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1. Explain the concept of employment relations and what is meant by the term ‘the indeterminate nature of employment relations.  Define and compare unitarist and pluralist approaches to employment relations.
(Gennard et al, 2016) refers to employment relations’ vital objective is to understand and effectively manage the employment relationship between the employer and employee regardless as to whether an individual belongs to a trade union. 
(CIPD, 2019a) argues that employee relations, which replaced the term ‘industrial relations’, is the collective relationship between employers and their workforce. Its interpretation is much wider and refers to individual in addition to collective working relationships. This signifies the increasing individualisation of the employment relationship because of an increase in individual workplace rights and the decrease in trade union intervention.
(HR Zone, 2020) defines employee relations, known historically as industrial relations, as concerned with the contractual, physical, emotional, and practical relationship. Historically, managed conflict and vastly different agenda of employer and employee but today the term in used more collaboratively and looks at ways both can benefit from new schemes and initiatives.
Understanding the nature of employment relations is somewhat complex and (Gennard et al, 2016) states that this is not a simple economic transaction or trade of labour for pay as thought. Employment relations are regarded as applying, developing, and negotiating rules and practices and these set out and regulate the employment relationship. The employer and employee must develop and maintain trust and confidence ensuring that the relationship between the organisation and its people is managed through clear practices and relevant employment law (CIPD, 2020a) 
How we study and practice employment relations is largely influenced by the external environment and as such, changes in products and labour markets, government economic policy as well as employment legislation fundamentally shape the terms on which employers and employees interact. (Taylor & Woodhams, 2016) refer to the (CIPD, 2013) megatrends report which identified four key trends in the labour market. These being:
· Reduced job turnover
· Restraint on pay increases
· Lack of trust between organisations and employees
· Job intensification
These fours trends outline the indeterminate challenge posed on creating and sustaining employment relationships. 
(Colling & Terry, 2011) refer to three important aspects of the employment relationship that should be applied:
· Indeterminacy
· Unequal
· Dynamic 
Such a viewpoint provides a critical tool for understanding the nature of work processes, the forces that shape them and the rewards and beneﬁts that derive from them.
(Gennard et al, 2016) refers to employment relations being broken down into three perspectives: unitary, pluralist, and radical. These are not regarded as management styles or models but provide different viewpoints on how employment relations can be understood and explained.
The pluralist approach distinguishes the differing interests in the employment relationship and so conflict is inevitable. Any conflict is assumingly managed and resolved through trade unions as well as essentially correcting the unequal power balance in the employment relationship. It is believed that employment relations are best managed by acknowledging that difference and structures can be resolved and encouraged through procedural approaches such as disciplinary and grievance. 
The unitarist approach is viewed as integrated, where workers and managers share the same interests and values to achieve the organisation’s objectives. Management is regarded as the only real source of authority, control and leadership and conflict is usually rare and because of unreasonable behaviour or troublemakers within the organisation. Trade unions tend to have minimum involvement.
To summarise, (Gennard et al, 2016) argues that the unitarist approach describes the organisation as harmonious as all employees share the same organisational goals and work as a team. Whereas the pluralist approach recognises that different groups occur within the organisation and as a result, conflict is very much existent between employers and its employees.

