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1.1
The term indeterminate nature of employment relations can be explained by referring firstly to the contract that exists between employer and employee. This, in the simplest explanation, is an exchange of money from the employer to the employee on the basis of the employee providing them with days of active work that is performed to an expected standard. The employer purchases labour, the employee sells them their ability to do so. The term indeterminate is defined as “not exactly known, established or defined” This can be explained by the fact that the expectation of both employer and employee is known but whether it will be at the standard expected for both parties will only be evident as the process begins and progresses. Taylor & Woodhams refer to two definitions of employment relations, the first surrounding regulation and the second surrounding relationships. (Taylor, 2016) In explaining the regulation aspect this can hold expectation to a degree through policies and procedures underpinned where available through law. Gennard and Judge explain this as the need for this to provide boundaries, rules and agreements to the relationship. (Gennard, 2016)As for the relationship aspect the needs of both sides are important but to explain further, each individual employee can have different unique needs as opposed to the more known need of the business. The CIPD (2015) for example refers to the differing requirements of employees on their employment journey. (CIPD, 2015) In recent years this has been more prolific with changes in industrial relations from needs surrounding life work balances. A positive viewpoint is one of building trust from the start to end of any employee’s journey. (Johnson, 2010) It refers to effective relationships being created within constraints and opportunities that the context of working for an organisation brings. 
1.2
When defining what is meant by a unitarist or unitarism approach to employment relations this can be articulated as a functional performing team collaborating behind leadership to reach the organisational goals. A culture of shared belief, harmony and cooperation exists. (Fox, 1966)
When defining what is meant by a pluralist or plurasim approach to employment relations this can be articulated as both employer and employee have the same but also alternative interests and needs from the relationship that exists between them. However, when the interests differ or do not work in harmony then issues can arise such as those that may need resolving through a process e.g disciplinary and/or grievance. (Fox, 1966)
When comparing the two approaches the unitarist approach fosters a shared belief is required and desired as opposed to the pluralist approach which fosters views that there are individual or small groups holding their own agenda and own interests. 
This sharing of unitarism stretches to goals, aims, visions but in comparison pluralism may hold conflicting goals, aims and visions. 
Compared to pluralism unitarism sees conflicts as dysfunctional, something that shouldn’t happen. Pluralism sees conflicts as “part and parcel” of the journey and even may welcome it! 
Lastly unitarism can often have a “head of the family” feel to the leadership which can demand and foster loyalty. In comparison,the pluralism approach has no such expectation. (CIPD, 2015) (Taylor, 2016)

2.1
The purpose of the trade union movement is to protect and advance the interests of its members in the workplace (nidirect, n.d.)
The role of the trade union movement is to be a member-ship based organisation of mostly workers who try to develop positive relations with employers. They represent the interests of their members in the workplace.
Their approach is to form good working relationships so that common interests and objectives are met satisfactorily for both employers and employees. This approach is to keep the relationships more equal as opposed to the employer being powerful. For example they try to negotiate agreements on working conditions and remuneration. They input to change management. They assist employees in employment difficulties and concerns. They provide members with legal and financial advice. They can provide other benefits such as discounted offers. (nidirect, n.d.)
The key developments of the trade union movement are that membership levels are declining and there is a reduced influence. The decline of large scale manufacturing plants and the decline of heavy industry can account for some decline but there is also the employees who have chosen to go non-union. High performing organisational functions have led to better engagement and resolution of issues and have promoted a partnership influence with employees not confrontation, what journalists referred to as the “new realism” (Schifferes, 2004) Professor Richard Hyman from London School of Economics was quoted as saying “ Being a union member has ceased to be the social norm” (Hyman, 1998) Despite this they still play a large part in some organisations, especially within the public sector. They still play a crucial role in ensuring equality and diversity is upheld and that discrimination is challenged. They also promote welfare of employees. (Moeti-Lysson, 2011)
2.2 
In comparing different management approaches to employment relations, any approach is seen to be influential. Sisson argues for instance that since the 1980s that the purpose of management has been a significant player in the employee relationship with the employer. (Sisson, 2008) Gallup also in “It’s The Manager” Book states the important purpose of a manager in leading an organisation to success. (Clifton, 2019)The positive effects of good management; and particular styles, have led to an increased role of management in employee relations. This is in comparison to a decrease in the roles of for example Trade Unions and even government. 
