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1.1 Explain what is meant by the indeterminate nature of employment relations
Employee Relations is defined as the association between trade unions and organisations (Ellis, 2016, p.99). With reference to singular and collective workplace relationships (CIPD, 2021a). Gennard and Judge (2010, describes in Ellis, 2016, p.100) that rules, regulations and agreements are important in employee regulations to regulate the employment link, and the CIPD factsheet (2015) within Ellis, 2016, p.100) also states that employee relations it is about the individual and not machinery. Employee Relations specialists are referring to employees voice to create a more positive working culture and to change the way things work (CIPD, 2021b).

The definition of creating and sustaining effective employee relationships (Ellis, 2016, p.100) is an example such as the Fourth Industrial Revolution where there are changes these being; Mechanical innovations, cotton spinning, steam engines and railroads. The Second Industrial Revolution creating mass production through assembly lines and electrification. The Third Industrial Revolution generated mainframe computers, also personal computers and the internet. With today brain research, nanotechnology, mobile network and 3D Printing. Technology is altering and anyone will be able to access it. Companies will be revamped. (World Economic Forum, 2015).

Employee relations being formed and swayed by a legal framework e.g. promoting work-life balance and protecting employees from harassment. This means that employment law plays a huge part in individual and collective employee relationships. Contracts of Employment specifically agreed terms such as job title and rate of pay, with implied terms being mutual trust and confidence as an example. (Ellis, 2016, p.111).  Employment Rights Act 1996, Equality Act 2010, (Consolidation) Act 1992 and the Trade Union Act 2016 (CIPD, 2021b).

We have seen changes in the workplace; there has been a decay in manufacturing and growth in services this since the middle of the 19th Century. Due to technology being far ahead regarding globalisation means that business trade across the world supports people transferring to other countries to work. People are also living longer meaning the UK workforce is ageing. There are more women in work, Union membership has fallen, more people are qualified in their job, there is more part time working or flexible hours, and home working has been adopted (CIPD, 2013). Businesses are also now more diverse regarding Race (Colling and Terry, 2010 p.12).

1.2 Compare unitarist and pluralist approaches to employment relations 
Managers view the employee relationship in two ways, one view being a unitarist relationship and another being pluralist relationship as indicated by Fox (1996, within Ellis, 2016, p101). A description of unitarist is that teams pull together to achieve business goal and teamwork is formed. A description of pluralist is that employees and businesses have separate and similar interests regarding employee relationships, with organisations expanding profits and employees advancing their careers and boosting their income. (Acas, 2021a). Should there be friction and disagreement due to different plans, handling of these should be via the discipline and grievance procedure. (Ellis, 2016, p101). 

The Economic view is about looking after the clients, staff and partners, bettering all concerned in helping them achieve their aspirations e.g. social enterprising. Whilst still making a profit. (Deloitte Insights, 2019). It is also about income and an employee working harder for more can be seen as holding this view of the employee relationship (Ellis, 2016 p.102).

With the Psychological Contract being the mutual agreement to each other between the employee and the employer of their joint duties to each other. This shows how the contract is founded on perceptions and comprises of obligations. This differs from the economic view of the employee relationship (Ellis, 2016, p.102). When workers feel they are valued this can mean that they are more loyal and perform better. Also that they feel they can trust their employers. There is also job security and manager support. This contract is different from a legal contract of employment (CIPD, 2021c).



The Employment Relationship

There are three parts of the employment relationship and as (Colling and Terry, 2010 p. 7 & 8) describes one being Indeterminate in that the person has a contract to work for money during the working day and performance management has to be built into the job. Unequal being another part of the relationship in that it is easy to replace unwilling workers, although, highly skilled staff are not as easy to replace and them leaving may incur a cost to the employer especially if they have invested in that person with training. There is not always a choice of where people can work, it is that they have to, to provide for themselves and their families. With the last relationship being dynamic resulting from the above two as it is urged forward collaboration of both conflict and co-operation in variable levels.

2.1 Explain the purpose and key developments of the trade union movement
There are various roles by union representatives and these are selected by an independent union in workplaces, where the union is known for collective bargaining purpose under the provisions of the Trade Union and Labour Relations (Consolidation) Act 1992. (Acas, 2014). 

Unions are in workplaces and they are trained to help union members with the issues they encounter in the workplace, one being to fight for better conditions and pay e.g. minimum wage, improved parental leave, minimum holidays and sickness entitlements. (Unison, 2021). Unions also promote legislation by acting on governmental and joint bodies. (IER, 2012). Representation can be done outside of the workplace too by Trade Unions and they may lobby the European Union or government on policies which support their aims. (Unison, 2021). Trade unions can act for their members individually or collectively and they aim to re-balance power more evenly between workers and management. (Ellis, 2016, p.105).

Other types of representatives are Union learning representative, H&S representative, Information and consultant representatives, European Consultative bodies, Pension representatives, TUPE representatives, Collective redundancy and Workforce agreement representatives. (Acas, 2014).

Trade union membership has declined; at its peak there were 12 million plus, however, it has fallen to about 6.6 million, this mainly in the public sector. Globalisation; national unions in the UK have had to join forces and it has weakened their domestic power further.  (CIPD, 2021b).

