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[bookmark: _Toc509322078]Introduction
This essay will look at the Firefighter strike of 2002-2004.The main areas this essay will focus on will be including context of ER, Employee voice, Conflict, Employment Law and recommendations. The main reason of the Firefighters strike developed over a long process that appeared to start with a pay claim, however, this pay claim was not the reason behind the strike, but more of an actual cover-up behind the core reasons for the strike. The fire brigade union challenged Government over pay when their main goal was actually to challenged government over modernisation which had been increasingly challenging the formation of the Fire and Rescue service ( Seifert and Sibley 2005).
The main reason for the strike concluded that each party have a shopping list of demands which include:
The Firefighter wanted. 
· A improvement in the basic pay to £30,000 per year.
· The emergency control staff to receive the same pay.
· Firefighter working part time or in the voluntary sector to be trained the same standards as full timers.
· A more appropriate and relevant pay formula.
However, the fire Service employers presented the following:
· A commitment to National pays scales.
· An introduction to a new National pay Formula.
· Control staff to be dealt with a job evaluation reflecting the employers belief in the equal pay principle.
· Any improvement of pay must be subjected to central government providing funding. 
· Modernisation (Gennard and Judge, 2005)
[bookmark: _Toc509322079]Question 1
[bookmark: _Toc509322080]Main body
[bookmark: _Toc509322081]1.3 What external factors are effecting the employment relationship.
[bookmark: _GoBack]The government played a massive role in the breakdown of the relationship, by sticking to a deal and not budging to negotiate any new deals with the Union. They believed that the deal was fair and gives firefighters a generous pension in the public sector. The failed negotiations ended in November 2002 with the government preventing an agreement, causing the first step of leading their employees to an 8 day strike. The strike caused a lot of  attention and support from the public on the firefighters side. The firefighters strike finally came to an end when negotiations were accepted by both fire brigade union and the government. On the basis of a 16% pay rise overall and £25,000 instead of the £30,000 originally asked for, (Seifert & Sibley, 2005).
Other external factor which may of contributed to the Firefighters strike was:
Graph 1, External factors
	Political factors
	· Local governments and local identities
· Community budget.


	Economic Factors
	· Spending Reviews
· Reforming local government finance.
· Growth and the burden of regulation.

	Social Factors
	· Aging society.
· Social unrest.

	Technology Factors
	· Social media
· Information Technology.
· Cyber security

	Legal Factors
	· Employment registration reform
· Regional pay
· Reviewing health and safety regulations

	Environmental Factors
	· Meeting future energy needs
· Severe weather
 (Cheshire Fire and rescue service, 2012/13)





1.1 [bookmark: _Toc509322082]Analyse the indeterminacy of the employment relationship
The definition of a employment relationship comprises of,
“ A Formal and informal relationship between the employing organisation and an employee”. The informal element is sometimes referred to as the psychological contract, an undocumented understanding about the nature of employment within the organisation, Price (2007). 
Figure 1, Psychological contract
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The characteristic of employment relationship consists of indeterminacy and refers to the labour contract, in exchange for rewards. The labour services include flexibility, Minimum
The employment relationship needs to be clear and transparent and is implicit rather than explicitly written down, being based on a series of assumptions between employer and worker. These relate to concepts such as fairness and honesty, security and certainly, recognition and opportunities for fulfilment, Marchington and Wilkinson (2008).
“ The Main focus of employee relationships is not on collective machinery but on individual relationships and there is a new emphasis on helping line managers to establish trust based relationships with employees”, (CIPD 2015)
The characteristic of employment relationship consists of indeterminacy and refers to the labour contract, in exchange for rewards. The labour services include flexibility, minimum standards of competence in the tasks for which they are being hired. A willingness to change, an ability to work as member of the team. A capability to show intuitive and demonstrate commitment to the organisations objectives. 
The reward system is providing a pay structure, Hours of work, paid holidays, incentive schemes, and pension arrangements.  The key parties involved with the employment relationship is employees and their managers, employee unions, voluntary organisation, government, government agencies and public bodies, (Gennard and Judge 2005) Management style also defines whether a business has a good relationship with its employees, Purcell (1987) suggests that management style is made up of two models, individualism and collectivism.

