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LO1: Understand theoretical approaches to employment relations
1.1 Explain what is meant by the indeterminate nature of employment relations. 
The term ‘Employment Relations (ER)’ generally means the relationship that is built between the employer and its employees (CIPD 2021).  This term has evolved over the years and was more commonly known as ‘Industrial Relations’.  Industrial relations were used before the shift in employment, when manufacturing was dominant with their Trade Unions (TU).  Now, the service industry is dominant where union presence has greatly diminished and the term ‘Employment Relations’ is generally used (Sisson 2008).  
There are several definitions of the term ‘employment relations’.  The Cambridge dictionary states, “Behaviour and communication between an employee and employer, especially relating to employee rights and happiness in their jobs”.
Taylor (2016 p100) says there are two differing definitions:
The first written by Gennard & Judge (2010 p225) states, “The purpose of employment relations is to establish rules, regulations and agreements to regulate the employment relationship”.
The second written by CIPD 2021 focusses on all workplace relations, emphasising on assisting line managers create relationships with their employees that are based on trust.
The first definition follows regulations and more traditional (Taylor 2016), where the purpose is to create rules and procedures in the workplace which governs the relationship.  This is created in the form of policies, handbooks and TU agreements and can be carried out collectively or individually.  Examples include union pay talks or flexible working practices.  Employment Law such as The Equality Act 2010 also plays a big part with the working relationship, creating Laws and Regulations that impact the working environment e.g. Gender discrimination. 
The second explanation is focussed on the employment relationship from the start to end of employment.  This definition concentrates on people relationships and not external factors that can influence the employee relationship e.g. Coronavirus pandemic or employment law.  This explanation fits with the developing employee relations strategy of many companies (such as Google) where individual employee relationships and engagement has become a major part of the working relationship (CIPD 2021), which assists with improved employee wellbeing and business output.  
According to Edwards (2008), an employees’ beliefs are formed by their own perception of what a ‘job’ is.   Employees may have a clear vision of the role; however, the role is seen as indeterminate as duties/responsibilities are not specific nor state how much effort is required to fulfil it.  Colling and Terry (2010) say, “Indeterminacy refers to the labour contract and does not state how much effort to put in by the workers”.  Therefore, employees are required to accomplish their work effectively no matter how much of it is given.  
Employees work under the authority of others and employee relations can often change depending on its existing management (Edwards 2008).  This can be the same with work output, which can shift due to the power relations changing.  
Both employment law and the nature of an employee’s work have an impact on employee relations e.g. abolishing retirement age, working for longer and any internal conflict that may exist.  Technological changes can also impact employment relations along with a broader make-up of the current job market e.g. more part time/temporary working (CIPD 2021). 

1.2 Compare unitarist and pluralist approaches to employment relations
According to Fox (1966), there are two ways the employee relationship is viewed by management, Unitarist and Pluralist.  Unitarist views are where teamwork is present, employees pull together with management to reach the same goals, a harmonious workforce (Taylor 2016).  An example could be during the Coronavirus pandemic where organisations and its employees worked together during difficult times.  
In comparison, a Pluralist approach is where organisations and employees have similar and different concerns in employment relations (Fox 1966).  This approach can be seen as employers and employees having different agendas/goals which can reflect in the number of disciplinaries/grievances being held.  Employers who are seen as pluralist are going to be involved in conflict within their business and often use disciplinary meetings to resolve any conflict (Taylor 2016).  An example of a pluralist approach is an employer wanting to find ways to improve revenue through lower pay increments for employees.  Whereas employees want to increase their salary and are looking for a pay rise.  This contrasts with a unitarist approach where the number of disciplinaries/conflict would be lower as all employees are working together towards the same goal.  
The two approaches can be effective, however the unitarist shared approach can show greater employee loyalty as they feel valued.  The conflicting pluralist approach could have reduced loyalty as employees feel their views are not being listened to.  This will have an impact on the culture of the organisation (Claridge 2018).  
There are other perspectives such as an Economic view where the relationship of an employee with their workplace is money orientated e.g. financial rewards for their work.  Another is the psychological contract which can be defined by Guest and Conway (2002) as the “perceptions of the employees and employers’ mutual obligations to one another”.  These mutual obligations will not be written down in a contract of employment but will be expected and often through discretionary effort e.g. career development.  




