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[bookmark: _Toc3890505]Question 1
[bookmark: _Toc3890506]1.1  Analyse the indeterminate nature of employment relations.

Like half the business in the UK (ACAC, 2014), the company I work for is a non-unionised one, so we don’t have a trade union working with the company.  We do, however, have employee representation that is recognised by management. Employee representation is covered in more detail later in this assignment. 

In the past employee relations was known as industrial relations, this has evolved because industrial relations was used during the industrial revolution and was more relevant for unionised workplaces.  The focus was on dealing with conflicts and addressing the different agendas of the employer and employees.  With falling union memberships these days people have realised that it is more important to have a good relationship between employers and employees so the term employee relations became the preferred terminology. (TUC, 2018)

Emploee relations is more relevant for both unionised and non-unionised companies, it has become the preferred way to describe the practical relationship between employer and employee, it encompassed all interactions with employees, including the contract of employment and physiological contracts.

Employer relations is referred to as indeterminable, which means it is seen as changeable, not set in stone and can be undefined. When an employer purchases the capacity for employees to work they are not purchasing what the actual employee can produce, they are paying for the employee’s time at work, so they are purchasing the labour of the employee.  The benefits an employee receives is set within their contract, meaning they receive a salary for the work they do.  What an employer receives in exchange could be a totally different proposition, an employer can specify what they expect in the individual's contract but that doesn’t mean they will receive it.  

[bookmark: _Toc3890507]1.2   Compare and contrast unitarist and pluralist approaches to employment relations.

Alan Fox (Fox, 1966) who was a lecturer at Oxford University was influential in looking at the employment relationships and the way they could be described, he stated that every manager has a frame of reference, meaning that they will have their own perspectives on how things should be done depending on their own values and beliefs.  He described three ideal scenarios of employee relations - unitarist, pluralist and radical, however, the main ones that are discussed widely are unitarist and pluralist. (Bendix, 2000)
[bookmark: _Toc3890508]Unitarist approach – is based on the assumption that everybody is equal, the company is one big happy family.  Employers and employees share a common purpose and have the same values and objectives.  Staff members are expected to be loyal, conflict is frowned on as everybody should be working together harmoniously.  Trade unions (TU) are regarded as unnecessary as there is no need for them to be involved as they could cause conflicts by making changes, however, a TU can force a company to accept them. A football team is a good example of the unitarist approach, where everybody is working together and they want the same outcome.
[bookmark: _Toc3890509]Pluralist approach – is when a company is made up of different characters/groups each having an own opinion and set of objectives. There is more than one source of power in a company that has this approach.  Unions are often a central component to companies that have this approach as they act to seek a balance in power between the leaders and employees. This approach assumes that conflict is likely to happen, companies need to learn how to understand their employees as this will help reduce conflicts in the long term. An example of where this approach is seen is in parliament as it is made up of different political groups, where they all have their own agendas and beliefs and are fighting to be heard, eventually, they will be all heard and a consensus is usually found.
[bookmark: _Toc3890510]1.3  Assess a range of factors which impact on employment relations.

There are many factors that can affect employee relations within a company, but due to word count constraints I have focused on two, employee relations climate and management style, employee voice is covered later in this assignment.
[bookmark: _Toc3890511]Employee relations climate – is about how a company represents the perceptions of management, employees and the representatives (trade union or employee representatives).  It encompasses how employee relations should be conducted and how other managers, employees, and trade unions should be when dealing with each other. 

An employee relations climate is created by the management style which is adopted by the employer, it can also be influenced by the behaviour of a trade union or employee representatives too.  Which means it could be positive, cooperative, hesitant or even hostile one.  Positive is the best outcome for a company as it will see high levels of employee engagement, which leads to good outcomes for the company and employees. (CIPD, 2018A)

	Employee relations climate can be viewed in a different way:-

	· Management and employees trust each other
· Management treats their employees fairly and with consideration
· Management is open about its changes and intentions, employee relations policies and procedures are available for all to see
· Good working relationships are generally maintained on a day-to-day basis, this will see a willingness to cooperate rather than people agreeing grudgingly
· Conflict, when it does arise, try to resolve without resorting to industrial action, ideally, a resolution is achieved by combining processes that result in a win-win for everyone
· Employees are committed to the best interests of the company and, management treats them as stakeholders who have an interest which should be protected as much as possible