Figure 2, Individualism and Collectivism Model
This Photo by Unknown Author is licensed under CC BY-SA

He suggests that each have three stages, individualism is concerned with how much policies are directed at individuals and whether the organisation looks at the feelings of its employees. They then encourage each employees capacity and role at work. The three stages are made up of Commodity status, Paternalism and resource status. However, Collectivism is made up of whether or not the management policy encourages or discourages employees to have a collective voice, the three stages of collectivism is made up of Unitary, adversarial and cooperation, Gennard and Judge (2005)
This Photo by Unknown Author is licensed under CC BY-NC

[bookmark: _Toc509322083]1.2 Compare and Contrast the pluralist and unitarist approaches of employment relationships, considering if either helps explain why conflict has occurred.
Unitarist and pluralism are two terms that differ from each other in their approach, especially when it comes to conflict in the workplace. Unitarists believe that conflict is unnatural and abnormal, and seek to eliminate it. They believe that conflict in the workplace is a result of poor management or communication, or simply the work of trouble makers. Unitarists emphasize on a single interest of all members of the organisation and are mainly made up of smaller firms or family firms. Unitarists believes that the perception of the entire organisation as one big family, (www.differencebetween.com).
Pluralists on the other hand, is a perspective that suggests that in any organisation, there are multiple parties that are involved in decision making, emphasizing the different interests of its members, it sees conflict as a normal, inevitable occurrence, to be managed accordingly. Pluralists are mainly made up of large organisations and is influenced by power rather than concentrated in the hands of a few individuals. Pluralism gives ample opportunity for employees to voice out any concerns within the organisation, (ibid)
The Fire service strike involved a pluralist approach, involving a large workforce. Almost 80% of the workforce voted in favour of industrial action. The ultimate reason behind the strike was against changes implemented by the government meaning firefighters would have to pay more into their pensions, have to work longer and receive less in retirement. The move will see firefighters having to work on frontline duties until they reach 60. (The Guardian, 2013) This shows that a collective pluralist view was a factor in the firefighters strike and the influence of others may have helped in a power dynamic to conform around the issues of a   broken psychological contract. 
[bookmark: _Toc509322084]1.3 Assess any other factors that you identify as being relevant to the breakdown in relationships.
Third party intervention may have also played a part in the breakdown of the relationship, in circumstances where two conflicts are not able to find a solution to their collective differences. The law requires the ACAS service to attempt a conciliated settlement before it will result in strike action. In conciliation, the role of third party is to help the two parties come to an agreement without any assistance or guidance from the parties. The parties are free to accept or dismiss any recommendations and gives control to over the settlement of their differences. Third party intervention is created to provide incentive for bargainers to moderate their final positions and reach a voluntary agreement (Gennard and Judge 2005).
[bookmark: _Toc509322085]Question 2
[bookmark: _Toc509322086]The increase in employment law has an impact on the balance of power in the employment relationship. Analyse whether this has contributed to the conflict occurring.
[bookmark: _Toc509322087]2.1 Describe and critique the essential features of different contracts of employment that can be used.
Employment law is made up of common law and is made by judges rather than parliament, as such it continuously changes as cases are brought to court, however, primary legislation is part of the parliament ruling, so can overrule the judges decisions and can repeal or amend existing legislation. 
European law is made up of three principle and relevant aspects of the law, European Law, Treaties of the European union, and directives which is a ruling with the European court of justice, (Gennard and Judge 2005).
Nonetheless,  all employees will have a contract of employment, workers consist of Full or part time workers, Independent contractors, Agency workers, casual workers, fixed term contract workers and home workers. 
Graph 2 Pros and Cons
	Contracts of employment
	Pros
	Cons

	Part Time
	· When life circumstances change your ability to work full time may be effected
· More time for family
· Help to supplement the income of the family
· Keeps people in the workplace
	· Less benefits compared to full time
· Lower income
· Fewer advancement opportunities.

	Fixed Term
	· Covers a period of long term sickness, Maternity leave.
· Seasonal work
· Helps when following a strict budget
	· Hard to recruit
· The prospect is not attractive as a permanent option

	Zero Hours
	· Flexibility
· Great way to get your foot in the door of a company
· No set hours and the ability to pack in extra hours
	· Unpredictable hours
· Low income and unpredictable pay
· Got to be available for last minute work



