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Employee relations has replaced industrial relations as the term for defying relationships between employees and employers (CIPD, 2018). Woodhams state that it is known that Trade unions have a role within employee relations however there are many other qualities which influence modern employee relations (2016, pp.100). Trade unions Role within Employee relations has changed significantly over the past 30 years, Legal constraints, a growing trend in outsourcing and global competition have all contributed to a decrease in union memberships (Acas.org.uk, 2011) The role of a trade union representative can be anything from supporting you if you have to attend a grievance , develop best practise health and safety procedures with your employer, discuss any concerns you may have about your employer or represent you in any negotiations often known as collective bargaining over pay etc (GOV.UK, n.d.) As with any form of Employment Relations there is factors internal and external to any organisation which can have an impact if not managed in the correct way, this is down to different parties with different interests of which hold different levels of power in employment relations (Woodhams, 2016, pp.100). Employment relationships are often influenced by Turbulent external environments, Power relations, shifting trends in labour markets, Legal framework and contemporary employment relationships are often characterised by uncertainty, conflict and cooperation. 
Employee relations are often uncertain as there is no time limit or guarantee of outcome, this makes it a very relevant challenge in today’s HR world. There are 2 different types of definition when it comes to Employee relations the first which is the emphasis on the regulatory nature of employment regulations and the second which focuses on the relations-based part of employment relations (Woodhams, 2016, pp.100).
Gennard Judge (2010, p225) states that ‘The purpose of employment relations is to establish rules, regulations and agreements to regulate employment relationships’ (Woodhams, 2016, pp.100) This emphasises the importance of regulations in employee relations which is often evident in Staff handbooks, policies, agreements between manager and trade unions and managers and employees (Woodhams, 2016, pp.100). 
Laws such as the Equality Act 2010 which the government developed regulates the employee relationship and is considered a traditional definition of Employee Relations (Woodhams, 2016, pp.100). Alternatively, the CIPD state that ‘The focus of employment relations 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’ (2015) (Woodhams, 2016, pp.100). This states that the relationship between employee and employers would be complete from when an employee first starts working at an organisation to when they would leave, showing that there are no external factors effecting the relationship between them.
There are certain factors shaping labour markets, this leads to certain implications in employment relationships, De- industrialisation and the rise of knowledge in workers which gives more variety in the types of employment relationships such as part time workers, temporary or term time workers. Technological change and globalisation, the increased size and scope of labour markets means we need to consider global context for employment relationships and the technology to enable us to do this. Demographic change, people are working longer and extending the duration of their employment which may have implications in the future for labour turnover. Increased female labour and market participation which is often linked to the rise in demands for flexibility. Increased educational participation, by increasing the supply of skilled labour but ensuring they have the skills that employers want and there is enough demand for these skills. Decline of collective workplace institutions, this has contributed to moving away from collective to individual employment relationships and greater diversity in how we work, There has been a rise in the typical employment relationships and the way things are done allowing more flexibility for things like home working and flexible working practises(Woodhams, 2016, PP.110)
Traditional perspectives are described by Fox (1966) which suggested that there are two approaches which managers view in employee relationship one approach which is described as a pluralist relationship and the other as a unitarist (Woodhams, 2016, PP.101). Fox states that unitarist view is where mangers hold a view that their organisation and workers are a united team, this would represent harmony, cooperation and a team ethic with everyone supporting the organisation's goals (Woodhams, 2016, PP.101). Pluralist views as suggested by fox (1966) is when an organisation and workers have both similar and different interests in the employee relationship. Whilst there maybe areas of overlap and shared interest different agendas could result in tension and conflict which must then be managed through the grievance and disciplinary process, this would be essential to sustain effective employee relationships (Woodhams, 2016.P.101). Both the unitarist and Pluralist approach has different aspects which may be appealing to certain managers and the way they work. 
