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1.1 Explain what is meant by the indeterminate nature of employment relations.
The industrial revolution began in the late 18th century and changed the structure of organisations. Prior to the revolution, agriculture was the main economic activity which required little management but by the 19th century, industrialisation was growing rapidly with increased numbers of employees and management activity needed to increase to maintain industrial relations. (Forbes, 2018)
Employee relations is the term that replaced industrial relations and the CIPD (2021) tells us that it defines the relationship between employees and employers, both individually and collectively and can be based on relationships and regulations. (Taylor & Woodhams, 2016).  Gennard & Judge (2010) suggest that employment relations develop regulations, rules and agreements to ensure that the employment relationship is regulated with policies, contracts and wages but also inclusion of regulations such as the Equality Act 2010. The purpose of employee relations from a regulatory focus is to ensure that all regulations, directives and policies which regulate the relationship between employee and employer are in place. (Taylor & Woodhams, 2016) 
Business outcomes can be improved with positive relationship-based employee relations as it can lead to high levels of commitment, engagement, well-being and involvement which also help line managers build up a relationship built on trust throughout their employment journey. The relationships need to focus on what individual employees want and need, rather than what all employees want and need as every employee has differing needs. (CIPD, 2021)
Employment relations is continually evolving and we are into the Fourth Industrial Revolution, and it will continue to evolve as it is influenced by internal and external factors including de-industrialisation, technology, demographics, increase in female workers, decline in collective relationships and greater diversity in how we work ie. flexible and part time working.
Indeterminacy in employment relations refers to the employer buying the ability to do work and then turning the ability - which are the employees, into a positive for the organisation.  However, it does not state the capacity of work or effort that the employees need to input to receive the rewards, and they are therefore expected to efficiently complete the work irrespective of the amount of work that is given. (Colling & Terry, 2010)
Employment contracts assume that employers and employees are equal, however the employee is in a weaker position and it is therefore unequal. (Colling & Terry, 2010) Williams & Adam Smith (2006) reason that if an employee declines an offer of employment the employer will offer the job to an alternative candidate, whereas employees may not have the alternative of other offers. 
1.2 Compare unitarist and pluralist approaches to employee relations
Fox (1966) suggests that Managers view the employee relationship either as a unitarist relationship or a pluralist relationship.  Unitarist employee relationships are a united team who collaborate to achieve the objectives and goals of the organisation. Taylor & Woodhams (2016) compare unitarism to a football team who both on and off the pitch support each other and unite behind the Manager’s authority to help the club increase profits by winning matches, in the same way the employee relationship is characterised by co-operation, harmonious with a team ethic. An example of a unitarist organisation I have worked in was a small construction company where we all worked together as a team – when they lost a large tender for a new council framework there was concern for the future of the organisation and we agreed to work overtime unpaid which helped them through the period of uncertainty and assisted them in progressing to achieve a large contract and offer us individual pay rewards.
According to a pluralist perspective, organisations and employees have both similar and differing interests in their working relationship. An example of this is where organisations are seeking to maximise their profits whereas the employees are seeking to improve their careers and increase their income.  Whereas unitarist relationships are built up of organisations that share interests of all members, pluralist organisations are made up of divergent sub-groups having individual legitimate interests. (Difference Between, 2011) Conflict is another difference as unitarism views conflict as dysfunctional and pluralism views conflict as desirable and does not expect loyalty.  The conflict must be managed through discipline and grievance procedures which are essential for sustaining an effective relationship. (Taylor & Woodhams, 2016)  My current workplace is a pluralist organisation where staff have a trade union and police officers have a police federation representation.  They are involved in all processes including recruitment, promotion and grievance procedures.  Our pay awards are collectively agreed annually.
	
	Unitarism
	Pluralism

	Definition
	Shared interest of all members of organisation
	Members of organisation have their own legitimate interests

	Goals and interests
	Share common goals and objectives
	Can have conflicting goals and objectives