The purpose of management in employment relations is to manage employees effectively so that the employee is content with their employment relationship with the employer. 
Managerial approaches can be seen through management styles. Gennard and Judge refer to styles such as:
Paternalistic that involves a dominant authority figure. 
Consultative; where a manager always asked for the opinions and thoughts of every employee.
Traditionalist; where there is an emphasis on communicating clearly goals and objectives to employees. 
Opportunistic; where the manager changes their style and approach to usually benefit themselves. 
 (Gennard, 2016) 
Kilroy and Dundon refer to styles such as organisational leader, policy enactor and employee coaches which are self-explanatory approaches. (Kilroy, 2015)
Whatever the style taken, the role of management is to ensure that the employee is in a position of positive engagement to follow policies and procedures expected of them and to work within the capacity of their expected role and responsibilities. Managers will need the skills to ensure this approach can happen. The CIPD refer to the importance of relations being built on an underlying philosophy and skill set. Any philosophical approach recognises the need for expectations, beliefs and obligations perceived by the employee and management to unite at some point.
They refer to the need for skilled managers to ensure engagement. Desired engagement would be employee motivation and commitment to the needs of the organisation. (CIPD, 2015)
The Government’s “Good Work Plan” that evolved in December 2018 has assisted in the management of employment relations. Its approach has been punitive of employers that repeatedly breach employment law requirements that form the contractual relationship. (Strategy, 2018)
2.3 
The role and typical approaches by UK and EU government is to be innovative when the employment landscape is changing. Models of employment markets can change and the government need to ensure that there is suitable direction given to employers on policy and law to ensure the employment market is sustainable and the employment relations are as well. Increasing globalisation means that jobs and recruitment are no longer always local and that power and opportunity can be given to employees. (Davies, 2014) There is also the risk of de-regulation which could see lesser employment rights.
The governments play a key role as facilitator, regulator and protector of the public interest. Employers can monitor, as well as unions, the emerging changes that relate to employment relations. For example fair pay, gender pay divide. The governments can shape through laws, rules, agreements, charters. The UK government website GOV.UK can be a valuable resource to keep updated over employment relations. This site also captures any relevant publications from the EU. Examples of where UK & EU governments have impacted on employment relations through various mediums are BREXIT, COVID-19, Health and Safety Regulations, Migrant laws, The National Living Wage. 
The role and typical approach by employment relations agencies such as ACAS, CAB is to provide free, impartial and confidential advice to those engaged in employment whether employee and/or employer. They can also offer training. ACAS for example offers advice, training, templates and dispute resolution services. They also provide information and updates on employment. The Citizens Advice Bureau (CAB) is an employment relations agency that focusses more on employment rights and what to do when faced with issues at work. 
The Equality and Human Rights Commission is a regulatory body that enforces the Equality Act. They aim to reduce inequality, eliminate discrimination and protect human rights. With employment relations their role and typical approach is to provide clarity on legal requirements so employees and employers know both their rights and duties. The Commission has a skill in prioritising its focus and often challenges areas across industry to better lives. 

3.1
In explaining different models of employee representation it’s important to appreciate the differences between them, albeit at times subtle. 
Employee involvement refers to the means of vocalisation individual employees have of communicating with their employer over their preferences, inclinations, point of views, propositions and also their apprehensions or concerns. By allowing communications to have a known ability and route then the employer is more likely to have employee willingness, investment from the employee and higher job satisfaction. Employee involvement can be multifaceted and consist of getting to know employees better and building rapport, letting them know the wider picture of the organisation and how they fit in, allowing them to grow and progress, supporting them, recognising their work, encouraging a team approach, providing them with a workplace coaches and mentors. (CIPD, 2015) 
With regards to employee participation this differs in the fact that employees actively take part in an activity with other employees and this is then mediated through representatives that could be individuals or collectives. Examples such as surveys can be useful in providing them with a voice as can employee forums and consultations. Surveys can be anonymous which often provides good feedback and forums can be where one person voices the collective viewpoint of others, again providing good voice. Another simplistic activity is having an employee suggestion box. Taylor and Woodham explore the value of surveys and data collection from employees (Taylor, 2016)
With regards to employee partnership this differs again in that the employee has a recognised influence on decision making. It can entail employers, unions and employees all working together with a firm focus on the future of the organisation and the continual improvement of employment for employees. There is a sense of commitment from all parties in it being a social and economic valuable strategy. (Saif, 2013) By providing employees with a powered voice through partnership, employees are more likely to participate and contribute. It cans be seen as part of the employment process and is more “formalised” and “the norm” The fear of any reprimand is removed. 