Whilst looking at the Unitarist and Pluralist approach there are some distinctive factors which shows the varying approaches in employee relations. The unitarist gain commitment through HR practises, ensuring there is no conflict in their organisations vs the pluralist approach which deems that there is inevitability going to be conduct within an organisation, there is a lot more control due to the way organisations manage through more processed controls(Woodhams, 2016.pp.101).
In addition to Fox’s (1996) unitarist and pluralist perspectives on employee relations, there are two key alternative views, firstly is the view of employee relationships as an economic exchange in which work is provided in exchange for financial reward (Woodhams, 2016, PP.102). Woodhams states that under the economic view, the employee relationship is all about money and is a financial transaction, this view is often criticised by some as a narrow view of the employment relationship and Budd (2011, P58) argues that ‘ work is also undertaken by individuals seeking personal fulfilment and identity’ (Woodhams, 2016, PP.102). Secondly is the psychological contract view of employment relationships which has increased in popularity through the mid 1990’s. Guest and Conway (2002, p22) define this contract as ‘the perceptions of two parties, employee and employer, of their mutual obligations are towards each other’ (Woodhams, 2016 pp102). Woodhams states that this highlights how the psychological contract is built upon perceptions and consists of obligations (2016, PP.102). This definition suggests that employees perceive that they have obligations towards the organisation and that the organisation would have obligations towards them (Woodhams, 2016, pp.102) such as the organisation providing the employee with pay and job security, these perceptions are influenced by varying factors including age, education, length of service, business obligations , the labour market and HRM policies and procedures, if both parties perceive that they have fulfilled their obligations then the psychologically contract theory suggests that there will be a positive attitudinal and behavioural consequences, however if there is a perception that the psychological contract has not met its obligations then it can be deemed as damaged and will have negative consequences for attitudes and behaviours (Woodhams, 2016, pp.102).
When reviewing the two approaches there is a clear difference in between the economic and psychological contract which would be the economic relationship of which is all about money vs the psychological approach the relationship which would be built on trust and expectations.
There are three main parties involved in employee relationships, management, employees and their representatives (Trade Union) and the government (Woodhams, 2016, pp.103). All these parties play different roles and have an influence on employee relationships. 
Management can be used to refer to a process, a system of authority and a group of people, all of these are relevant in influencing an organisations employee relation. Management is a system of authority depending on the power it holds and exercises through the development and administrations rules (Woodhams, 2016, pp.103). The management role has increased in comparison with the roles of trade unions and government, there are3 different types of management types(Woodhams, 2016,pp.104), Organisational leader someone who is dominate with a high level of control, policy enactor someone who is rigid and follows all the rules and an employee coach someone who contributes to employee commitment and encourages harmony. Different management styles influence the effectiveness of employee relations. Managers tend to shift between management styles which is very important to remember as this can have an impact on employee relationships (Woodhams, 2016. pp104).
Woodhams states Trade unions is defined in law as an organisation which consists of ‘workers of one or more description and whose principal purposes include the regulation of relations between workers and employees’ (Trade unions and Labour relations (consolidation) Act 1992, Section 1 (TYLRCA)) (2016). Trade unions work alongside government and management to support employee relations although they are independent their support regulates employee relations within organisations (Woodhams, 2016, pp.105). One of the largest Trade Unions in the UK is UNITE with over 1.42million members as of 2015. Trade unions role is representing the interest of its members in pursuit of democracy in the workplace, Nowak (2015, p684) states that Trade unions aim ‘to win fairness, justice and equality for working people’.
The approach of a trade union representative would be to negotiate and consult between all parties, reach a common ground around an employment legislation and to reach the best possible outcome. There has been a decline in trade union memberships over the last 30 years, Trade union memberships was at their peak in 1979 when unions exerted a strong influence over employee relationships (Woodhams, 2016, pp. 105), this was evident in the role that trade unions played in high profile disputes such as the miners’ strike in the 1980s (Woodhams, 2016, pp.105). Rose (2008) suggests that there are four reasons for the decline in trade union memberships over the last 30 years Employee policies which have promoted individualisation of human relationships, membership levels have decreased as unemployment has risen, legislation has been specifically targeted at reducing the influence of Trade Unions and the composition of the workforce has changed(Woodhams, 2016, pp.106).