2.2 Compare different management approaches to employment relations
The management term references is to a party of people, chain of command or a process, and these play a part in employee relations. Argument by Sisson (2010 cited within Ellis, 2016, p.103) that management has been the main strength in the arrangements for change in leading the employee relationship. This being that within employee relations the management role has grown in comparison with the roles of trade unions and government (Ellis, 2016, p. 103). Managers achieve their aims by using a management style, this includes the way a manager makes choices, hands over, puts in order, plans and the way they manage their staff. (Valamis, 2021).

Two elements of style are recognised to explain the meaning of management style these being; individualism which refers to the rights and capabilities of individual workers through HR Policies and Collectivism granting employees a collective voice in management decision making through management policy. (Purcell, 1987).

Front Line Manager styles include three types such as Policy Enactor, Organisational Leader; and Employee Coach and these have their individual relationship to employee outcomes. The Policy Enactor FLM style is the first type taking a normal approach with staff; but seeing which HR policies are endorsed and how they are applied which influences the employees’ experience. The second style name is Organisational Leader and employees recognise that their FLM is a respectable leader who communicates with their team and department. Lastly the Employee Coach FLM style of which HR policies are endorsed at a singular level with exact adaptation to the necessities of a certain situation or in reply to staff’s views or experiences. Measurement and more of an understanding can be put together from these three FLM style types. (Kilroy and Dundon, 2015. p.413). There are also definitions influenced by (Purchell, 1987), such as Authoritarian, Paternalistic, Consultative, Constitutional, Opportunist.

2.3 Explain the role of UK and EU government, and the principle employment relations agencies of the state, in managing employment relations 
The Conservative party is currently Her Majesty’s Government. (UK Parliament, 2021a), with Government agencies being ACAS, EHRC (GOV.UK, 2021a). The role of the government is deciding on how the country is run, setting taxes and the spending of public money and how public services are best delivered e.g. NHS, Police, Armed Forces, Welfare Benefits, and UK’s energy supply. (UK Parliament, 2021b)
The Advisory, Conciliation and Arbitration Service (Acas) purpose is to develop organisations and working life through improved employment relations, working with employees and employers to work out problems and improve performance (GOV.UK, 2021b).  There is also the EHRC who are an independent statutory body and they are responsible for encouraging equality and diversity, protecting and promote the human rights of everyone in Britain and eliminating unlawful discrimination. They also enforce equality legislation on the nine protected characteristics. Another example is (HSE, 2021) whose aim is to prevent injury or ill health and workplace death.
The employment relationship can be impacted by the Government regarding the Taxes, Inspections, BREXIT, Pandemic Regulations etc. (GOV.UK, 2021b).

With regards to the Legal Framework there has been considerable progress in the legal regulation concerning employee relationships for over four decades. Contracts of employment forms the employee relationship and this is obvious in the legal framework. These employment contracts are expressly agreed terms (holidays, pay, written in the contract; trust is not in the contract) or implied terms (mutual trust and confidence is an example of implied terms) (Ellis, 2016, p.111). Common law is also known as case law and is stemmed from judges decisions (Daniels, 2019, p.9). There are Codes of Practice; Acas Code on; Disciplinary and Grievance Procedures & Equality Act Code of Practice. (Daniels, 2019, p.170).  (Personnel today, 2018) state the Equality Act 2010 and Default retirement age (2011) were two of the key changes since 1988. Other individual laws are Agency Workers Regulations 2010 and an increase in qualifying service for unfair dismissal (2012) to two years.  Regarding collective law the main developments are ICE Regulations (2004) and Statutory Trade Union recognition (2000). (Ellis, 2016, p.113-114).   

The Taylor Review summary looks at what is working and what isn’t, and therefore making proposals to improve clarity and transparency for individuals and employers (Taylor, 2017). On the back of the Taylor Review recommendations such as Day one rights for staff, holiday pay increase, fixed working patterns, scrapping of the Swedish derogation were made with the majority of them being accepted and details of these are within the policy paper - Good Work Plan. It also increased penalties on employers that continue to breach their employment law agreements. (GOV.UK, 2018).

3.1 Explain the differences between employee involvement, participation, partnership, information and consultation
Having an employee opinion is by ways of them being involved and participating, this provides employees with the chance to sway managements arrangements as they can convey their concerns Benson and Brown (2010, p.83, stated in Ellis, 2016, p.114).   The phrase EIP as well as direct communication with staff also has indirect or representative participation via working groups or liaising with Trade Unions (Gennard et al. 2016, p.197). Accordingly to the (CIPD, 2021d) there are Organisational voice which allows businesses to benefit from employees ideas and the Individual voice which means that employees can be on board in making decisions. With the Information and Consultation of Employees (ICE) Regulations (2004) this gives employees a legal right to voice (GOV.UK, 2020). Democracy in the workplace relates to employee ownership, whereby employees gain an equity share in the business to which they have voting rights (HR Zone, 2021).