LO2: Understand the roles of key parties involved in employment relations.
2.1 Explain the purpose and key developments of the trade union movement. 
There are key parties involved in the employment relationship; Management, Government, Government Agencies and TU’s.
The TU are an association for a particular trade and was formed to acquire pay increases/improvements, working conditions, employee benefits and status through collective bargaining (Duignan 2021).   According to Taylor (2016), its principal aim is to regulate the relationship between employers and employees under the consolidation of the Trade Union and Labour Relations Act 1992, S1.  The TU’s mission is to assist with the agenda of employees (Taylor 2016).
From 1868, The Trade Union Congress (TUC), established itself as the voice of TUs in the UK (TUC 2022). In the beginning, they focussed on shaping government policy, however, from the 1920s, concentrated on industrial matters, playing a role on the coordination of the 1926 general strike and the 1980’s miners’ strike.
The largest UK union is UNITE who, to create democracy in the workplace represent the interests of their members (Taylor 2016).   During 1980, they had approximately 12.6 million members across different sectors, however from 2015, this decreased to approximately 1.42 million members (with most members being in the public sector) which indicates that membership is on the decline and the unions are having reduced influence within workplaces, this, according to Rose (2008), could be down to the following reasons: 
· A rise in unemployment – certain industries such as manufacturing where there was once a heavy union presence have closed.
· Government legislation – has reduced the influence that TU’s have e.g. Minimum wage/living wage has meant that employers must pay a certain rate.
· Company policy – promoting individual employee relationships more than in the past where it was collective.
· The composition of workforces e.g. more female workers or part time working so TU’s find it difficult to access certain members as workforces are no longer dominated by full time male employees.
Recent statistics by the Department for Business, Energy and Industrial Strategy (2021) state that the proportion of UK employees in a union rose slightly in 2020 to 23.7% from 23.3% in 2017, the rise is said to be that of female membership in the public sector.  From this increase, in contrast to the above bullet point, female membership is on the increase.  However, given that this increase is within the public sector, the private sector is still decreasing in membership and has decreased since 1995-2020 by 2.56 million. 
TU’s can represent their members individually or collectively.  By representing collectively, they rely on greater influence with management.  Securing the best possible working arrangements for members, will enhance their relationships e.g. through pay negotiations/work conditions (Taylor 2016).  These negotiations can take weeks/months for management to agree or negotiate and then for the TU to consult with its members.  If an agreement cannot be reached, then there is a possibility of strike action with its members.
The Trade Union Act 2016 and (2019) Amendment Bill was updated to limit/restrict strikes particularly within the public sector.  New changes state that for a Trade Union to be recognised by a workplace, at least 40% of the bargaining unit vote must be received in favour of having a union (GOV.UK 2022).  There must also be a 50% turnout for the vote, this however hasn’t stopped strikes as seen with the NHS who balloted for pay increases not so long ago.   

2.2 Compare different management approaches to employment relations. 
Employee management includes the organisation and delivery of work by people who are in-charge of the smooth running of the business.  Management contributes to the agenda of the business (Taylor 2016).  Sisson (2010) says that management has become the greatest influence in worker relationships.  Which suggests that as time has evolved, the management relationship has grown in comparison to that of a trade union.
The role of a manager has an impact on its workforce and their relationship.  The style of management used, impacts on the type of relationship e.g. positive/negative.  According to Juneja (2022), every leader has a unique way of handling employees. The various ways of dealing and interacting with subordinates at the workplace is called management approach.
According to Kilroy and Dundon (2015), there are three different management styles, these are:
Policy Enactor – This type of leader is seen as autocratic by controlling and making workplace decisions (Valamis 2021).  They execute company policy rigidly and are more formal in their management style.  This type of manager uses HR policies to manage their teams and is nowadays being used less by organisations who are having a more agile approach such as Google.   
Organisational Leader – This type of leader is often seen positively as there is good interaction between them and their teams.  This manager often goes above and beyond what is required for their team and depends on their working relationships to manage day to day tasks.
Employee Coach -   This type of leader is democratic; they allow employees to give input but ultimately have the final decision.  They develop their workers and often prioritise professional development of their team.  This manager promotes learning and upskilling, making employees feel valued, but can sometimes cause conflict within teams through favouring certain people (Valamis 2021).   
There are other types of management styles as explained by Gennard & Judge 2016):
Opportunistic – Often change their style to gain a personal advantage, putting their own interests ahead of others.
Paternalistic – Focussed on the welfare of their team with their best interests in mind.
Traditionalist – Focus on goals and objectives set by the organisation.
Consultative – Where managers ask for their teams’ thoughts and opinions.  

