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1.

Employee relations is the relationship between an organisation and trade unions (Taylor & Woodhams, 2016), but it is much more than this. It is the way organisations create and evolve relationships with their employees. (CIPD, 2019) states that today's interpretation of employee relations is much wider and refers to the individual as well as collective workplace relationships. It reflects the increasing differences in the employment relationship following the rise of workplace rights in the form of employment law and the decline in trade union reach and influence. Trade union involvement is on the decline, during the miner’s era of the '70s and 80's the unions worked for their members to increase workplace safety and conditions as well as pay. The strikes that followed brought the country to its knees, the government at the time decided it was time to remove some of the power from the unions. Unions are now only prevalent in the public sector. 
Due to this decline in unions, there is now increased importance of line managers developing relationships of trust with their employees. A willing workforce is far more productive than an unwilling workforce.
Employee relations skills are still seen by employers as critical to achieving enhanced levels of employee involvement, commitment, and engagement, leading to a more productive workforce and greater profits.

The indeterminate nature of employment relations is unlike any other contract, the labour contract is not for goods or services but for the ability to work. For an employer to receive the full value of the contract they must ensure that the employee is willing to complete the work. The employee is expected to complete the work efficiently no matter how much or how little work is given.

There are two approaches to employment relations (Fox, 1966) The Unitarist and Pluralist approaches.

The Unitarist approach assumes that the organisation and the employees are a united team (Fox, 1966) and will work as such, and will work with the management towards the organisational goal whatever that may be. Management, under the direction of the employer, is the only source of authority, Management prerogative is not questioned because everybody is part of the team and focused on the same goal. The Unitarist approach suggests that the relationship between the organisation and the employees as one of harmony, mutual trust, and work ethic. (Fox, 1966) also suggests that any workplace conflict is due to personality conflict and poor recruitment and that the removal of these sources of conflict is a priority. There should be only one form of authority, and that any other authority such as shop stewards and trade unions be removed from the workplace. Such an approach would be appealing to managers. It will legitimise their choices and any failings would be blamed on rebellious employees that would be removed from the workplace.

The Pluralist approach (Fox, 1966) suggests that organisations and employees are destined for conflict. Workplaces consist of a number of individuals and groups each with different goals, values, and individual needs. Organisations are focused on profits and the workers are focused on career development and increase their pay. This will inevitably lead to conflict and tensions and must be managed through company policy and procedures for example disciplinary and grievance policies. The Pluralist approach welcomes shop steward and trade unions as a competing authority to deal with employee relations on a collective basis. The result of this being a joint approach from managers and trade union representatives to harmonise the balance of power. There is normally one sticking point to this approach, Management almost always set the agenda and the workforce generally react to the agenda. Rarely is an agenda set by the workforce or their representatives. 




2.

There are many parties involved with employment relations:

· Trade Unions
The role of the trade unions is to represent their members in the workplace and to even out the balance of power in the workplace. Trade unions are independent of the employer and government but will work with both parties to resolve workplace issues. Trade unions aim to win fairness, justice, and equality for the working people (Nowak, 2015) A trade union can represent their member's interests either individually or collectively but prefer the latter as larger numbers make negotiation easier. They have an interest in securing the best possible arrangements for their members in relation to pay, working time, and working conditions. To achieve these goals the unions will negotiate and consult with the involved parties before an agreement is made. Quite often going between both parties many times before such an agreement is completed.
Since the hay day of trade unionism in the '70s and '80s during the miners’ strike, membership of the unions is in sharp decline according to (Rose, 2008) this is due to numerous factors including Government legislation targeting the influence of the trade unions and the changing demographic of the workforce. The miners and industry, in general, have declined and so has the full-time male worker dominance. The demographic is more balanced with women and temporary workers now in the mix. Not forgetting the fact that Human resource management has a larger influence on the individual and not the collective, this removes the collective bargaining power of the unions.

· Management
The term management relates to a system of authority and a group of people. All of which influence employee relations. Day to day management of employees is key to the relationship, Management now holds more power than the trade unions and the government in the day to day relations. (Sisson, 2010)
Each manager has a management style and these styles affect the relationship with the employees. (Kilroy & Dundon, 2015) states there are 3 styles of management, Organisational leaders, Policy enactors, and the employee coaches.


Organisational leaders act in a way that is best for the organisation overall, they will follow policy but are willing to go further in the interests of all parties. They rely primarily on the relationship with the employee and will go beyond policy to protect it.
Policy enactors rely on the policy and organisational hierarchy in place to manage the people. They follow this in most day to day interactions with their employees and can be quite rigid in their approach. They are dominated by HR practices and their organisational responsibilities.
Employee coaches tailor their management style to the individual, they rely on policy but also their coaching skills to manage. They see the disciplinary of their employees as a failure of their management style.

· Government and employment relation agencies.
The government is made up of the current sitting government and their agencies such as ACAS and EHRC. They have a considerable impact on employment relations due to themselves being a large employer of public services, the legislation they enforce, and their employment relation agencies. The government used to be the model employer using best practices, best pensions and working conditions, and the job for life motto. Today the Government has a different approach. It uses private-sector policies to enable cost-cutting and maximum output from its employees which of course goes against their old ethos. The Government uses Agencies to enforce relation policies such as ACAS. ACAS stands for the Advisory, Conciliation and Arbitration Service. It is a publicly funded independent organisation that aims to promote better employment relations. As well as offering advice and training on employment-related issues, Acas provides an alternative to employment tribunals and aims to be confidential, fast, cost-efficient, and informal. Acas is entirely voluntary and all proceedings are free and confidential. The primary goal of ACAS is to assist both parties in reaching an agreement, negating the need to go to an employment tribunal.













3.