[bookmark: _Toc3890512]Management style - Managing employees can be a challenging and rewarding, so whether the manager looks after a couple or fifty members of staff, it is important to understand how the manager is perceived by people.  Management style influences the employer, employee relationship, so it is key to understand your own management style as this will affect the people you work with. (ACAS, 2018A)
It was identified by Purcell and Simon (Purcell, 1983) that there are five management styles that are used within employee relations.  It is important to understand which style should be adopted, as you want the employees in the company to feel encouraged and not discourage to do their job.
	The five different management styles are listed below, a company needs to understand which approach is the best one in for the situation at the time:-

	1. Authoritarian – employee relations are not regarded as important and people issues are not attended to unless something goes wrong
2. Paternalistic – in some ways this resembles the authoritarian style but a more positive attitude to employees is adopted
3. Consultative – trade unions are welcomed and employee consultation is a high priority 
4. Constitutional – there is a trade union presence but the management style tends to be adversarial
5. Opportunistic – management style is determined by local circumstances which determine whether or not unions are recognised and the extent to which employee involvement is encouraged


[bookmark: _Toc3890513]Question 2 
[bookmark: _Toc3890514]2.1 Describe and critique the essential features of the contract of employment. 

Contract of employment is a legally binding agreement between an employee and employer. A contract consists of express terms and implied terms (see below).  Implied terms are usually not stated directly in the contract however, they will be implied in some way. (CIPD, 2019A)
Throughout the employee's contract, a company can refer to the staff handbook, as a company can’t be expected to update all employees contract if there is a change to a law.  For example each year the government make changes to sickness, paternity and maternity pay, these payment changes can be captured in the staff handbook.  However, this means that the staff handbook must be kept up to date, and any changes to the handbook should be communicated out to all staff, for changes that affect employees, for example, their working hours, it is vital to receive acknowledgment that staff members have read and accepted the changes. 
[bookmark: _Toc3890515]Express terms – consist of terms that have been specifically mentioned either in writing or verbally discussed, and these have been agreed by both parties. These contract terms must meet legal standards, for example, the right to have paid holiday and rest breaks. (Philip Lewis, Adrian Thornhill and Mark Saunders, 2003)
Express terms:
· Names of employer and employee
· Date of employment
· Job title
· Pay and when the company will pay - weekly or monthly
· Hours of work, including breaks
· Place of work
· Holiday entitlement
· Sickness arrangements
· Pension information
· Notice period 
· Grievances and 
[bookmark: _Toc3890516]Implied terms - are terms that not expressly set out in writing or even agreed verbally, but they would be expected as part of the contract of employment. (ACAS, 2018B)
Below are some example of implied terms that a company would expect without stating formally in the employee's contract:-
· Employees don’t steal from their employer 
· Employer provides a safe place to work
· Employees receive at least minimum wage or living wage
· Equality in the workplace
[bookmark: _Toc3890517]2.2 Identify and analyse the main sources of UK and EU employment relations law-making.

Employment law in the UK is derived from Acts of Parliament and decisions made in law courts. In 1973 the UK joined forces with European law, formally known as the European Economic Community, which then became the European Union (EU).  (CIPD, 2018B) 
With Brexit just around the corner, it’s important that a company understands if existing laws will change. Brodies website (Brodies, 2019) is a great reading source which provides a place for companies to check if a law is likely to change, it also details if the law was UK based to start with.  
Currently, the UK follow the EU directives, these affect companies directly some examples of these directives are - age discrimination, equal pay, parental leave and working time regulations. It is important that a company understands any changes that could affect their employees. (The UK in a Changing Europe, 2019)
When regulations are passed they take immediate effect and are enforceable straightway.
[bookmark: _Toc3890518]Institutions that regulate labour market activity