2.3 Explain the role of UK and EU government, and the principal employment relations agencies of the state, in managing employment relations
Employment Law within the UK mainly comes from Acts of Parliament and Common Law (Case Law).  However, other forms include Statutory Regulations and European directives from European Government (Daniels 2019).
The UK currently see the Conservative Party Government in power.  There are also other Government agencies e.g. ACAS (Advisory, Conciliation and Arbitration Service) and the EHRC (Equality and Human Rights Commission) who, put into effect policies for employee relations. The Government directly impacts employee relations in the UK through creating legislation and then implementing it.  They must also be seen as leading the way and following this legislation not only to lead by example (good practice), but also showing they are a model employer due to themselves being an employer for the public sector e.g. NHS (Taylor 2016).  
This model employer has been challenged over recent years by pay freezes for the public sector and cost saving exercises, which has impacted employee relations.  This has caused more public sector employees joining the union and resisting certain changes causing relations to break down (Taylor 2016).
Examples of the employee relations legislation are the Employment Rights Act 1996, which is a framework for modern labour laws concerning itself with the rights of employees e.g. parental leave/notice periods (Peninsula 2022). Also, the Equality Act 2010, which protects individuals from discrimination (not only whilst at work) and explains the lawful ways to treat people based on a list of protected characteristics (Gov.uk 2016).
The Government has influence and have impacted workplace relationships in other ways such as:
· Through interest rates (fiscal policy)
· Brexit (which has caused much frustration over the past year)
· Coronavirus pandemic regulations
· Government funding
· Health and Safety through the Health and Safety at Work Act 1974

The UK joined the European Union in 1973.  From then, EU employment regulation increased especially when joining the Maastricht Treaty in 1997 when certain regulations such as the Working Time regulations 1998 were introduced.  In 2020, the UK left the EU agreeing that current employment regulations and the employment relationship would not change (CIPD 2021).  EU policy covers several areas e.g. Health and Safety, Data Protection, working standards and family friendly rights that can all have an impact on the employment relationship.  The influence from the EU is seen to encourage and support a management and TU partnership impacting rewards, working flexibly and workplace relationships (Taylor 2016).
 ACAS obtain funds from the government, however, are independent, who aim to improve working relations (ACAS 2022).  They offer training and advice to both employees and employers and assist with any workplace disputes e.g. disciplinaries/grievances through Codes of Practice.  ACAS are used in the first instance before any tribunal claims.
The EHRC support equal opportunities and enforce legislation on discrimination.  They hope to diminish workplace discrimination through influencing employee relationship management to accomplish the government’s commitment of eradicating inequality (Taylor 2016). 

LO3: Understand different models of employee representation.
3.1 Explain the differences between employee involvement, participation, partnership, information and consultation.
Employee representation supports good practice for communication channels and effective negotiations (ACAS 2022).  Hoffman (2016) states, “the structure of employee representation at work depends on a combination of the strength of the union at the workplace and the wishes of the employer”.
Employee involvement is a form of employee voice and helps to build relationships between with trust in the workplace (CIPD 2021).  This can help employers with productivity, business success, job satisfaction and the feeling of being valued by employees.  A definition of employee voice given by Dromey (2016), states “the ability of employees to express their views, opinions, concerns and suggestions, and for these efforts to influence decisions at work”.  Employee voice used to be in the form of unions, however with the decline in union numbers, it has resulted in management and employees communicating both individually and collectively in many workplaces (Taylor 2016 p115).
Employers must involve their employees in ideas from the beginning and directly to get buy in, this can be formally or informally e.g. team meetings, e-mails, digital media, pulse surveys or suggestion boxes, where there can be 2-way communication.  Some larger businesses have support groups where discussions can be held.  WERS (2013) says Downward communication is the main type used in employee voice in modern businesses.
Since 2005 when the ICE (Information and Consultation of Employees) Regulations came into action, employees legally have a right to be “consulted and informed” about any changes in employment matters such as job security (right to an employee voice).  This is seen to have benefits to both employees and employers (Taylor 2016 p115).  Benefits include (CIPD 2020 p4):
· Better communication 
· Higher trust levels in management 
· Enhanced productivity and engagement
· If there are issues, management will find out sooner
· Ideas received from the workforce on how to improve business
· Greater job satisfaction.  This often leads to fewer grievances and employee retention.
When employees partake in decision-making through a representative, this is known as employee participation e.g. employee forum meetings with mixed groups of employees.   This approach is seen as employees having a say in the decisions made (Gennard 2016).  Representatives often meet with managers in committees or meetings, not the employee.  
Representative meetings can include: 
· European Works Council (EWC) which involves consulting a forum of employee representatives from the EU on transnational issues (Eversheds 2021).
· Partnership schemes – where employers and representatives resolve issues by co-operating. This involves sharing information (Rees 2021)
· Joint Consultation – to discuss issues of interest within the workplace.
Employee Partnership - is where representatives and employers co-operate together and benefit from mutual gains.  Here, information is shared and a high commitment to tackle the issues together where they have the same powers to make decisions (CIPD 2021). 