2. Explain the roles and typical approaches taken by the key parties in employment relations: trade unions, management, government, and its employment relations agencies (such as ACAS).
(Gennard et al, 2016) refers to the interaction between three main ‘actors’: employers, employees (and their representatives) and the State that shapes the nature and quality of employment relations. 
They define the management role as planning of work, organisation of activities, directing and guiding employees, controlling, and monitoring performance and clarification of the objectives of their teams.
(Kilroy & Dundon, 2014) refer to there being three distinguished management styles and each style can have different impact on how employment relations are managed. These styles are known as:
· Policy enactor
· Organisational leader
· Employee coach
The policy enactor operates by applying HR practices clearly and relies on hierarchical policy management, which includes organisational dictation as a reason for a course of action. The organisational leader focuses primarily on the overall group relationship to manage and implement any HR policies and processes, whereas the employee coach operates any HR policies to tailor to the needs of each employee. This includes utilising policies to improve the development of employee skills and trust on coaching skills to manage. 
(CIPD, 2019) argue that employers should be training their managers with the skills to manage relationships effectively on a collective and individual basis. Such an approach will provide managers with the confidence and competence to build strong and positive relationships in the workplace that can contribute to the overall business performance. To sustain or improve employment relations within an organisation, managers should be trained in managing conflict and tackling difficult conversations.
(Gennard et al, 2016) outlines several management styles which in turn, identifies the manager’s preferred approach when handling employment relations:
· Authoritarian
· Paternalistic 
· Consultative
· Constitutional 
· Opportunist
The authoritarian approach looks upon employment relations as being unimportant and policies and procedures may exist for legislative reasons. This approach tends to deal with issues as and when they arise. The paternalistic approach tends to share the authoritarian approach albeit, adopt a more positive attitude and regards employee consultation as a high priority, regardless of union representation, and key issues include retention and reward.  The constitutional approach assumes trade union presence as does the consultative approach which is often more combative in their approach to employment relations. The opportunist is driven by local circumstances and this will determine whether trade unions are recognised and employee involvement.
The role of the trade union is to represent the individual or collective interests of their members in pursuit of democracy in the workplace. (Gennard et al, 2016) argues that traditionally, most union representation was concerned with collective bargaining and negotiation over terms and conditions. However, a decline in this has resulted in representing individual members in conflict – such as disciplinary, grievance and absence meetings.
(CIPD, 2019a) refers to the collective relationship being collective bargaining, information and consultation, arbitration, and industrial action. The legal provisions in the UK which apply in managing employee relations for recognised trade unions are the Trade Union and Labour Relations (Consolidation) Act 1992 and the Trade Union Act 2016. 
(Taylor & Woodhams, 2016) outlines that there is a significant decline in union membership since its peak in 1979 which held a strong influence during the mining era. It is believed that a decline is based on employer policies which encourage individualisation of employee relationships, an increase in unemployment, legislation and change in workforce composition.  Despite the reduced union influence, (Gennard et al, 2016) argues that trade unions play an influential role within employment relations with almost all public sector workplaces being unionised. 
(ACAS, 2011) refers to trade unions adapting to a changing workplace by broadening their appeal and focusing on several strategies including workplace learning, organising, and providing an influence on supply chain and procurement processes.
(Taylor & Woodhams, 2016) argues that the government’s role as an employer and legislator allows it to have a direct impact on employment relations. The employer role allows influence on policy and practice to demonstrate good practice whilst the legislator role decides and implements employment law. (Gennard et al, 2016) states that employment legislation has a key influence on working lives. Legal frameworks such as employment rights were introduced for individuals who had the right to claim unfair dismissal, discrimination as well as equal pay. The government introduced the employment tribunal system was introduced to resolve disputes fairly. 
The government also utilises an indirect influence on employment relations through agencies such as ACAS and the EHRC. (ACAS, 2020a) works with employers and employees to improve working relationships. They are an independent public body that receives government funding. The government brought in a requirement for all employment tribunal claims to be made to ACAS in the first instance, to try and resolve claims informally. This approach shows that government has an influence an employment processes through legislation and involvement with agencies.
The EHRC (The Equality and Human Rights Commission) are an independent statutory body responsible for encouraging and promoting equality and diversity, as well as protecting those unlawfully discriminated. They have a direct influence on employment relations through enforcing strong equality and human rights legal framework to protect people from discrimination. 

3. Explain different models of employee representation, clarifying terms such as employee involvement; participation; partnership; information and consultation.
(Taylor & Woodhams, 2016) refer to the importance of employee voice and its various forms. Employee involvement and participation provides employees with the opportunity to convey their concerns and play an influential role in management decisions. Employee voice is conventionally linked with trade unions based on employee voice being directed through a trade union representation to make an impact. However, as previously mentioned, a decline in unionised members has seen an increase on employee voice through direct communication between management and employees, albeit, on an individual and/or collective basis.
(Gennard et al, 2016) states that employee involvement and participation portray a range of practices from direct communication with employees to indirect or representative involvement through workplace committees or working with trade unions. Such practices will vary according to the level of employee influence as it depends on subject of discussion and how the organisation adopts these practices. (Gennard et al, 2016) argues the importance of employee influence on decision-making, as this is probable to form wider organisational outcomes.
(CIPD, 2020b) states that employee voice helps to build open and trusting relationships between employers and employees and can contribute to organisational success. For employers, effective voice adds to innovation, productivity, and overall organisational improvement and for employees, it can increase job satisfaction and better development opportunities. 
It is argued that enabling genuine two-way communication between employers and employees, it is important that managers listen to and act on employee voice. Voice is crucial in creating honest organisations and provides greater transparency minimising public scandals such as the Mid Staffs hospital scandal in which concerns raised by frontline staff were unheard or unanswered. Research found that employers lacked understanding in how social media operates and missed opportunities in use of social media. This provided its employees with a voice to collaborate and share knowledge between all aspects of employees. (ACAS, 2013).
The (CIPD, 2019b) “talking about voice: employees’ experience” research highlighted that employee job satisfaction positively linked with their significant involvement in decision-making and suggested that voice plays an important part in employee well-being. 
(Deloitte, 2019) argues that the creation of sustainable relationships is built on a foundation of long-term employee engagement and adopting excellent employee voice practices will allow workers and organisations to perform and flourish.
(Taylor & Woodhams, 2016) refers to there being two main forms of employee voice that are an essential aspect of employee relationships:
· Employee involvement
· Employee participation
Employee involvement concerns with management practices introduced directly with employees to gain their ideas and co-operation. Employee involvement practices includes email communication, management consultations, problem solving groups, newsletters, and intranet websites.
Employee participation is where employees participate in organisational decision-making through their representatives.
(CIPD, 2020b) refer to representative participation being approaches used in which employee representatives and managers meet on a regular basis to mediate employee voice. Such approaches include:
· Partnership schemes – employee representatives and managers highlight shared gains and identify any issues to tackle in a co-operative manner and includes a dedication to information sharing.
· Collective representation – senior managers and representatives negotiate on matters such as conditions of employment or grievance issues. These meetings can be periodically or continuous depending on the issues.
· Joint consultation – these may exist in organisations to deal with common key issues that are not covered by collective bargaining.
· Employee forums – these groups can consist of unionised/non-unionised members to consult with management.
· European Works Councils (EWC) – this body brings together senior managers and employee representatives to discuss transnational issues of employees of large multinational countries across Europe.
The implementation of the Information and Consultation of Employees (ICE) Regulations in the UK in 2005 made it compulsory for organisations to adopt employee voice practices. These Regulations provide employees with a legal right to be informed and consulted with on various issues including any changes to employment relationships. 