However, certain workers may not have all the rights that full time employees have.  The Employment rights Act 1996 defines a employee as an individual who has entered the workplace under a contract and has the following rights:
· A Protection from unfair dismissal
· Maternity pay and leave
· Sickness pay
· Redundancy payment
· A written response to particulars of employment
· Certain period of notice
Thus, the fact that the contract of employment establish the legal relationship between employee and employer, employment contracts are governed by contract law, there are many statutory rules which affect employment contracts too. The code of practice and ACAS are a part in the Employee relationship by giving advice when needed (Gennard and Judge 2005).
[bookmark: _Toc509322088]2.2 Identify and analyse the main sources of UK and EU employment relations
Employment exists to regulate the relationship between businesses and their employees, by complying with relevant legislation, both employers and their staff members can ensure that their hiring processes, dismissal processes and their workplace as a whole, are fair for all, it also helps in combating discrimination, and effectively promote equality at work (Taylor 2018).
Employment Law in the UK is made up of a number of sources which include the Act of parliament and the courts. EU law came into force in 1973 when the UK joined the European Economic Community. This then developed into the European Union. The future of the European union is not clear due to the foreseeable Brexit. However European law  continues to play a role in the UK post Brexit. The uncertainty of Brexit may leave possibly future scenarios in 2020, such as there will be no trade deal agreed resulting in future trade between the EU and the UK being placed under a new world trade deal. A future trading relationship is agreed, this would be the government’s goal and the future of trade is carried out under a new set of legislation. The UK remains in the single market, this will provide the UK with trading openly and freely with the EU (Taylor, 2018).
[bookmark: _Toc509322089]2.3 Give at least two examples of changes in employment law, and how they could have affected the conflict.
Age discrimination and gender pay gap is a change that may have affected the outcome of the firefighters strike. The government and fire service are in court defending a pension scheme which according to the FBU is discriminative under the age Discrimination Act. The introduction of the new pension scheme came into force after the firefighters strike action. The FBU argues that the younger generation of firefighters who were under 45 were unfairly penalised as they were forced into a worse scheme whereas older firefighters were allowed to remain in the original scheme. Not only does it cover age discrimination but according to the FBU they have produced evidence to support racial and gender discrimination. The union argues that it raises safety concerns due to firefighters being on duty at 60 years old and will have to undertake physically demanding operational tasks. The FBU provided evidence showing that significant numbers of older firefighters will not be able to maintain safe fitness standards with the new pension age of 60 years old, (wwwfbu.org.uk)
Another example which could affect the conflict is the new Trade Union Balloting changes, under the new rules a active vote of strike action will now require 40% minimum turnout and a majority vote in favour, compared to 80% on the original firefighters strike in 2002. These changes came into effect on march 1st 2017. This act will ensure that if a strike does go ahead, it will only result in a clear democratic decision from union members, this decision will protect millions of people from the effects of strike action. The act will also reduce strikes in important public services by 35%, prevent more than 1.5 million working hours a year from being lost to strike action. The act also requires:
· A minimum of 14 days’ notice before strike action occurs compared to previously 7 days
· Set a 6 month time limit, which may be increased to nine months if both parties agree
· Provide a clearer description of the trade dispute, so that the members are fully aware of what they are voting about.
· Provide more detail to union members about the ballot results.
· Report more detail on industrial action
· Ensure the picking lines are peaceful 
· Include an op in system to new members ( (Gov.UK, 2017)
[bookmark: _Toc509322090]2.4 Assess and advise on the role of trade unions and the scope of statutory trade union recognition. Is a trade union involved in the conflict or not? How has this affected what has happened.
The role of The Fire Brigade union is to create and develop the modern fire service. The aim  is to:
· Provide a leading and independent voice for firefighters.
· Ensure the expertise and experience of the members is heard nationally, locally and internationally.
· Protect the safety and interests of the public and the members
· Help to improve working conditions and protect from discrimination and unfair treatment.
· Help the members develop professionally by developing new and existing skills (www.fbu.org.uk)
A conflict situation only occurs when an agreement cannot be reached in a collective bargaining process and negotiations break down. There are a number of choices available to the employees and employers, first, several stages are set out to attempt to resolve the situation. If a settlement cannot be achieved then the final stage is a third part intervention such as ACAS, this is in a form of conciliation, mediation and arbitration,(Gennard and Judge 2005). However, the failed negotiations resulted in strike action, the fire service conducted peaceful protests in local fire stations, the armed forces provided emergency cover, using vintage green goddess engines taking on the role of the fire service. (The Guardian, 2015) 
The partnership between the firefighters and the union stood firmly with the outcome of the strike, by working together with management, employees and trade unions aim to strike a deal with the government, even though they didn’t receive what they were asking for, there was a fair amount of offers being agreed throughout the negotiations, such as a 16% pay rise but lost certain powers because of modernisation. Although the fire brigade union didn’t win the full agreement the government did end up settling with a 16% pay rise from July 2004. After the strike solidarity between the Fire Service Union, Chief Fire Officers and other employees within the fire and rescue service was damaged by the time the strike had been concluded. This is a largely negative final outcome as it will have caused animosity between members, due to the union retaining their positions with national bargaining bodies, (Lonergon, n.d.)
[bookmark: _Toc509322091]Question 3
[bookmark: _Toc509322092]Are employees involved in decision making in the organisation? To what extent has the value placed on the employee voice contributed to the conflict?