LO4: Understand different forms of conflict behaviour and dispute resolution.
4.1 Distinguish between conflict and misbehaviour, and between official and unofficial industrial action. 
Different types of conflict can occur in workplaces.  Sometimes there is positive conflict such as healthy competition between colleagues, or negative conflict such as bullying/harassment or a personality difference and conflict with groups such as working conditions, pay differences or strike action (CIPD 2021).  Conflict is “the discontent arising from a perceived clash of interests” (Sisson 2010 p 207).
Conflict can also be organised through a TU e.g. strikes, overtime bans and work-to-rule or unorganised where it hasn’t been formally approved e.g. sabotage, absence, theft, or resignation (Taylor 2016).  Authorised industrial action is sanctioned by the TU (XpertHR 2022) and occurs when workplace disputes can’t be solved through negotiations.  Whereas unofficial action has not been authorised by the union such as refusal to work overtime (Qureshi 2018).
Conflict at work will happen as individuals have different interests.  To deal with conflict, there must be systems in place to manage it e.g. trained line managers and procedures/policies such as disciplinary and equality policies (which follow the ACAS Code of Practice).  To identify conflict early, the issue is more likely to be solved before it gets out of hand (Taylor 2016).  Modern ways of dealing with conflict are training Line Managers to spot changes in behaviour through communication and listening to their teams’ views, calling the ACAS helpline and open channels should be available between management and employees.  Issuing feedback forms may also help identify unhappiness and prevent future conflict along with consulting with employees (NI Direct 2022).   
Unorganised conflict can also be known as misbehaviour.  Workplace misbehaviour is any intentional employee behaviour that is potentially harmful to the organisation or individuals (Hollinger 1986). It can be through deviance, aggression, antisocial behaviour, and violence e.g. irritating colleagues on purpose, counterproductive behaviour, or verbal aggression.
Historically, conflict was associated with strike action (by employee ballot), however strike action has declined, which is said to be down to a decrease in TU subscription (Taylor 2016).  In modern businesses, conflict is often individual and brought through grievances and complaints to employment tribunals (Taylor 2016).  Dealing with conflict informally in the first instance e.g. before disciplinaries is advised by ACAS.  Gennard & Judge (2016 p232) say larger organisations tend to have more disciplinary and Grievances and more informal and flexible approaches are used when dealing with conflict resolution due to the recent reforms to management systems in the UK.  

4.2 Distinguish between third party conciliation, mediation, and arbitration.
There are different ways of resolving conflict within the workplace:
· Early Conciliation
· Mediation
· Arbitration
Before cases get taken to court/tribunal, employees should follow the employer’s internal procedures.  If not, they can contact ACAS for Early Conciliation.  This is when ACAS speak to both parties about the dispute (ACAS 2021).   ACAS are responsible for contacting the employer for the possibility of informally settling the dispute. If an agreement isn’t made, the dispute will go through the courts/tribunal system (Daniels 2017).    
Advantages: free and confidential, the appointed person is unbiased and is quicker than going straight to tribunal.  
Disadvantages: relying on both parties to come to an agreement, otherwise it could cause bigger problem at the tribunal stage (JMW 2022).
Mediation is a quick way to fix relationships when there is a disagreement and is carried out by an impartial person.  It is often used when there is a communication breakdown or during a personality clash.  Mediation can either be carried out by trained people at work or through an external provider such as ACAS and usually involves sitting around a table listening to each other’s views.  Mediation should not be used when an issue needs to be investigated e.g. harassment (Gov.uk 2022). 
Mediation is voluntary, confidential, not legally binding (a recommendation) and can assist by enhancing communication and finding agreements between parties (ACAS 2021).  Whatever is mentioned within the mediation meeting cannot be used in any future meetings.  
Advantages: avoidance of tribunal claims, reduces grievances and each party gets to listen to the other side of the argument.  
Disadvantages: cooperation is required by both parties and resolution is not guaranteed.
Arbitration is where a third party (ACAS) reviews and then negotiates disputes with management and either a group of employees or an individual.  Before the process starts, each party signs an agreement on the “Terms of Reference” that explains what issues are present and that they will accept the decision made by the third party (ACAS 2021).  They send their statements to the arbitrator for review and a hearing is held, where both parties will discuss their statement without interruption and answer questions.  After the hearing, the arbitrator will send the decision in writing (called an award).  
Advantages: confidential, voluntary, stops any clams going to court and brings an end to the issue.  
Disadvantages: no appeal of the decision made, there is a cost to having an arbitrator and the decision is legally binding (Gov.uk 2022).
A difference between mediation and conciliation is that in mediation, the mediator will look for common ground between all parties and will be responsible for making proposals for settlement, whereas a conciliator will weigh up both parties’ positions and leave it to the parties to come to agreement.  A mediator will take a more direct role offering their opinion and make proposals for settlement (JMW 2022). A difference between arbitration, conciliation and mediation is that before arbitration begins, an agreement is to be reached stating the outcome is final.   Arbitration is usually used as a final resort. 
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