 
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