	Conflicts
	Viewed as dysfunctional
	Acknowledged and desired

	Paternalistic
	Expects loyalty
	Does not expect any loyalty


									(Differencebetween, 2011)
There are key alternative views on employment relations as detailed by Taylor & Woodhams (2016) which include the psychological and the economic contract which both have an impact.  The psychological contract is defined by the CIPD (2021) as the expectations, beliefs, ambitions and obligations of the employer and the employee.  It will depend on the way differing managers chose to manage their teams and can differ depending on the employee/manager relationship, and can infer from past actions ie. if employees see managers granting requests for flexible working they would expect the same from their managers, or if employers make statements during the recruitment process or during performance reviews, there would then be a level of expectation to deliver. During the recent pandemic key workers that had a strong psychological contract were called upon by their employers and stepped up when needed in the crisis.
The economic view is where the employee works in exchange for reward (Block, Berg & Belman, 2004).  An employee that holds an economic view of the relationships works for financial reward and even harder for more reward but Budd (2011) criticises this view as it does not consider the many reasons why employees work which include fulfilment and identity. Deloitte (2019) tells us that the fourth industrial revolution is impacting on work, employees and employers due to the political, economic and social fabric which is causing disruption with an increasing number of social enterprising organisations who not only combine growth and profit-making but also ensure respect and support to the environment and stakeholder network. (Deloitte, 2019)  An organisational example of this is Patagonia that have adapted to ensure environmental responsibility and have increased profits. (Business Today, 2018) The dynamic view is where both conflict and cooperation in varying degrees exists within organisations. (Blyton et al, 1998)