Employees find Representation in their organisations in many ways the two main ways to achieve this are (Gennard, Judge, Bennett, & Saundry, 2016) Employee involvement, employee participation.

Employee involvement is when an Organisation introduces practices directly with the employees. This will enable the organisation to allow the employees to have input into the practice which in turn will encourage their co-operation. Typical examples of involvement are management briefings, suggestion boxes, working groups, and email communication. This type of representation is mostly positive due to the fact the employees are involved and are included in producing the product or practice. This is without the need to involve any form of a trade union.

(Ramsey, 1996) States That there are considerable organisational benefits from employee involvement in the form of increased morale, loyalty, commitment, and support for management and change. These are all beneficial to an organisation in increasing productivity and profits. A happy workforce is a productive workforce.

Employee participation is where employees take part in the organisations decision making, through their own representatives such as a staff forum which would meet on a regular basis, the essential feature of this is that the meeting is between management and an employee representative not individuals. These meetings are usually attended by union reps but not always. Non-unionised workplaces could vote for their representative. These meeting could discuss pay and entitlements on an annual basis, or on a more frequent basis to discuss working conditions and matters of health and safety.

Partnerships are very similar where  managers and employee representatives meet to discuss issues in the spirit of co-operation rather than through conflict, this must include a high level of information sharing by both parties to be successful (CIPD, 2020)

All of the above were optional practices and not enforced in the UK until 2005 when the ICE regulations were implemented. ICE, information, and consultation of employees gave employees the right to be consulted about any future changes to the employment relationship as well as job security (Taylor & Woodhams, 2016) 
(CIPD, 2011b) suggests if an organisation follows one of the above employee voice strategies then the benefits include:

· More influence over their work
· Higher job satisfaction
· More opportunity to develop skills
· Increased job security if the employer is more successful 

It is a requirement to follow ICE regulations but if done correctly will benefit the organisation and employees.










4.

Conflict can be defined as discontent arising from a perceived clash of interests (Sisson, 2010) Also as that line managers are at the heart of all conflict whether causing the conflict or dealing with it. (Purcell, 2014)

There are significant differences between workplace conflict and misbehaviour. Misbehaviour can be defined as an individual act whereas workplace conflict is between at least two parties.
Looking at misbehaviour firstly, examples of this could be, theft, absenteeism, lateness, or sabotage to the business. Misbehaviour also covers bullying, sexual harassment, and substance/alcohol abuse. These are all acts of misbehaviour by an individual and would normally be dealt with following the ACAS guidance for disciplinary and grievance.



Workplace conflict was typically associated with strikes or actions short of strikes. There are two types of industrial action, Official and unofficial.

In the UK the right to strike is complex. For a strike or industrial action to be official, it must: (TUC, 2020)

1. Relate to a work dispute with your own employer.
2. Be supported by a valid secret postal ballot where at least 50% of the balloted workers have voted. (validity is deemed by having an impartial scrutineer from the ERS when there are more than 50 votes)
3. Be carried out with notice. The union must give one weeks’ notice to the employer of a vote to strike.
4. Be open to all members that the action will affect.
5. If workers are deemed by the government as an important public worker then 40% of the workers vote in favour of the industrial action.


If the action is lawful then the workers cannot be dismissed due to the action. The organisation can withhold payment for the duration of the action called a lawful deduction.

Unofficial strikes or wildcat industrial action are unlawful, because of this the workers could face dismissal and are not entitled to pay.
Strikes or industrial actions are now in decline workplace. Conflict in modern organisations is with the individual. Conflict usually occurs after a change, for example new working patterns. An employee may not like this change and start being absent from work or may even resign and follow with a claim in an employment tribunal.


All workplace conflicts do not lead to industrial action, there are other options for example third-party conciliation, mediation, and arbitration.

Third-party Conciliation (GOV, 2020) is a process whereby a third neutral party (the conciliator) is appointed to assist both parties during a dispute. The goal here is to reach an amicable conclusion that both parties agree too before attending an employment tribunal.
Conciliation is the preferred method for resolving disputes. It allows the parties to have control over the outcome of their dispute. Conciliation is also more likely to result in a satisfactory outcome.  
Conciliation creates an opportunity for both parties to:

· tell their side of the story in a free and open discussion in person or over the phone.
· listen and get a better understanding of the other party’s issues.
· resolve the dispute mutually and quickly on the day if possible.
· find a solution that makes sense to both of you.
· Avoid stressful employment tribunals.
· And it is free 

ACAS offer this free service when an employee submits an ET1 form.

Mediation (GOV, 2020)is when there’s a dispute between 2 or more people or groups, the mediator can try to help both sides come to an agreement. 
Mediation cannot be used if a claim has been made, or could be made, to an employment tribunal about a dispute.  
Mediation is held by a neutral person (mediator). The mediator is impartial. They are there to help both parties find a solution that all the parties agree to. 
Mediation is normally used to settle disputes about working relationships. Mediation is not judging who was right or wrong. Mediation looks at how to agree on working together in the future. 
Mediation is a quick way to resolve a dispute and is: 

· less formal 
· flexible 
· voluntary 
· confidential 
· usually not legally binding


Arbitration is when a neutral third party is brought into the workplace to try to settle a dispute between an employer and an employee or group of employees.
Arbitration is delivered by an arbitrator who is impartial. The arbitrator will consider both parties' arguments and make a decision based on the evidence presented. Advantages of arbitration are:

· Free service from ACAS
· Voluntary
· Confidential
· Informal
· Legally Binding
· Aim to make a decision on the day.

There are many companies in the UK that offer these services, but as a rule the disadvantage of all three is that they are not based in a courtroom which is governed by law. The success or failure of these services is dependant on the person in control. If they do not manage the parties involved fairly, then one side could control the tone of the service, normally the employer. (Lipsky & Avgar, 2016)
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