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1.

Industrial relations is the relationship between employer and employee collectively with Trade Unions acting as a voice for employees representing on employment legislation and supporting employees.  Due to declining Union membership representation occurs with or without Trade Unions (Aylott, 2018).  
Industrial relations perspective has various forces and processes (Collins and Terry, 2011):-
Indeterminacy relationship refers to the labour contract with employees selling their ability to work in exchange for money.  To ensure full labour power of their workforce employers must ensure employees are willing to perform by putting employment conditions in place.
Unequal relationship refers to employees not having a choice to work as they need to provide for their families with often limited options available to them.  Employees’ have less control and are subjected to the control of employers during the working day.  If labour markets display high unemployment employees’ choice is limited thus employees are easily replaced by new employees’ or use of technology in contrast, if labour markets tighten it is more difficult for employees to be replaced.
Dynamic relationship refers to varying conflict and co-operation.  Employers acting forcibly exerting power can see opposition such as employees unwilling to work overtime when meeting a vital target therefore co-operation will ensure a balanced approach by both parties.  Relationships will always have elements of conflict which may only arise during a crisis or change therefore it is important to have the ability to anticipate such employment relations.
CIPD (2018), state industrial relations is replaced today by employee relations focussing on individual and collective relationships within the workplace.  Ellis (2016) state relationships are uncertain as there is no guarantee about their duration of outcomes hence the contemporary perspective highlights the need for co-operation, communication, employee participation and the possibility of conflict whereby the grievance and disciplinary process supports employer’s managing these disputes (Aylott, 2018; Ellis, 2016).
Employment relations are influenced by: employers’ maximising profit utilising efficient and effective skilled workforce for the lowest wage possible; employees seek paid employment at least the living wage ensuring they have enough money for their families; the market enables competition with supply and demand of employees moderating wages.  Labour markets are influenced by supply: the number and types of people who are searching for jobs; and demand the number and type of vacancies available.  Rarely, supply and demand are equal hence the labour market can have more vacancies available than suitable people wanting the positions therefore demand exceeds supply.  An imbalance between demand and supply occurs where there is a shortage of people and skills resulting in unemployment.   Alternatively there may be more people searching for jobs than vacancies available in this situation supply exceeds demand (Ellis, 2016; Aylott, 2018).
Ellis (2016) refer to two main definitions of employee relations:
Regulatory-focussed based on regulations, rules and agreements establishing employment relationships such as policies and procedures thus agreements between managers and trade unions collectively.  Similarly, between managers and employees individually such as flexible working practices (Gennard and Judge, 2010, p.225, as cited in Taylor and Woodhams, 2016, p.100).  Externally, the Government influences employee relations through employment law and the Equality Act 2010.
Trust-based focuses on employee relations indicating significance of individual and collective relationships within the workplace by employee engagement and mechanisms contributing to effective approaches such as two-way communications and attitude surveys (Ayling and Suff, 2018).

Fox, 1996 (as cited in Taylor and Woodhams, 2016, p.101) attributes two traditional perspectives to how managers’ view employee relationships:-
Unitarist is the same values, interests, objectives pursuing an organisation’s goals characterised by harmony.  
In comparison, pluralist is various groups of employees with different legitimate aims where management compromises.  Employees may have shared interests with different agendas such as organisation’s wishing to maximise profits where employees wish to progress careers and maximise incomes.  
Armstrong (2009), reflect a unitarist approach has a paternalistic management style; authoritarian with a positive attitude towards employees and expects loyalty whereas pluralist does not expect loyalty and welcomes employee voice to express opinions.  Unitarist view conflict as abnormal and dysfunctional whereas pluralist view conflict as inevitable and desirable managed by the disciplinary and grievance procedure (Aron, 2011; Ellis, 2016).
Two alternative views:-
Economic view, the employee relationship solely relates to financial transactions where employees work harder for more money.  Critics argue work can be due to personal fulfilment and identity (Ellis, 2016).  

Maslow (1987) believe employees are motivated by more than the recognition of the status of employment such as social identity and contract thus the positive employment relationship is shaped by self-development through training and promotion (Aylott, 2018).
The psychological contract emphasises this by mutual obligations in respect of both parties such as pay (Ellis, 2016), in contrast to the economic view which is only concerned with pay the psychological contract varies across time and individuals.  One employee may value job security whereas another may value training and development hence the informal expectations between both parties is more than transactional such as a legal contract (Baczor, 2019). 

2.