2.1  Explain the purpose and key developments of the trade union movement. 
Unison (nd) describes trades unions as ‘groups of employees who join together to maintain and improve their conditions of employment’.  The trade unions aim to win fairness, justice and equality for working people as defined by Nowak (2015). They can be recognised or non-recognised.  If they are recognised the CIPD (2019) tells us that they must be:
· Independent
· Recognised by the employer, or two or more associated employers for the purpose of collective bargaining.
Members of trade unions are supported by the union. They can represent them in tribunals, redundancies and will also give advice and guidance on any work-related issues and employment rights, re-balancing the equal distribution of power between employers and employees.  Employee relationships are impacted by trade unions as they fight to secure the best agreements for their members, especially around salaries, working time, agreeing workplace rules and procedures and working conditions. They negotiate on behalf of their members either individually or in groups which is known as collective bargaining. (CIPD, 2021)
Trade Unions peaked in 1979 when trade unions exerted an increasingly strong influence on employee relations – this was evident in the miner’s strike of 1980. (Taylor & Woodhams, 2016) In 1980 there were 12.6m members compared to 6.6m today which are mostly based in the public sector, this decline has led to a reduced influence. (Guardian, 2021)
A key development in trade unions was the introduction of the Trade Union Act in 2016 and amendment bill in 2019.  The Act was initially designed to address the claim that unions were calling strikes despite low support from members. (Personnel Today, 2017) Gov.uk (2016) tells us that the Act improved union practices and increased transparency by:
· Introducing measures to limit strikes – setting time limits for industrial action
· Clearer descriptions of dispute and action on ballot papers to ensure members are aware of voting reason
· Certification Officer awarded more powers
· Dropping measures to restrict pickets and protests and also social media campaigns
· Review of online methods for strike ballots to help increased turnouts
· Introduction of thresholds for strike ballots
· Action must be supported by a majority of those voting and turnout must be 50% 
· In essential services, at least 40% of all relevant members must vote in favour
2.2  Compare different management approaches to employment relations. 
Taylor & Woodhams (2016) describe management as the term used to refer to a process, system of authority and a group of people which are all relevant in the influencing of employee relations, with the Manager being defined as the most important person to lead organisations to success. (Gallup, 2019)  The management role has increased compared to the government and trade union roles and Sisson (2010) states that since the 1980’s it has become the major force for change in the arrangements governing the employee relationship.
Managers account for 70% of team engagement variance according to a Gallup report in 201 with poor leadership having a negative effect on the organisation.  By adopting a good leadership style reductions in turnover and increases in productivity and morale can be achieved. (BetterUp, 2021)
Management styles are the approaches adopted by managers in their interactions with employees – they are the different ways in which a leader will plan and organise employees in order to achieve goals and objectives. (Indeed, 2021) Management styles will have a key impact in creating and sustaining effective employee relationships.
Kilrou and Dundon (2015) carried out a study which identified three types of Managers:
1. Organisational – implementing HRM policy into practice selectively
2. Policy enactor – implementing HRM policy into practice rigidly
3. Employee coach – implementing HRM policy into practice in a tailored way (depending on situation and employee)
Management styles were historically autocratic with a low trust/high process but are now high trust/low process as was seen at Netflix where Managers owned the job of creating great teams. (HBR, 2014) Gennard and Judge (2016) identified the following effective management styles:
1. Paternalistic – manager is authoritative but treating team as if they are part of a large family.
2. Consultative – managers considering ideas of the team and asking for their ideas and opinions.
3. Traditionalist – managers communicate goals and objectives clearly and efficiently
4. Opportunistic – managers use differing styles for the purpose of their own personal advancement.
2.3  Explain the role of UK and EU government, and the principle employment relations agencies of the state, in managing employment relations.
The CIPD (2021) tells us that employee relations are affected by legislation including the current government and agencies such as the Advisory, Conciliation and Arbitration Service (ACAS) and the Equality and Human Rights Commission (EHRC) with legislations such as the Equality Act 2010 (which deals with any discrimination and equal pay) and the Employment Rights Act 1996 (which deals with employment dismissal unfairness).  As the government is a major employer and legislator within the public sector in the UK it has a substantial impact on employee relations management. The government has moved away from its traditional role of demonstrating good practice as an employer within the public sector which used to include promises of a job for life, good pensions and performance related pay.  Since 2010 the policies and practices introduced by the Coaltion and Conservative Government have been more focussed on achieving reductions in costs, with freezing pay and cutting jobs which has caused unrest from the trade unions and employees. (Taylor & Woodhams, 2016) The EU government represents citizens in the European Parliament and the member states in the European Council.  The UK left the EU in 2020 (Brexit) and new rules were implemented on how we would live, work and trade together. (European Commission, nd). 
The government can also have a major impact on employee relations with:
· Manifesto and fiscal policy which is the use of taxation and spending by the government which influences the UK economy to sustain growth and reduce poverty.
· Capitalism agenda where the government encourage trade and industry to be driven by individuals and private sector
· BREXIT the UK withdrew from the EU in 2020 and this has had a major impact with a move from EU to UK regulations
· The government had to work with local authorities during the recent unprecedented pandemic to introduce regulations
· Taxes which are the mandatory contributions that employees and corporations have to pay to fund government activities which include social security, public works and services and schools.
· Government inspections to ensure that organisations are following rules
· Funding for organisations which can fluctuate 
· Environmental levies which are designed to tax activities that maybe harmful to the environment
Employee relations are also influenced by a legal framework which should promote good behaviours such as work-life balance and to protect employees from inappropriate behaviours such as harassment. (Taylor & Woodhams, 2016) The legal regulation of employee relationships has grown over the last 40 years and employment law is important in the management of both collective and individual relationships.  Along with legislation, the below are included in employment law.
· Common Law – unwritten laws based on previous decisions
· Codes of Practice – provide guidance on laws as in ACAS and EHRC
· Contracts of employment – legal agreement between employee and employer with express and implied terms
Developments in individual laws include:
· Equality Act 2010 – Aims to achieve equality at work including equal pay
· Default Retirement Age (2011) – Allowing employees to work longer as can be seen in B&Q who employ over 28% of employees over the age of 50. (Personnel Today, 2000)
· Agency Workers Regulations (2010) – Temporary workers eligible for equal treatment to permanent workers.
· Increase in qualifying service for unfair dismissal (2012) – Increase in time to lodge a claim from 12 to 24 months.
Developments in collective laws include:
· Information and Consultation of Employees (ICE) Regulations (2004) – Employer requirement to inform and consult employees of any business changes which could affect their job security.
· Statutory Trade Union Recognition (2000) – Employers must recognise trade unions if the majority of employees vote in favour of recognition.
· Industrial Action – No legal right to strike in UK and ballot process must be adhered to.  British Airways cabin crew strike was averted in 2009 due to a flaw in the ballot process. (Guardian, 2009)
The government implemented a ‘Good Work Plan’ in 2018 which committed to impose penalties on employers that did not adhere to the employment law regulations and also included day one rights, fixed working patterns, reduced thresholds for employee information and consultation requests, agency worker rights and ongoing consultations for employment status.