Woodhams has stated that due to the declining membership levels the future of trade unions and their influence over employment relationships is limited (2016, pp.106). There are also further challenges which Trade Unions need to overcome including a less UK- centric and more global basis relation, new member through social media and retaining members from a diverse background (Woodhams,2016, pp.106). Trade unions continue to play a key role in the UK public sector which causes concerns with dismissing trade unions, Nowak(2015 ,p.688) states ‘There has plainly never been more need for strong, effective trade unions, the systematic problems that worker s face including stagnant wages, unfair reward, insecurity at work and a huge imbalance in the employment relations’ are all reasons as to why Nowak feels Trade union as important now as ever. 
The government is not just a legislator it is also a major employer due to the amount of UK employees through the public sector. Woodhams states that their role as employers allows them to influence policy and practise in employee relations (2016, pp.107) which is very different from the traditional approach. In 2010 the coalition and conservation government had a vision of what it meant to be a model employer which relied upon policies and practices to support with cost savings for organisations (Woodhams, 2016, pp.107 The coalition government was committed to eradicate discrimination from the workplace). The government includes the current conservative government and government agencies such as ACAS and the Equality and Human Rights Commision (Woodhams, 2016, pp.106). ACAS purpose is to improve organisations and working through the promotion and facilitation of strong industrial practice (Acas.org.uk. (n.d) Whilst ACAS receives funding from the government it is described as an independent body. 
 The EHRC was established in 2007 by the government following the merge of three separate specialist equality organisations it was formed to deliver its equality agenda. The main aims are to enforce discrimination legislation and promote equal opportunities in society (Woodhams, 2016, pp.108). There are also other government agencies including CAC, Low pay commission, BIS and HSE each which specify in certain areas such as health and safety, Pay and advise on employment relations. 
All employee relationships are shaped and influenced by a legal framework, this frame work is used for promotion of certain behaviours such as work life balance and to ensure management behaviour is appropriate towards employees such as protection for harassment in the workplace (Woodhams, 2016, pp.111). The legal frame work is evident through employee relationships using contracts of employment, this is used in contrast to psychological contracts which is based on employee perceptions of their employer. Expressed terms are one which are explicitly agreed between employees and employers and gives details of the obligations of both parties including the job title, rate of pay, hours worked and sickness policy among others. Implied terms trust and contrast is an example of an implied term it may not be expressly stated within a contract but would be generally accepted as an essential feature of an employee relationship (Woodhams, 2016, pp.111) The changes with legal framework is often a challenge for managers and HR professionals, amendments come through existing legislation from both the UK and EU institutions on a regular basis (Woodhams, 2016, pp.112). Woodhams state that in addition to legislation other sources of employment law come from common law and codes of practise (2016, pp112). Common law is made by judges and based on a decision reached on cases considered by courts, these decisions set precedents and benchmarks which can then be adapted for similar cases (Woodhams,2016, pp.112). Codes of practise do not have a legal status but can provide guidance on laws and managers often use this when dealing with employee relationships. 
There has been some key developments in individual laws, The Equality Act 2010 which has been formed by consolidating existing discrimination laws, Default Retirement age 2011 which has seen the removal of the retirement age of 65 removed in 2011, the agency workers regulations 2010 which now supports temporary agency workers giving them the same treatment as permanent employees and an increase in qualifying service for unfair dismissals 2012 which saw the increase of former employees wanting to raise a complaint to employment tribunal from 12 months to 2 years (Woodhams, 2016, pp.113)
There have also been some developments within the area of collective law, the consultation provision, trade union recognition and restrictions on industrial actions. This is known as the information and consultation of employees (ICE) regulations 2004. ICE regulations were introduced to promote information and consultation arrangements, this includes consulting with employees around business changes that may affect their job security (Woodhams, 2016, pp.113).  Statutory trade union recognition (2000) mean that under the employment relations act 1999 employers are legally bound to recognise a trade union if most employees vote in favour of trade union recognition (Woodhams, 2016, pp.114), over the last 5 years a number of high-profile strikes has highlighted the law on industrial action, this means that there is no legal right to strike in the UK and is deemed undesirable, for trade unions to strike legally they would need to go through a ballot process which is lengthy and would need trade unions to be very organised (Woodhams, 2016..pp.114).