With regards to information and consultation, The Information and Consultation of Employee Regulations 2004 provide a legal right for a voice. There is an obligation on employers of more than 50 within these regulations to establish consultation mechanisms when requested by employees. Consultation can involve areas such as developments, change, policy review, redundancies, TUPE. The legal totality of this is the key difference between this and the aforementioned models. The CIPD reference the benefits of information and consultation in times of change, building trust, improving engagement and productivity, decision making, idea generation, increasing job satisfaction and quality of work. (CIPD, 2020)
4.1
In distinguishing between conflict and misbehaviour, conflict can be defined as two or more parties not agreeing, they hold conflicting views. This can involve an individual or a collective group. What they desire is incompatible with each other. (Bloisi, 2007)It can often be linked to power struggles and political behaviour. Mullins (Mullins, 2019) writes that conflict is a behaviour intended to obstruct achievement thus creating opposition. Furnham has the theory that conflict is a process that involves perceptions, thoughts, feelings and intentions of all parties. (Furnham, 2005)Indeed it has always existed in employment relations and conflict management features on many organisations agenda. Kabanoff refers to the need to manage conflict to improve decision making and manage resources effectively. (Kabanoff, 1980)
To explain further in order to distinguish, conflict can be organised or unorganised. Organised conflict would be best explained through the collective movement of strike action. Unorganised would be best explained through spontaneous dynamic protests by one or more individuals. Organised strike action is of a decreased nature in 2022 than previous years and decades with workplace disciplinary and grievance avenues being more popular to utilise for resolution. 
Misbehaviour is distinguished by the actions being actions of choice. The persons involved knowing that the actions are unacceptable and that they are likely to lead to disruption or disharmony. Wiener and Vardi describe misbehaviour as “any intentional action by members of organisations that violates core organisational and/or societal norms.” (Weiner, 1996) Examples can be bullying and harassment, theft, sabotage, damaging property. A distinguishing feature of conflict is that it is more of a natural occurrence as opposed to misbehaviour which holds an underlying intention. 
Official and Unofficial industrial action
In distinguishing between official and unofficial, both surround conflict situations. When conflict is not resolved through amicable efforts and a bid to collaborate industrial action may be taken by employees. “Official action” is when any industrial action taken by employees is backed by a trade union with members of the trade union taking part in that action themselves. Examples of such action can be strikes, picketing, not agreeing to do any overtime, working slower than the requirement. “Unofficial” is when actions such as the above are visibly being taken by employees but there is no backing by the unions to do so. In this instance the employees are in a more unfavourable employment position in that they could face disciplinary action. Participating employees do not have statutory protection from unfair dismissal. (CIPD, 2021)
An approach to manage serious industrial action can be the employer considering applying for an interim injunction. This would be from the High Court. Such an injunction can stop any action or discontinue it. 
To manage less serious action the following approaches can be considered:



4.2
Approaches to manage conflict surround knowing firstly was tends to cause conflict. It can arise through lack of resources, uncertainty, unpopular systems, pay and reward issues, power struggles. These are organisational causes. Interpersonal causes can be errors, acts or omissions, poor communication or failed communications, personality clashes. Approaches and interventions are best put in place as early as possible. These can be in the form for example of conciliation, mediation and arbitration. To distinguish between them I have summarised them: 
Conciliation: the involvement of a third party as a mediator. An example of this is at an employment tribunal. The focus is more around employment rights. Parties will accept or decline what is proposed by this alternative dispute resolution approach. 
Mediation: an informal and often voluntary process where someone more impartial tries to resolve areas with the parties. The mediator would listen to both parties and encourage them to reach agreement. They would guide and recommend but to distinguish, do not force, due to the informal nature of this format. 
Arbitration: the involvement of a third party to review and discuss both parties position and make recommendations that will bind. This is a distinguishing point. A final decision is made by the arbitrator which the parties have agreed to beforehand that they will accept.
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