An organisation’s climate relates to how employee relations are conducted and how each party behaves such as management style and whether employees and trade unions are co-operative or hostile.  Fairness, consistency, trust and communication are key to improving the climate and to resolving issues (Armstrong, 2010).
Trade unions 
In pursuit for democracy representing members’ interests through collective bargaining, negotiating with employers and government demonstrating a strong presence in the public sector (Ayling and Suff, 2018).  Exerting power operates collectively or individually to re-balance the distribution of power equally between employer and employee negotiating and consulting on issues such as pensions and working conditions.  
Membership is in decline; as a result of a fragmented labour market; a single employer model of employment law; and with less millennials cited as a major factor for the decline regardless of high profile campaigns against employers’ such as Sports Direct.  Trade unions and employers are beginning to collaborate on challenges such as the changing workforce, disruptive technologies and new ways of working (Wright, 2011; Kelly, 2017; Ellis, 2016; Sharpe, 2018).

Management Approaches
Management roles within organisations have increased (Sisson, 2010, p.235, as cited in Taylor and Woodhams, 2016, p.103) the major force for change in governing employee relations in comparison to government and trade unions.  Referring to a process, a system of authority and a group of people and are all relevant in shaping employment relations.  Power and authority can direct behaviours and decisions of others enabling managers to meet their objectives whilst influencing others utilising their knowledge, imposing rules or through offering rewards (Aylott, 2018; Ellis, 2016).  

Management styles vary and approached differently according to the situation. Acting as agents front-line managers (FLM) can impact the discretionary behaviour and sense of obligation the employee holds:-
Employee coaches tailor their approach to the employee and situation offering better employee and organisational commitment.  FLM motivate and coach employees rather than a transactional approach monitoring and correcting employees (Kilroy and Dundon, 2014).

Organisational leader implements human resource management (HRM) selectively into practice.  FLM have a major influence on employees experiences in their working life and not only enact HR policy but undertake duties such as selecting, appraising, developing and communicating with employees and influence attitudes and behaviours supporting a leadership role (Kilroy and Dundon, 2014).
Policy enactor implements HRM in a rigid way (Ellis, 2016) reducing costs of delivering a more comprehensive approach to HRM providing direct responsibility and speeding up decision-making this relationship is seen as dynamic (Kilroy and Dundon, 2014).
Government
Implementing policy and drafting laws managing the economy ensuring high levels of employment, low inflation and steady growth.  Directly impacting employee relations through its role as employer in the public sector such as local and national government and NHS Trusts influencing policies and procedures and once a model employer offering job security, pension schemes and comparable pay structures utilising trade unions. However, reflective of which political party is in government currently the emphasis is on cost savings such as pay freezes and job cuts with detrimental implications for employment relationships between employees and trade unions and less as a model employer (Aylott, 2018).
Legal framework addresses the imbalance in employee relationships by new legislation emerging from the UK and EU.  As legislator it decides on which employment law to implement from the UK Parliament and the European Unions (EU).  The Labour Government committed the UK to adopting European law which is associated with ‘a strong welfare state’ hence improving competiveness, fairness at work, providing minimum employment standards encouraging a flexible workforce such as the Working Time Directive (Gennard, 1998; Ellis, 2016).  

It exerts indirect influence on employee relationships through its agencies such as The Advisory, Conciliation and Arbitration Service (ACAS) and Equality and Humans Rights Commission (EHRC).
Agencies
ACAS is an independent body receiving Government funding, providing advice to employers relating to good practice via dispute resolutions methods: conciliation, arbitration and mediation.  ACAS conciliates in collective disputes explaining both side’s position negotiating an agreement (Aylott, 2018).  

The ACAS Codes of Practice such as Discipline at Work although not statute seeks to define expectations of both employers and employees when handling disciplinary cases used as guidance to the law as an effective way to manage such employment relations.  

All Employment Tribunals claims must first be lodged with ACAS in an attempt to reduce number of claims proceeding to tribunals thus resolved informally (Ellis, 2016).

EHRC was set up by the Government as an independent statutory body.  Parliament gave the EHRC mandate to challenge, protect and promote human rights in order to create fairness and enforce equality by: acting as a catalyst for change; to provide information; an influencer; an evaluator; and enforcer and in doing so protects people against the nine protected characteristics: age; gender reassignment; marital status and civil partnership; pregnancy and maternity; disability; race; religion or belief; sex or sexual orientation (EHRC, 2018; Daniels, 2019; Gov, 2015).  