[bookmark: _Toc3890519]Advisory, Conciliation and Arbitration Service (ACAS) – provide a company with free impartial information to employers and employees an all aspects of the workplace relations and employment laws.  They provide a mediation service for employee and employer to try and resolve issues before it becomes more serious and goes down the tribunal route. (ACAS, 2016)
[bookmark: _Toc3890520]European Court of Justice (ECJ) – is a judicial institution for the EU that upholds Treaties and European Laws.  The Court sits in Luxembourg and is made up of 28 judges and 8 advocates, one judge from each of the EU member states.  The ECJ sits all year round to hear disputes. (Citizens Advice, 2017)
[bookmark: _Toc3890521]Statutory Instruments (SI) – are major laws in the UK that are passed through Parliament as a bill. Once a bill has progressed through all the stages they then become Acts of Parliament and are put into force. (House of Commons Information Office, 2008)
[bookmark: _Toc3890522]Employment tribunal decision – is when an employment dispute is taken to court as it hasn’t been resolved via ACAS or in the workplace.  Nearly all legal cases of employment disputes are tried in court, some examples of these cases that a court would hear are for unfair dismissal, redundancy or discrimination within the workplace.  The court’s decision is final and the company must stick by their ruling. (Citizens Advice, 2018)
[bookmark: _Toc3890523]2.3 Explain the main developments in individual employment law. 
Employment law is constantly changing, so it is important that a company monitors any changes to laws as it does regulates the relationship between employers and their employees.  
‘It governs what employers can expect from employees, what employers can ask employees to do, and employees’ right to work’ – CIPD (CIPD, 2018C)
CIPD offers localised events for companies to find out more about changes to laws and how they will affect relationship with their employees.
Due to word count constraints, I have limited to just looking at two laws that will be changing:-
[bookmark: _Toc3890524]EU Workers and Brexit – most companies have EU workers on their payroll, so it is vital that employers understand any changes that might affect them after Brexit.  Any EU citizens that are residents in the UK before the 29th of March 2019 have to apply for pre-settled/settled status under the EU Settlement Scheme this needs to be done by 31st of December 2020.
Any EU citizens who arrive in the UK on or after the 30th of March 2019, can stay for up to 3 months without a visa and are allowed to study/work during this time.  However, after this time they need to apply for a non-extendable three-year visa which allows them to work.  After the transition period, all applications will come under the new skills-based immigration system which should be in place by the 1st of January 2021 this applies to all EU and non-EU nationals. (Burges Salmon, 2019)
[bookmark: _Toc3890525]Itemised Payslips – new legislation takes effect on the 6th of April 2019, it requires employers to provide itemised items on payslips to all their workers, employers need to record and show the hours the employees has worked on their payslips. This law is for workers whose hours vary and are not contracted to a certain amount of hours each week for example 37.5 hours.
[bookmark: _Toc3890526]Question 3 
[bookmark: _Toc3890527]2.4 Assess and advise on the purpose and scope of statutory trade union recognition.

Companies may need to work with Trade Unions (TU) that represent a group of their employees.  Initially, the TU will ask to be recognised voluntarily if the company agrees then the TU will be seen as recognised by the business.  If they don’t agree to recognise the TU, but the TU has more than 21 employees then they can apply for statutory recognition from the Central Arbitration Committee (CAC). (GOV.UK, 2019A)
	For voluntary recognition, the TU must approach the employer in writing, they need to include:-

	· The Unions name
· Identify the employees they will be representing, this is also known as the bargaining unit
· State that the union is making the request under Schedule A1 of the Trade Union and Labour Relations (Consolidation) Act 1992



After the application, the company has 10 working days to respond to the TU’s request, at this point they can choose to recognise the TU voluntarily, and if they do they then move onto collective bargaining. They can choose to reject the request, however, the TU might then apply for statutory recognition. A company can also choose to refuse the initial request but agree to negotiate. (GOV.UK, 2019B)
Following recognition of a TU, the process is then known as collective bargaining, this is the official name of the step in the process which allows the TU to negotiate with employers on behalf of its members.  The Company and TU agree to discuss pay, holiday and working conditions of the group of employees.  Being able to negotiate for a group of people in one go, works well for the employees and employer, and negotiated changes should then be reflected in the individual’s contracts. (TUC, 2019A)
If a company refuses to recognise a TU, CAC will accept the trade unions application to be recognised, known as statutory recognition, if all requirements are met and the company doesn’t challenge the application, they will have to be recognised.
	The union can apply if:-

	· They have sent a copy of their application to the CAC and the supporting documents
· They have at least 10% union membership within the proposed bargaining unit
· They have evidence that the majority of employees are in favour of the petition

	They can’t apply if:

	· They’ve applied to be recognised in the last 3 years already
· They aren’t a certified independent union
· There’s already a recognition agreement that allows another TU to represent employees in the bargaining unit
· Another TU is representing 10% of the employees in the proposed bargaining unit - has already applied to CAC