[bookmark: _Toc509322093]3.1 Explain the differences between involvement, participation and partnership and how they have affected the development of the conflict
When an employee participates in a activity, this is seen as a shared goal with others. Whether the level of employees involved is a minor or major event, all team members are encouraged to participate. This is evident with the fire service strike were the majority of votes were for strike action. Employee involvement involves a one to one approach between management and employee. This is a more direct method of handing a work project, as the individual is included in all aspects of the decision making, this gives the employee an opportunity to take ownership of the outcome of the situation. The difference between the participation and involvement are twofold. The participation is merely concerned about the group goals, on the other hand involvement concerns an individual’s goal, (Morreaux, 2018) Partnership is the cooperation of all those involved in the enterprise, so all of management, employees and trade unions working together for a mutual benefit and to secure the future of the enterprise is the very essence of employee relations. Partnership agreements are by definition based on high trust relationships. The fire service participation involved all members of the fire service, union and managers resulting in a partnership and participation relationship. (Gennard & Judge, 2005).
[bookmark: _Toc509322094]3.2 Compare and contrast union and non-union forms of employee representation and how these might have affected the situation.
Its every employees right to join a union or be part of one, a individual worker is chosen among other workers and is made a representation in non-unionised settings. The representative performs numerous roles on behalf of the employees. Non-union representatives are normally found in organisations which does not require collective bargaining, employees who are non-union members come to representatives to take advice on legal enquires and also in situations like redundancies. The non-union representative is therefore seen as lacking in individualism and because of this their position is not strong compared to union representatives (Laroche, 2015).
The Union representatives do not work just for employees but also they help the employer by minimized turnover ratio and reducing training costs and hiring with new employees, they also have support from the wider union officials and have more legal protection than non- union representatives. The aim of union and non-union representatives is to work for the welfare of the employees in the organisation (Laroche, 2015)
[bookmark: _Toc509322095]3.3 Assess the extent to which employee voice can be liked to organisational performance 
The employee voice is a term referred to employees communicating their views and concerns to their employer. In turn this can influence situations that affect them at work. The employee voice has an effective way in contributing to increased job satisfaction, better opportunities in developing a greater influence in the workplace, and measuring and valuing organisational equity to drive sustainable organisational performance. Employers reap the rewards by helping in innovation, productivity and an improvement in the organisation, (CIPD, 2017)
[bookmark: _Toc509322096]Question 4
[bookmark: _Toc509322097]How should conflict be resolved? Make recommendations for both the employer and the employee.
[bookmark: _Toc509322098]4.1 Distinguish between conflict and misbehaviour and between official and unofficial industrial action. What has occurred in the example you are looking at?
Conflict disputes in Britain have declined significantly over the last twenty five years, meanwhile, other possible expressions of conflict, such as absenteeism and resignations have shown no signs of reducing. Conflict can be defined as disagreements between two or more parties as for example , individuals, departments, groups, and organisations. Conflict presents whenever an action by one party is perceived as preventing or interfering with the goals, needs, or actions of another. Conflicts depend on the situation and can be seen through a number of ways. Conflict between individuals and groups according to ACAS  may involve, Unfair treatment, Inadequate training, poor management and so on.  
Misbehaviour is seen as “ any intentional action by members of organisations that violates core organisational and/or societal norms”.
This could be seen as  involved in stealing, misappropriating, harassing behaviour or damaging property and misleading customers. These are classed as misbehaviour and is costly to the company. (Wiener & Vardi, 1996) 
Conflict is a natural process that occurs in workplaces and includes any types of disagreements in the workplace, from personality clashes to difficulties working with other people. When conflict arise between employees and employers, it escalates into an industrial action, resulting in a “official” action. This includes members of the union taking part and is a breach of employment contracts which is protected by unlawful employment actions such as dismissal and lack of pay. However, “unofficial action is deemed as having no protection and therefore employees risk dismissal or being laid off. Whether unofficial or official the consequences of these actions result in a negative impact on an organisation, (John, 2015)
[bookmark: _Toc509322099]4.2 Assess trends in recent conflict. Has the conflict arisen because more employees are taken action? How should this be addressed. 
According to ACAS There have been a decline in collective disputes from the early 1990s, this may be a result of legislation changes to restrict the activities of trade unions instituted in the UK. However while legislation may have been included in the fact that other countries experienced similar declines in collective disputes, this suggests that other forces were at work. In the UK , globalisation and liberalisation appear to be important in the decline in collective disputes in manufacturing. 
This may be associated with the competitive pressures due to globalisation.  Larger organisations have also sought to manage conflict in different ways to respond to these changes and in line with a wider development in approaches to Human resource management and industrial relations. Around 6.2 million employees in the UK were trade members in 2016, Wales having the highest level with 35.5%.  However, trade unions have experienced the biggest membership drop, losing around 275,000 members last year, (Topping, 2017).
Figure 3 Union member 1900/2010 This Photo by Unknown Author is licensed under CC BY-SA