3.1. Explain the differences between employee involvement, participation, partnership, information and consultation. 
Employee voice allows employees to express their views and opinions whether positive or negative in order to influence management actions. (Benson and Brown, 2010)    Employee voice practices benefit both the employee and the employer and the CIPD (2011) tells us that the benefits for employers are:
· Skills and knowledge of employees better used which leads to higher productivity
· Valued employees are more likely to stay and contribute
· Positive reputation for organisation – attracting better employees
· Reduced conflict
Benefits for the employees are:
· Employees increased influence over their work
· Increased job satisfaction
· Increased opportunity to develop skills
· Increased job security 
Marchington et al (1992) defines employment practices such as involvement and participation as being initiated by management to increase information and commitment to the organisation.
Employee Involvement is a form of employee voice which can provide the employee with a way to communicate to their employer, their concerns and opinions to influence the employer actions. (Benson and Brown, 2010). The employee will feel more invested in the organisation if they are able to have a voice.  Examples of employee involvement can include newsletters, briefings, surveys and mentoring schemes.  Suggestion boxes can also improve employee involvement as some employees prefer to remain anonymous. (Kappel, 2018). Within Dyfed Powys Police we have a Continuous Improvement Team who keep us up to date on their current projects via a newsletter and encourage involvement.
Employee Participation is where employees take part in group activities to make decisions.  Examples of employee participation are employee forums, partnership working and joint consultations. Forbes (2019) lists Cisco as one of the best companies with employee participation after introducing ‘People Deal’ after employees came together to create their conscious culture of connection, innovation and benefitting by understanding the impact employees have on each other.
Employee Partnership is where parties work together to ensure the success of the organisation. This can be seen in John Lewis which is the largest UK employee-owned business. (Employee Ownership, nd) The employees share ‘profit, knowledge and power’ with formal democratic bodies and weekly magazines.
Information and Consultation these regulations ensure that employees have a legal right to be informed and consulted about any changes that may affect relationships and job security.





4.1.Distinguish between conflict and misbehaviour, and between official and unofficial industrial action. 
CIPD (2020) tells us that conflict within the workplace can be from low-level differences of opinion to more serious occurences involving harassment or bullying.  Social media has increased the interest in differing issues by introducing movements such as #MeToo, #TimesUp and #WomenShould which have put spotlights on harassment and equality within the workplace. But not all conflict is negative but it can escalate if not dealt with at an early stage.  Research carried out by the CIPD in 2020 identified that conflict is a part of organisational life with 35% of employees identified as experiencing some form of conflict over a twelve-month period, with the three main barriers to resolution identified by ACAS research being lack of voice and representation, remote advice from HR and inadequate management skills.
Misbehaviour was defined by Wiener and Vardi (1996) as ‘intentional action that violates organisational norms’ which can include stealing, sabotaging or damaging organisational reputation or property.
Different forms of conflict and misbehaviour are highlighted below:
	Organised conflict
	Example

	Strikes
	British Airways strike
Miner’s strike

	Protests, demonstrations, boycotts
	

	Work-to-rule, go-slow, overtime bans
	

	Unorganised conflict/Misbehaviour
	

	Theft/Damage
	Sports Direct – employees dressing up in Victorian costumes to protest against work conditions.

	Sabotage
	

	Absence, resignation
	


Source: Williams and Adam-Smith, 2010

Conflicts within organisations need to be resolved at an early stage in order to avoid industrial action. The Office for National Statistics (2019) tells us that in 1979 there were 29.4 million days lost to industrial action – this had decreased to 273,000 in 2018.  Reasons for the decline are due to reduced trade union membership and increased legal frameworks relating to strike action.  If the industrial action is not endorsed by a trade union it is classed as ‘unofficial’ industrial action and if employees join the strike they could be at risk of dismissal. The trade union must ensure that all required information is provided fully to the members and at least 50% must vote to make it a valid ballot result prior to any industrial action taking place. (Gov.uk, nd)

4.2  Distinguish between third party conciliation, mediation and arbitration. 
Third party conciliation is voluntary and is when a third party (ACAS) is appointed to act as a go between.  It is normally used when employees feel they may be able to make a claim/or have made a claim to an employment tribunal.
Mediation is where a third party is involved in discussing problems between employee and employer or employee and colleagues to find a solution. (Gov.uk, nd) The CIPD (2021) informs us that this is usually the final non-formal method that is used to resolve conflict. 
Arbitration is also entered into voluntarily but gives a decision rather than advice as in conciliation and mediation. It is legally binding but if the employee disagrees with the decision they can still go to an employment tribunal. (Gov.uk, nd)
Mediation and third party conciliation are not binding as they are in the case of arbitration, however most parties reach a form of agreement which is then put into writing and becomes an enforceable agreement. 
Advantages and disadvantages of each process
	Alternative Dispute Resolution
	Advantages
	Disadvantages

	Third Party Conciliation
	Quicker than court proceedings
More input and direction than mediation
Maintains business relationships
	Both parties must want a resolution
Must accept the authority of the conciliator

	Mediation
	Quick process 1-2 days
Confidential and ‘without prejudice’
Non-confrontational
	Either party can withdraw at any time.
Not appropriate if any party requires public disclosure
Difficult if either party withhold information

	Arbitration
	Legally binding
Arbitrator selected by both parties
	Can be timely
Held in private – lack of transparency


								(Systech, nd) (JMW Law, nd) (ACAS,nd)
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