When CAC accepts a TU application, the company needs to start working with the bargaining unit. (GOV.UK, 2019C)
[bookmark: _Toc3890528]Question 4
[bookmark: _Toc3890529]3.1 Explain the differences in employee involvement, participation, and partnership.
[bookmark: _Toc3890530]
Employee involvement - is about creating an environment where employees feel they are able to give their opinions to management.   This is usually done in a couple of ways, the first way is known as downward communication, this can be by holding staff/team meetings, sharing information on the company intranet or via email.  Or via upwards communications were staff are encouraged to provide feedback and opinions, this could take the form of a suggestion box or staff surveys, where they provide open and honest feedback. In a report written by Jonny Gifford, Fiona Neathey and George Loukas (Jonny Gifford, Fiona Neathey, George Loukas, 2005) they recognise that involving employees will improve the company’s performance and felt that employees were more motivated when contributing back into the company.
[bookmark: _Toc3890531]Employee participation- is when employees are involved in the decision-making process, rather than then must being given work to do.  It is all about empowering employees in the workplace, they are encouraged to come forward with ideas.  When a company takes this approach they will see an inclusive workplace, staff morale is boosted as they feel they are listened to by management.  In a study completed by Komal Khalid and Samina Nawab (Komal Khalid and Samina Nawab, 2018) they directly link employee participation to employee retention, they surveyed 1054 employees and the results showed that employee valued being involved and this was one of the main reasons they stayed working for the company.
[bookmark: _Toc3890532]Employee partnership - refers to both employers and employees working collaboratively together, as well as employers and trade unions working together.  In an article written for ACAS, by William Couper, he identified that over the past decade partnership has become the new ‘big idea’ in the world of employee relations (Couper, 2005).  In 1992, the Involvement Participation Association (IPA) set up a joint management and union taskforce to identify what partnership working actually looked like.  It identified this approach as a pluralist model of working, it respected that there are different opinions but overall everyone had a shared commitment to making the company successful.  John Lewis is a good example of a company working in partnership with its employees, John Spedan Lewis handed control and ownership over to his employees, this partnership has worked well, and employees have seen benefits as they share knowledge, profits, and power within the company. (Employee Ownership Associaton, 2017)
[bookmark: _Toc3890533]3.2 Compare and contrast union and non-union forms of employee representation.

The difference that distinguishes from a union and non-union workplaces can be quite complicated but the main differences is who determines the work and culture of the company.  (Labour Rights Law, 2018)
[bookmark: _Toc3890534]In a non-union workplace - the employer holds the power and sets the rules, they make the decisions for the company.  Employees don't have a direct say but they can have an employee representative forum who have the voice for the employees.  These forums are only seen in a non-union workplace, and management will work with them to discuss, share or even consult on changes. (UAW, n.d.)
	In a non-union workplace, an employer can make changes to an employees:-
· salary 
· work schedules
· the working environment
· changing working hours

	It is easier for non-union companies to make any workplace changes, as:- (Small Business, 2017)
· dismissal process is easier, contracts can be ended as long as it is still legal and in the correct time frame
· promotions are done on merit, the best person with the correct skills are successful
· employees don’t need to pay for union membership costs
· contracts are negotiated with employees directly, salary increases and any other changes are discussed individuals directly
· there are no strikes
· the company is a collaborative place to work



[bookmark: _Toc3790687][bookmark: _Toc3890535]In a Union workplace - employees have the control, through the support of their Union.  The Union will negotiate with employers about matters affecting the employees.  Once the trade union is recognised it is known as collective bargaining (ACAS, 2018C), the union is then able to negotiate on these any terms affecting the employee's employment conditions.  When terms are changed and accepted this is known as a collective agreement. 
	Below are examples of what a Union could be involved in:-
· contracts
· work expectation
· salary
· work schedules
· promotions
· dismissal meetings

	The pros for employees:- 
· Employees are normally on a higher salary compared to non-union employees
· They have medical benefits for themselves and partners
· There is more job security
· Lower dismissal rate
· They take collective action if workers are being treated unfairly,  which can lead to strike action

	The cons for employees:-
· They will need to pay a Union fee, which can be costly
· They become a collective group, so they lose their independence
· They are bound by a contract that has been negotiated by the Union, whether they agree or not to a decision 


[bookmark: _Toc3890536]3.3 Assess the link between employee voice and organisation performance.