3.
The CIPD (2019) cite employee voice as “the ability of employees to express their views, opinions, concerns and suggestions, and for these to influence decisions at work”.  
Employees’ voice enables communication influencing decisions affecting them whereas employers’ voice provides greater innovation, happier workforce, increased productivity, reduced workplace conflict, reduced absenteeism, a more collegiate environment between senior management and employees and organisational improvement (Taylor, 2017).  Creating a trustful and open relationship leading to increased job satisfaction, improved working conditions, better commitment and career development for the employee (Taylor, 2017; CIPD, 2019).  
Traditionally, trade unions gave employee’s voices determining terms and conditions of employment by collective bargaining, these collective agreements have decreased with the decline of trade unions; alternative direct channels of communication have emerged between management and employees either individually or collectively thus enabling HR professionals and line-managers to support employment relationships participating in decision-making and an engaging workforce (Aylott, 2018; CIPD, 2019).  
The Taylor Review suggests in light of recent public attention to the practices of some companies and how their workforce operate staff engagement and satisfaction provides greater transparency and good practice (Sharpe, 2018; Taylor 2017).  Traditional approaches such as the power paradigm where management dispenses opportunities to employees to decision-make is debated aligning the growth of atypical working such as zero hour contracts or gig economy workers who rely on different forms of ‘voice’ without waiting for their employer to provide permission (Baczor et al. 2017). 
Best methods of employee voice have been debated, Taylor believes it varies between organisation and industry with no single method or approach: informal; formal; collective or individual voice; independent; employer-led initiatives; strategic topics; or day-to-day grievances (Sharpe, 2018).  
Employee involvement concerns individuals directly involved in rules, policies and practices with management allowing an organisation to gain ideas and co-operation through consultation and communication.   Opportunities are given to employees to make decisions encouraging ownership of a project or outcome without managerial approval enhancing free-thinking, productivity and motivation. Evident in flat structures that encourage teamwork and decentralised reporting than hierarchical structures (Quain, 2018).  
Communication passes information downwards to employees utilising emails, briefings, newsletters and problem solving groups.  If not formally executed can be destructive by misinformation and gossip creating uncertainty and distrust in the workforce.  In contrast, upward communication, is likely in contemporary organisations through appraisals and staff satisfaction surveys, although to be effective the employment relationships must display trust for employee involvement.  Direct communication exemplifies the downward shift in non-trade-union forms of voice coupled with introduction of ICE Regulations in 2005 which gave employees a legal right to be consulted and informed on employment issues such as job security.  These exchanges of views are entered into in good faith however, there is no requirement for the views to be implemented (Aylott, 2018; Ellis, 2016).  
In contrast, contemporary approaches to employee voice via employee participation allows collective and individual participation.  Allowing all employees regardless of level through business activities to pull together achieving a common goal: this is team-orientated; set in the right environment will increase morale, motivation, job satisfaction and inclusive workforce resulting in retaining the best employees for longer periods of time (Quain, 2018).  Organisational decision-making is through representatives and can include partnership working, joint consultation committees and employee forums (Aylott, 2018; Ellis, 2016).
Representative participation is mediated by employee representatives rather than employee and manager directly thus allowing different channels of communication via scheduled committees or ad hoc arrangements (CIPD, 2019; ACAS, ND).  Different approaches include: collective representation either through trade union representatives although not always where negotiations between senior management relate to grievances, terms and conditions or pay which can occur periodically or ad hoc depending on the employment issue; partnership schemes relating to co-operation and information sharing emphasising mutual gains; joint consultation relating to issues of common interest with trade union representation or without when employees share joint interests that are not covered by collective bargaining; employee forums are mixed groups of people who share information and consult employees;  the European Works Councils function in large multinational companies across Europe where employee representatives discuss with senior management transnational issues (CIPD, 2019).
Sharpe (2018) refer to employee voice as employees providing feedback on their day-to-day areas of experience or expertise rather than involved in corporate decision-making.  It is noted that where executives can be trusted to be fair this works.  In recent years corporate governance highlighted the need for trade union representation as a voice therefore is still: highly valuable, an impartial method, a coherent powerful collective voice allowing two-way communication which still has an important role to play in comparison to: individual and collective voice as one is no substitute for the other.  Individually employees can voice opinions to managers, collectively employees are anonymous with two-way dialogue however, the importance is the employees’ voice is independent.
Both approaches can instil commitment to a goal and a careful balance of participation and involvement is required to determine which is applied (Quain, 2018).