Consultation is where employees, managers or representatives debate issues that concern both; they go through things together and exchanging views and information. Joint Committees can also be referred to as Employee Forums, Work Councils. (Gennard et al. 2016, p.209-10). There is also Collective Representation (talks between senior managers and employee reps) and Partnership Schemes (staff reps and managers committing to information sharing. (CIPD, 2021d).	

Employee Involvement means that managers can connect with staff by email, intranet, noticeboards etc; there can be two way communications via team briefings, staff newsletters; or feedback from staff via suggestion schemes, attitude surveys or working groups (Gennard et al. 2016, p.201). With downward communication from data via the (WERS 2013) is the most used voice that doesn’t involve trade unions. (Ellis, 2016, p.115).   

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

According to the CIPD 2019 survey, conflict in the workplace can be either a single dispute or incident of conflict, continuing difficult relationships either with team members or a manager. Also conflict with parties external to the organisation. Acas (2021a). 

Conflict can mean different things to different people, such as fighting war, trade embargos or can be a difference of opinion. Some can feel they are in a conflict situation but the other party may feel that they are debating opposing views. (Practical Management Skills, 2021).

Conflict between individuals can be such as bullying and harassment. Employee Relations means the relationships between the employee and the employer, this both individual and collective relationships within work. Managers building a trust relationship with employees has increased (CIPD, 2021b). Organisations much think about how they handle individual employment disputes (Bennett, Saundry and Fisher, 2020, p.122). (WERS) 2011 survey that unions spent a lot of their time with disciplinary and grievance issues by supporting individual delegates. (CIPD, 2021b). Conflict with groups can be such as a BA strike involving 4,000 unite members. BBC News (2019). 

Managing individual conflict findings are that workplace issues are shared with their ULR, it tackles disadvantage, well-being is encouraged and career development is supported. Managing collective conflict findings are that; redundancy and redeployment is managed, better trust concerning partners is promoted, branch organisation is improved and it progressed inter-union co-operation. (Bennett, Saundry and Fisher, 2020, p.163).

There is a clear distinction between conflict in the workplace and misbehaviour in the workplace. Misbehaviour is where an employee purposely causes potential harm to individuals within the organisation or to the organisation. Examples are as such being violent, rebellious, causing anti-social behaviour and being aggressive. These can be from playing loud music to annoying colleagues and being verbally aggressive to disrupting work. (Definition, 2021).

Industrial action usually happens when a dispute in work cannot be sorted out by discussion. Industrial actions include overtime ban, working to rule, selective stoppage and all out strike. (Bennett, Saundry and Fisher, 2020, p.143).

Industrial action is 'official' if it is authoritatively supported by a trade union and members of that union are taking part in it. Staff won’t be paid when involved in an industrial action if it is against their employer as they are likely to be in breach of the contract of employment. Although there is protection from being dismissed if the industrial action is taken by the union and the right process is followed when the organise it. (GOV, 2021c).

Unofficial industrial action (inclusive of a strike) means that it hasn’t been authorised or permitted by a trade union and whereby someone who isn’t part of the union intends to join the strike. Due to it being unofficial employees who are participating don’t have statutory protection from unfair dismissal.  There are certain people who cannot strike due to it being illegal such staff as prison officers. (CIPD, 2021e).

4.2 Distinguish between third party conciliation, mediation and arbitration
Third party intervention can be Conciliation, Mediation or Arbitration and usually Acas is used they offer a free service. They try and settle a claim or a possible claim with conciliation (Bennett, Saundry and Fisher, 2020, p.42). Conciliation is similar to mediation, it is usually used when people have already made a claim to an employment tribunal or the person think they might be eligible to make a claim to an employment tribunal. Conciliation is voluntary the employer your employer and the person must agree to it before it happens. (GOV.UK, 2021d).

Mediation is when an independent and impartial third party deliberates a problem with the person and its employer (or between the person and another employee) to try and repair the relationship. (Bennett, Saundry and Fisher, 2020, p.42). This is mainly used after informal debates have not come up with an answer. This is also voluntary and the mediator cannot influence the person or their employer to accept a solution. The person and its employer must agree on the way to solve the dispute. Mediation should not be used to solve problems that have to be formally investigated such as harassment or discrimination). (GOV.UK, 2021d). The mediator isn’t a judge, they don’t say who is right or wrong or to give advice. (Bennett, Saundry and Fisher, 2020, p.383).

Arbitration is when a third-party makes a verdict on a case after considering all the issues and to help both parties reach an agreement. (Bennett, Saundry and Fisher, 2020, p.42). Prior to it getting this far both parties should try and resolve it first from an Acas conciliator (Acas, 2021b). The employer and the person must agree to an arbitrator’s decision being legally binding. If the person doesn’t agree they can still take a case to an employment tribunal. (GOV.UK, 2021d). Arbitration differs from conciliation and mediation due to the arbitrator acting like a judge (Bennett, Saundry and Fisher, 2020, p.383).

The Thomas Kilmann model recognises assertiveness (is the step used to try and fulfil your own needs) and cooperativeness (is the step used to fulfil the other person’s concerns) this when choosing a course of action in a conflict circumstance. With this there are five conflict handling modes: Avoiding, Accommodating, Compromising, Competing and Collaborating. (Challenging Coaching, 2021).
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