‘Employee voice is the means by which people communicate their views to their employer. It’s the main way employees can influence matters that affect them at work. For employers, effective voice contributes toward innovation, productivity and organisational improvement. For employees, it often results in increased job satisfaction, greater influence and better opportunities for development’ CIPD – Employee Voice (CIPD, 2019B)
Employee voice is essential to the productivity of any company, it is important that employees are able to communicate their views and opinions to their employers.  Research has linked voice to high levels of employee engagement, lower staff turnover rates and companies seeing better business outcomes.  It has been evidenced that employee voice does make a difference and that a company will perform better in the long run.  Applebaum et all (Applebaum, E., Gittell, J. H. and Leana, C. , 2011) linked companies whose employees are actively involved in decision making, workforce are more focussed, committed and motivated and are likely to develop their skills.  
So companies that have mutual employee and employer respect are more likely to see higher achievements from their employees.  When employees are able to speak frankly to their employer about what is important and what they are able to achieve, it then allows management to design incentives to motivate the employees to achieve the company’s goals. Employee voice, can improve an employer’s branding and customer acquisition, however, if employees are not able to have voice they are likely to voice their grievances on public sites, such as social media or Glassdoors, this can obviously damage the company reputation which will, in turn, can have a knock-on effect when the company is looking to hire new talent. So for a company’s point of view, it would be better that people have the opportunity to air any grievances privately within the company, which allows them to resolve any issues without them being publically aired.
[bookmark: _Toc3890537]Question 5
[bookmark: _Toc3890538]4.1 Distinguish between conflict and misbehaviour, and between official and unofficial industrial action.

It is very simple to distinguish the difference between conflict and misbehaviour within the workplace.
[bookmark: _Toc3890539]Conflict is when there are employee’s disagreements, and there is friction between two or even a groups of employees, however, conflict can be good and bad, as it does challenge people’s opinions, handled carefully a company could see a positive outcome, left without mediation then the friction and conflict grow and get out of hand.  Ideally, conflict should be resolved as soon as possible, as it can cost a company in time and money as it can lead to disciplinary or even a tribunal claim against the company. ACAS have developed a conflict management framework that gives advice on how a company can manage conflict situations in the workplace (ACAS, 2019A).
Conflict in the workplace can be defined in many ways:-
· Employees not agreeing and clashing over their opinions 
· Problems or a dispute between co-workers
· Inappropriate emails to other employees
· Employees and their line manager not being able to work with each other 
· Individuals with grievances  
[bookmark: _Toc3890540]Misbehaviour is when an individual or group of employees at the company try to cause damage to business, an example of sabotage would be telling or even selling a competitor secrets about the company that would allow them to steal business from them.  Wiener and Vardi (Wiener, Y and Vardi, Y, 1996) defined misbehaviour as “any intentional action by members of organizations that violates core organizational and/or societal norms.” Which is a really good summary of what misbehaviour can look like to a company, employees intentionally setting out to harm the company?
Misbehaviour can be seen as any of these activities that purposely done to harm the company:-
· Stealing 
· Violence
· Substance abuse
· Harassing others
· Misappropriate or damaging company property
· Misleading customers
[bookmark: _Toc3890541]4.2 Assess contemporary trends in the types of conflict and industrial sanctions.

[bookmark: _Toc3890542]The difference between official or unofficial industrial action – quite simply when action is official it means that the trade union has endorsed or authorised the industrial action to go ahead. 
Meaning that the employees are protected by the union as long as they have followed the correct steps before taking it.  For it to be an authorised/official strike the union must organise a legal ballot, employers should be given at least two weeks’ notice of the ballot, and be informed of the result as soon as possible.  Industrial action is a generic term which covers a range of actions that employees can take against their employers, some examples are strikes, boycotts and working to rule. (CIPD, 2017)
Unofficial action can also be referred to as ‘wildcat strikes’ any form of industrial action, for example, a strike which hasn’t been authorised/endorsed by a trade union is known as ‘unofficial.  Means that employees who take part in this action are not protected and the company can dismiss the employee for not following the correct procedure. (TUC, 2019B)
It is important that HR personnel monitor tribunal cases in both the EU and UK as this give a company insights into what cases are actually reaching court, by having this information you can see if there are any trends that are appearing.   By being able to monitor cases it allows employers to see the outcome, they can then personally reflect on their own company to ensure that they are not breaking any laws.  Personnel Today (Personnel Today, 2019) provides an overview of tribunal cases, the ‘Tribunal Watch’ page provides a weekly round-up of the latest tribunal cases as well as the top ten for previous years.  This site provides details of the tribunal itself as well as link to XpertHR where the full information of the case can be seen.
The BBC news website is also a good place to monitor strike action (BBC, 2019) it is really informative and details what strike action is happening across the world.  Also whilst doing research on strike trends across the EU, I came across the European Trade Union Institute website, that has a detailed map of Europe that compares average days off for strikes in 2000-2009 and 2010-2017, France is shown as the most affect country for strike action. (European Trade Union Institute, 2018)
[bookmark: _Toc3890543]Question 6