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Watson (2003, p. 230) refer to “activities occurring within the workplace that (a) according to official structure, culture and rules of the organisation, “should not happen” and (b) contain an element of challenge to the dominant modes of operating or to dominant interests in the organisation” such as resistance, strike action and sabotage occurring individually or collectively usually described as unofficial conflict or misbehaviour (Ellis, 2016).
Conflict is the perceived threat to needs and interests of the parties involved:  individuals; individual and organisation; or collective conflict with multiple employees and organisation (Aylott, 2018).  Causes include: poor management; undefined job roles; inadequate training; unfair treatment; poor communication; lack of opportunities; working environment; bullying and harassment.  
Individual conflict include clash of personalities, differentiating opinions, thought processes, interests and perceptions (MSG, ND; ACAS, ND).  Group conflict such as rivalry or disagreements.  Management conflict such as resentment, low morale and motivation focussing on a specific issues such as pay or redundancy (ACAS, ND).  Gifford (2019) recognises conflict can be good enabling innovation between teams and fair competition between individuals.  Tuckman’s model refers to the storming phase; the team jostles for position where conflict is necessary for success.  
Line-managers are fundamental either causing, experiencing or coping with the consequences (Purcell, 2014).  Line-mangers should be assisted in managing it investing in conflict prevention with information resolution as the easiest method such as handling difficult conversations training preventing strikes and employment tribunal claims (Ellis, 2016), using internal procedures such as grievances, open communication, consultation, forming employee representatives and utilising a skilled mediator (ACAS, ND; Aylott, 2018).
Pluralist view conflict as inevitable due to different values, interests and goals owing to employee relationships accepting trade union roles and the requirement for compromise whereas unitarist believe conflict is disloyal where union activity is opposed, as long as there is alignment between management and employee interests conflict will not occur seen as the exception not the norm (Aylott, 2018; Ellis, 2016).
Strike action is usually official organised collectively through trade unions which is lawful due to the legal framework outlined by the Trade Union and Labour Relations Consolidated Act (1992).  A period of two weeks’ notice of the ballot should be given to the employer (CIPD, 2017).  Industrial action such as employees’ instigating a go-slow demonstrating discontent in the workplace before returning to normal working is not authorised or endorsed by trade unions therefore unofficial and unlawful in which case employees’ breach their contract of employment with no statutory protection against unfair dismissal (CIPD, 2017).  
Conflict individually is expressed as grievances, complaints, resignations and absences (Ellis, 2016).  Individual conflict distinguishing factor is randomness where employees’ seek short-term objectives including reduced effort, withdrawal of co-operation, absenteeism, theft and sabotage although unlikely (Aylott, 2018; Huczynski and Buchanan, 1991).  
Managing conflict within organisations and approaches are unclear: a combination of employment tribunal fees, extension of qualifying-period for claiming unfair dismissal, settlement agreements together with early conciliation have reduced litigation encouraging flexible approaches to conflict resolutions by employers (ACAS, 2016).
When internal resolution fails, organisations can attempt to rebuild employment relationships through a neutral impartial third party such as ACAS (ACAS, 2013).  Alternative Dispute Resolution (ADR) can be achieved by all parties voluntarily accessing:-
Conciliation offers resolution by agreement before lodging a claim; an independent party reflects on the respective positions of both sides; employees intending to bring a claim to an employment tribunal must notify ACAS which offer to resolve the issue at early conciliation; either individual or collective disputes (ACAS, ND).  Advantages: informal; cheaper; quicker; less stressful than a tribunal hearing; the process is flexible as to date and time; less reputational damage; and both parties can continue to court if unsatisfied by the outcome.  Disadvantages: not legally binding; no guarantee of a decision at the end; and no appeal. 
Mediation in early stages avoid disputes escalating however, utilised to rebuild relations at any stage.  Advantages: line-managers using mediation informally resolving differences, personality clashes, bullying or harassment, communication problems; where an impartial third party mediates it allows a mutual agreement before formalising the matter which is not legally-binding (ACAS, 2013); less costly than instigating a grievance, disciplinary or an employment tribunal (Gifford, 2019); limits future relationship damage thus providing a positive approach to resolving the dispute.  In contrast, those that wish to have more finality to a resolution may wish to avoid mediation as litigation may not be possible or unproductive wasting their time having to proceed to court regardless (Figueiredo, 2014).
Arbitration is different to conciliation and mediation: both parties abide by the resolution and is used for unfair dismissal or claims relating to flexible working legislation (ACAS, 2013; ACAS, ND).  Disadvantages: rulings are harder to appeal regardless of a mistake in the process; harder to resolve issues; decision must be accepted; and with no jury leaves the fate in the hands of the arbitrator.  Advantages: can be quicker; and useful when protecting identities as records are sealed unlike the courts (Figueiredo, 2014).
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