According to union members this may be down to cuts in the public sector workforce. (Topping, 2017) suggests that the number of workers in the UK in precarious positions of employment by increasingly recruiting staff on temporary and zero hour contracts, and not having access to redundancy, sick pay and job protection. Permanent employees were more likely than those in temporary jobs to be union members. The proportion of union members was 24.2% in 2016, compared to 13% for temporary employees, (GOV.UK, 2016).
[bookmark: _Toc509322100]Recommendations/Conclusion
[bookmark: _Toc509322101]4.3 Explain the skills needed to advise, coach and guide line managers in the skills needed for effective grievance and dispute handling procedures.
The Key to advising, coaching and guiding is first, to establish a positive workplace relationship with managers and colleagues. By using skills such as negotiating skills. Effective negotiating skills help in resolving situations where one person or a group wants conflict or misbehaviour. The best outcome for negotiating is a win-win situation where both sides feel they have achieved a satisfactory outcome. This may be an effective outcome to the firefighters strike in which the government stood their ground and did not budge on certain criteria’s (Taylor & Woodhams, 2016). Another factor which could of helped in the industrial action is listening to the majority of firefighters and tried to come to some sort of agreement. By listening you will build more humane relationships and connect more deeply, this will create stronger relationships based on trust and mutual understanding which lead to stronger, more connected and more effective teams. The role of HR manager is to keep a high level of employee motivation and enthusiasm. This can only be achieved by understanding the employees and their needs (Madjoski, 2015)
The way in dealing with conflict is to have an understanding of the issues effecting the employee relationship such as: Pay disputes, changes to working practices and pension changes and managing conflict situations to achieve consensus legal and ethical standards. This is evident with the Firefighters industrial action. By Listening, Negotiating and coming to agreement beforehand may have not resulted in strike action.
[bookmark: _Toc509322102]4.4 Distinguish between dispute resolution approaches including between third pasty mediation, arbitration and conciliation 
However, when Negotiating and Listening techniques don’t work and result in tribunal action, third party approaches, such as mediation, arbitration and conciliation.
· Mediation techniques – This is used when a neutral and impartial third party, the
 “mediator “is involved. It helps parties reach a conclusive and mutually satisfactory agreement. A mediator assists the parties in identifying and articulating their own interests, priorities, needs and wishes to each other.
· Arbitration – This methods is used where the disputing parties involved present their disagreement to one arbitrator or a panel of private, independent and qualified third party. However there are disadvantages with this process, including the party lose their ability to participate directly in the process. 
· Conciliation – Is another process that involves building a positive relationship between the two parties. It is different to mediation and Arbitration, due to it being employed in civil law, the conciliator is an impartial person that assists the parties by driving them to a satisfactory conclusion (Sgubini, et al., 2004). 