The CIPD state that employee voice is the means by which people communicate their views to their employer and is the main way employees can influence their views (CIPD, 2019). Employees can have their say through different channels, but it is either through individual or collective meetings by either speaking to their managers directly or indirectly through their representatives. There are sometimes other options for employees to get their voice heard such as team meetings, employment surveys or suggestions schemes for this to be effective it is often a combination of one or more of these initiatives (CIPD, 2019). Employee voice is traditionally associated with Trade union representatives (Woodhams, 2016, pp.114). There are two main forms of employee voice there is employee participation which always employees to participate in organisations decision making through representatives and employee involvement which is when management introduces practices with employees to gain their ideas and cooperation (Woodhams, 2016, pp.115). Employee participation could be a partnership working through joint consultations and employee forums where employee involvement would be more email communications or management briefings (Woodhams, 2016, pp.115), the Employment Relations Survey (WERS 2013) shows that downward communication is a predominately used form of employee voice in many contemporary organisations (Woodhams, 2016,pp.115). Unitil 2005 employee voice practises were optional but the ICE regulation changed this ensuring that employees are provided with a legal right to be informed and consulted with if there changes to employee relationship and job security (Woodhams, 2016, pp.115). CIPD (2011b) state that employee voice has benefits for both employee such as having more influence, higher job satisfaction and more opportunity to develop skills and for employers employees skills and knowledge are used better, employees feel more valued and the organisation gains a positive reputation all things which can be an enabler of employee engagement.  
Purcell (2014, pp.233) states that line managers are at the heart of workplace conflict whether causing it, experiencing it or dealing with the consequences of it.The pluralist view of employee relationships is that conflict is regarded as inevitable, however all organisations must ensure that they have a robust plan to manage conflict should it arise. Unitarist assume that conflict would not occur and would be deemed as an exception rather than the norm (Woodhams, 2016, pp.116). Conflict can be either organised and unorganised, organised conflict would include strikes or boycotts normally organised by trade union representative and go through a ballot process compared to unorganised if these processes haven't been followed. Misbehaviour such as sabotage can take place in either an individual or collective basis (Woodhams, 2016,pp.116) this would be when an employee is unhappy with an organisation and retaliates against the organisation. As part of the Unitarist view they would deal with any form of conflict with a tight process abiding to the ACAS code of practise when dealing with collective forms, grievances or complaints (Acas.org.uk, n.d.). The CIPD conflict management survey has shown an increase in the average number of grievances in an organisation from 2007 to 2011 (2011a). The report also shows that an increase in training for managers to deal with conflict has also taken place. The CIPD (2011a) reports shows that 85% of disciplinary and grievances cases are now dealt with internally within organisations this could be through following process or managing through negotiation, however organisations can draw upon ACAS to support if all internal options have been exhausted. ACAS has a 6-step guide to managing conflict which would support managers with their knowledge and confidence in dealing with conflict (Acas.org.uk, n.d.). Arbitration is an option for resolving dispute to unfair dismissals, conciliation attempts to identify a mutual acceptable resolution, mediation is like conciliation but without the option of an employment tribunal and this is identified by ACAS as most commonly appropriate method when dealing with conflict (Woodhams, 2016, pp.118). Conflict is evident in organisations due to the different interests of the parties of employee relations this undermines the unitarist approach in employee relations and Woodhams states that in contemporary organisations conflict is likely to manifest itself in individual forms such as grievances and employment tribunal claims rather than collective forms such as strikes (2016,pp.118).
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