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1.1) Explain what is meant by the indeterminate nature of employment relations.
The need to have a happy workforce is fundamental to the success of an organisation. Ensuring good employee relations resulting in staff being happy and treated fairly in work is therefore very important to a company. Ellis (2016) states that employee relations is perceived to be the relationship between trade unions and an organisation. However, she goes on to state that it is much more than this, and involves the complex relationship between an employee and their employer. Gennard et al (2016) re-iterate this and explain that over the year’s employee relations has changed dramatically as a result of falling membership in unions as well as a development in human resource management which has put an emphasis on developing relationships between staff and their manager. Suff (2019) echoes this and adds that there has been a shift over the years from ‘Industrial Relations’ to ‘Employee Relations’ as a result of employees having better working rights as well as a decrease in the power of the union. With new regulations such as the Equalities Act 2010 coming in that supports staff there is less need for employees to have union backing. 
1.2) Compare unitarist and pluralist approaches to employment relations.
Although there are many different reasons why people go to work when it comes to the relationship between the employee and manager Ellis (2016) states that there are two main category’s that apply which are;

1. Unitarist – This is a when both staff and managers are on board with the company objectives and work in a harmoniously way. Within a unitarist approach there would be little conflict and all involved in the company are united as a team pulling in the direction set by the organisation. There would be trust and loyalty in the managers knowing that they are directing staff with them both having the same common goals.
2. Pluralist – This approach would be slightly different to a unitarist approach in the fact that although in some cases the objectives of both staff and the company may be the same there is an overlap. For example, an employee will want to succeed in work to ensure they have career progression and fulfil their individual needs, where as a company particularly in the private industry would be focused on maximising their profits. In the cases where both mirror each other there would be a good relationship. However, as a result of the conflicting objectives there is potentially for conflict to arise when one either the employee didn’t feel their needs were being met or if a company wasn’t meeting their objectives. In these cases it is important for managers to deal with conflict as quickly and efficiently as possible.

Ellis (2016) goes on to say that other aspects of employee relationships need to be considered. She states that staff could have an economic view when it comes to work where they simply come to work just for financial reasons. This view would suggest that the more money an employee is paid the harder they work. As well as this there is the psychological contract which would be a mutual understanding between an employee and employer that they both need each other. It would be an understanding that if an employee helped an organisation meet its objectives then in return it would ensue the employees needs were met in ways such as offering good career progression. 

[bookmark: _GoBack]2.1) Explain the purpose and key developments of the trade union movement. 




2.2) Compare different management approaches to employment relations. 




2.3) Explain the role of UK and EU government, and the principle employment relations agencies of the state, in managing employment relations.




3.1) Explain the differences between employee involvement, participation, partnership, information and consultation. 






4.1) Distinguish between conflict and misbehaviour, and between official and unofficial industrial action. 

https://www.cipd.co.uk/knowledge/fundamentals/relations/disputes/conflict-management-report 



4.2) Distinguish between third party conciliation, mediation and arbitration. 

 
http://www.acas.org.uk/index.aspx?articleid=4130 

https://www.personneltoday.com/employee-relations/dispute-resolution/ 

 


https://www.cipd.co.uk/knowledge/fundamentals/relations/employees/factsheet 
https://www.cipd.co.uk/knowledge/fundamentals/relations/employees/trade-unions-questions 
https://www.cipd.co.uk/knowledge/fundamentals/relations 
https://hbr.org/2002/02/theyre-not-employees-theyre-people 
https://www.personneltoday.com/topics/employee-relations/ 
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