4. Explain different types of individual and collective conflict behaviour and some of the evolving approaches that can be used to manage these. Your response should include and distinguish between:
· conflict and misbehaviour
· official and unofficial industrial action
· third party conciliation, mediation, and arbitration
(Taylor & Woodham, 2016) regard conflict as the disgruntlement arising from seeming disagreement of interests which can involve individuals and/or groups and take several expressions.
They argue that different forms of conflict are evident in organisations and can be summarised into organised and unorganised conflict as illustrated below:
	Organised conflict
	Unorganised conflict

	Strikes
	Theft

	Protests, demonstrations
	Sabotage

	Overtime bans, work-to-rule, go-slow
	Absence, resignation



Organised conflict, such as strikes, typically occur on a collective basis, and can be regarded as official if organised by trade unions. This is deemed as lawful through the Trade Union and Labour Relations (Consolidation) Act 1992. Such strikes arranged without being formally approved by trade unions are deemed as unorganised. They argue that unofficial organised conflict veers to be unlawful and this can relate to a group of workers refusing to work for part of their working day.
An example of unorganised conflict can include an employee misbehaving, which could be theft of work property or damage to property.
(Gennard et al, 2016) argues that before conflict is managed, it needs to be understood as it can be triggered by a number of factors from poor management, low levels of pay, unfair treatment, bullying and harassment and poor working conditions.
(ACAS, 2020b) refers to conflict in two areas:
· conflict between individuals – involving colleagues or employees and their line managers. This could include clash of personalities, strong differences in opinion on work and personal issues.
· Conflict between groups – involving teams, large groups of employees and managers. This could include a disagreement on management style, disagreements on team’s goals/views and rivalry.
Conflict can also focus on specific issues in the workplace, such as terms of pay, health and safety concerns, potential redundancies, and lack of consultation between employees and management.
(ACAS, 2020b) emphasises the importance of managing conflict so that it has a positive impact appose to a negative one at the workplace. To prevent conflict leading to strikes or employment tribunal claims, intervention should be made as soon as possible. 
Many conflicts can be dealt with on an informal basis by simply talking and listening to those with concerns or through internal policies and procedures. Such procedures should be regularly reviewed and kept up to date and communicated to employees. Mediation is being increasingly used as a way of providing a positive outcome to conflict.
Many organisations adopt a dispute resolutions procedure that incorporate a written agreement with their recognised trade union, and this will cover the process for resolving disputes before they escalate. This helps to manage disputes by getting everyone involved to negotiate an agreement.  Any conflict not resolved through third party involvement between unions and management, should consider using conciliation by approaching ACAS.
(ACAS. 2020b) refers to conciliation as involving an independent, impartial person to help two or more individuals in dispute to resolve differences. This is the same as mediation and the term conciliation is used when disputes could lead to a potential employment tribunal claim. Arbitration refers to a settlement agreement by an independent person who examines all parties’ different points of view and identifies a binding decision. These cases apply to those that involve unfair dismissal or flexible working and seen as a simpler and faster alternative to a tribunal hearing.
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