(References)
Aron, 2011. www.differencebetween.com. [Online] 
Available at: https://www.differencebetween.com/difference-between-unitarism-and-vs-pluralism/
[Accessed 4 March 2018].
Cheshire Fire and rescue service, 2012/13. www.cheshire.gov.uk> assets. [Online] 
Available at: www.cheshirefire.gov.uk/ cheshirefire and rescue service analysis of external drivers(PESTLE analysis)2012/13
[Accessed 4 March 2018].
CIPD, 2017. Employee voice. [Online] 
Available at: https://www.cipd.co.uk
[Accessed 14 March 2018].
CIPD, 2018. The Psychological Contract. s.l.:CIPD.
Fire brigade union, 2017. www.fbu.org. [Online] 
Available at: https://www.fbu.org.uk/news/2017/01/10/goverment-court-over-discrimatory-firefighter-pension
[Accessed 4 March 2018].
Gennard, J. & Judge, G., 2005. Employee Relations. 4 ed. London: CIPD.
GOV.UK, 2016. Trade Union Membership. [Online] 
Available at: https://www.gov.uk/goverment/statistics/trade-union-statistics-2016
[Accessed 15 March 2018].
Gov.UK, 2017. Trade union Act measures come into force to protect people from undemoncratic undustrial acttion. [Online] 
Available at: https://www.gov.uk/goverment.news.trade-union-act-measures-come-into-force-to-protect-people-from-undemoncratic-industrial-action
[Accessed 4 March 2018].
John, K., 2015. Conflict:Trends and Forms of Collective Action, Employee Relations. [Online] 
Available at: https://doi.org/10.1108/ER-06-2015-0102
[Accessed 14 March 2018].
Laroche, P., 2015. The effects of union and non union forms of employee representation on high performance work systems. [Online] 
Available at: https://www.researchgate.net/publication/291363349_the_effect_of_union_and_non_union_forms_of_employee_representation_on_high_performance_work_systems
[Accessed 15 March 2018].
Lonergon, L., n.d. Did the firefighters strike of 2002 benefit the Fire and Rescue service. [Online] 
Available at: www.fitting-in.com>lilly lonergon
[Accessed 14 March 2018].
Madjoski, D., 2015. The importance of Listening skills for the HR Manager. [Online] 
Available at: https://www.linkedin.com/pulse/importance-listening-skills-hr-manager-dejan-manjoski
[Accessed 20 March 2018].
Morreaux, A. d. l., 2018. The Difference between Employee participation and employee involvement. [Online] 
Available at: smallbusiness.chron.com/difference-between-employee-participation-employee-involvement-13013.html
[Accessed 12 March 2018].
Morrison, M., 2017. www.google.co.uk. [Online] 
Available at: https:/www.google.co.uk/amp/s/rapidbi.com/internal-and-external-factors-that-impact-the-employment-relationship/amp/
[Accessed 4 March 2018].
Seifert, R. & Sibley, T., 2005. United they stood: The story of the UK Firefighters dispute. London: Cambridge University Press.
Sgubini, A., Mara , P. & Marighetto, A., 2004. Arbitration, Mediation and Conciliation: differences and simularities from an International and Italian business perpective. [Online] 
Available at: https://www.mediate,com/articles/sgubinia2.cfm
[Accessed 20 March 2018].
Taylor, S., 2018. Employment law:EU and Brexit Factsheet. s.l.:CIPD.
Taylor, S. & Woodhams, C., 2016. Studying Human Resources Management. 2 ed. London: CIPD.
The Guardian, 2013. www.google.co.uk. [Online] 
Available at: https://www.google.co.uk/amp/s/amp.theguargian.com/uk-news/2013/sep/25/firefighter-strike-pensions-england-wales
[Accessed 4 March 2018].
The Guardian, 2015. Firefighters in England announce new industrial action. [Online] 
Available at: https://www.google.co.uk/amp/s/amp.theguardian.com/ukuk-news/2015/feb/16/firefighters-england-industrial-action-fire-brigades-union-strike-goverment-pentions
[Accessed 14 March 2018].
Topping, A., 2017. Union membership has plunged to an all-time low says DBEIS. [Online] 
Available at: https://www.google.co.uk/amp/s/amp.the guardian.com/politics/2017/jun/01/union-membership-has-plunged-to-an-all-time-low-says-ons
[Accessed 14 March 2018].
Wiener, Y. & Vardi, Y., 1996. Misbehaviour in Organisations: A Motivational Framework. Organization Science, 7(2), pp. 151-165.



















image3.com
® O




image4.png
® O




image5.png
UK union members, 1900-2010

14000

12000

10000

8000

2000

o
1900 1910 1920 1930 1940 1950 1960 1970 1980 1990 2000 2010

Union members (000s)





image6.png
UK union members, 1900-2010

14000

12000

10000

8000

2000

o
1900 1910 1920 1930 1940 1950 1960 1970 1980 1990 2000 2010

Union members (000s)





image1.jpg




image2.php
Psychological Contract Fulfilment

HR Practices
Resourcing
Training
Rewards
Relations

Employer

Promises
Fulfillment
Transactional
Relational

Employee
Attitudes
o Satisfaction
o Commitment
e Motivation

Employce
Promises
Fulfillment
e Transactional
e Relational

Organizational
Performance
Effectiveness
Efficicncy
Development
Innovation

Quality