[bookmark: _Toc3890544]4.3 Explain what is required to advise, coach and guideline managers in the skills for effective grievance- and dispute-handling procedures.
Employee complaints need to be handled professionally and carefully, any employee that is involved in handling disputes or grievance hearing needs to understand fully the process they should follow in order to address the issue as quickly and as effectively as possible.  Employees need to have a fair hearing and outcome, ideally to resolve without a lengthy or costly tribunal case.  Each company will have a grievance policy in place, a company needs to ensure employees have access to this it.
The object of this procedure is to provide an employee who considers that he or she has a grievance with an opportunity to have it examined quickly and effectively, and where a grievance is deemed to exist, to have it resolved, if possible, at the earliest practicable opportunity.  Most issues or grievances can be solved on an informal basis with line managers, and employees should aim to settle grievances in this way if possible. If an issue can’t be resolved in this approach it will then the employer needs to be prepared to move onto the formal process, which is detailed in the table below.  Employees that handle these meeting should be prepared and understand what needs to happen once the process has started as this needs to be followed to ensure the company doesn’t break any laws.  We will go over the process with the employee to ensure they understand at each point what needs to happen, training is provided to all line managers within the company. (CIPD, 2018D)
	Formal Process:- (BreatheHR, 2016)

	· The employee raises a grievance in accordance with the company’s policy, usually, this is in the format of a letter raising issues to line manager and HR representative.
· The grievance/issue needs to be investigated, this may take time particularly if a complaint has been made against a number of people.  Once the investigation into the allegation has been completed a grievance meeting can be held.  All relevant parties should be told so that they can prepare.  The employee raising the grievance has the right to bring a union representative or colleague to the meeting with them, so need to ensure they are available for the meeting.
· The meeting can then be held, this is a formal meeting and minutes should be taken.  The employee should be given time to explain their issue and what is the outcome they are looking for.  Formal notes should be distributed to all parties involved within 1 working day of the meeting.
· The employer/company then makes a decision from the meeting, the company can reject it, they can uphold part or all of it, once they have decided they need to advise the employee what actions they will be taken if there any.
· If the employee doesn’t accept the companies decision they can they appeal against it, this needs to be done in writing.  Where possible an impartial manager or director should then take over this process.  At the appeal hearing, they will need to examine the reason for the appeal and examine any evidence put forward. If the employee still doesn’t accept the company’s decision, they can pursue either via mediation or they can make a claim to an employment tribunal, for example, ACAS.



[bookmark: _Toc3890545]4.4 Distinguish between third-party conciliation, mediation, and arbitration

Conciliation, mediation, and arbitration are the main dispute resolution mechanism that are adopted by employers who seek to try and resolve any disputes in an informal way.  
An employer will look to reach an amicable solution via negotiation usually with the help a neutral party such as ACAS and hopefully have an effective outcome that will avoid any legal action or tribunal. Mediation and conciliation are informal processes, however, arbitration is a formal one.
[bookmark: _Toc3890546]Conciliation is when settlement is made outside of court, courts are not involved.  ACAS provides early conciliation to help resolve an employee and employer issue within the workplace, firstly the appeal and grievance procedure should have been completed internally.  When conciliation is started both employee and employer talk to ACAS to try and reach a settlement without going to court.  ACAS has an informative infographic that provides a step by step guide to the process, so a company can understand what is involved. (ACAS, 2018D)
[bookmark: _Toc3890547]Mediation is when the parties involved look to find a solution to resolve a dispute they are having, this involves an impartial person.  It is an informal process that involves a mediator, who is skilled and trained to help the parties come to a solution that is satisfying for both of them.  The mediator doesn’t decide what is right or wrong they are there to help the parties understand each other’s point of view and get them to come to an agreement.  Once an agreement is done, the decision is binding by honour only, they are not legally binding or even enforceable.  ACAS quote that 80% of mediations they undertake an agreement is made. (ACAS, 2019C)
[bookmark: _Toc3890548]Arbitration is when an employer and employee submit a case to an impartial person for them to make a decision.  It is an alternative to court, it involves an impartial outsider who listens to both sides of the story, and it is done privately, an arbitrator will ask questions however there is no cross-examination or swearing on oaths.  ACAS state that arbitration meetings usually last half a day, but they do have the power to adjourn a meeting if they feel more information is needed (ACAS, 2019D). Arbitration is seen as a way of avoiding stress and money as it should avoid an employment tribunal.
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