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[bookmark: _Toc509342148]Introduction
University lecturers across the country are striking regarding disputes over pensions. They are opposed to proposed changes to their pensions which they say will leave a typical lecturer almost £10,000 worse off each year in retirement – or about £200,000 in total. The strikes are from members of the University and College Union (UCU), and are due to last 14 days spread over a four week period. If employers refuse to return to the negotiating table with an improved offer, the UCU has warned that its mandate for strike action is valid for six months, potentially disrupting exams, admissions and graduations (BBC, 2018).
[bookmark: _Toc509342149]Question 1. Context of ER 
What external factors are affecting the employment relationship?
Employee Relations (ER) is an all-encompassing term which takes into account all staff with CIPD (2017a) confirming ER refers to ‘individuals as well as collective workplace relationships’. ER is concerned with the ‘interactions, behaviours and outcomes’ which take place in and around the workplace involving employers, employees, and those who affect this relationship i.e. legislators and politicians, also referred to as primary, secondary, and third parties (Bingham, 2016).
There are many factors which can affect ER with Bingham commenting that issues such as the economy, cultures, philosophies, staff styles and norms, customer wishes and expectations, and the type of work and level of competition all contributing. To help identify what external factors are affecting ER, models such as PESTLE or PRIMO-F can be utilised. 
External factors which have contributed to the strikes are predominantly economic factors as the dispute is regarding a reported £6bn deficit in the Universities Superannuation Scheme (USS). Universities UK (UUK) say that without changes, pension contributions from not only universities but also staff would have to rise steeply. Funding cuts in conjunction with additional costs have seen British Universities level of research funding fall resulting in the ability to employ less highlight qualified staff in comparison to their international rivals (Adams, 2017). This in addition to other factors will be discussed later in this section.

Analyse the indeterminacy of the employment relationship  
As with any relationship situations can change which can ultimately alter the overall landscape of the original relationship. Sisson (2008) describes ER as being indeterminate with the only set part of the relationship being the contractual terms of wages and conditions. 
Despite wages being an apparent stable factor in ER it’s not totally exclusive and can contribute to the indeterminacy nature of ER. CIPD (2017b) confirm that the ‘balance of demand and supply in the labour market is reflected in the level (or rate of change) of wages and salaries (earnings)’. The labour market conditions can have an effect on where the perceived balance of power lies between both parties and is dependent on whether the labour market is ‘tight’ or ‘loose’ (CIPD, 2017b). 
Where ER can breakdown however is in the detail of the work to be done as Collins (2007) highlights these are largely left to management to determine with Simon (1951) describing this as employees ‘proverbially signing a blank cheque’ (Sisson, 2008).
Employers are also vulnerable to a change in the implied relationship as when hiring individuals they are not guaranteeing a finite amount of work, merely an ability to do the work. Brown and Walsh confirm his stating ‘The act of hiring … is not sufficient to ensure that the job gets done in an acceptable way’ (Sisson, 2008).
The implied contract mentioned is what CIPD (2017c) refer to as the ‘psychological contract’ where informal expectations from each party are set and if broken can significantly affect the length, and quality, of their relationship. It’s important that employee’s feel they can voice any concerns they have in order for them to feel valued, which in turn builds trust and increases the likelihood of commitment and productivity from them (CIPD, 2017d).
Managers are also a crucial contributory factor in ER as employees have to be motivated with Sisson (2008) declaring this should be done by ‘encouragement, threats, loyalty, discipline, money, competition, pride, promotion, or whatever else is deemed effective to work with the required pace and care’. The ideas of 'employee voice' and the 'psychological contract' have been accepted by employers and reflected in their employee relations policies and aspirations (CIPD, 2017a).
Compare and contrast the pluralist and unitarist approaches of employment relationships, considering if either helps to explain why conflict has occurred in your selected organisation
A unitarist viewpoint believes that everyone within the organisation is always working towards a common goal. Bingham (2016) confirms that all employees ‘agree with its (organisation’s) common purpose’ and that everyone ‘agrees with the ways in which management sets about achieving this success’ which results in no internal conflict. 
Conversely a pluralist theory comprises of multiple individuals and groups all having different interests. Bingham (2016) defines pluralism ‘workplaces consisting of a number of individuals and groups, each with different sets of values, needs, beliefs and loyalties’.
Regarding conflict Unitarists believe it arises either due to a lack of communication, or because an employee is a nonconformist who is best dealt with by dismissal with the ER perceived as consensual and cooperation regarded as the norm. In contrast Pluralists expect conflict, with management having to resolve differences and emphasise consensus and consent (Bingham, 2016). 
The conflict situation identified in this paper is an example of a pluralist approach as the University lecturers are voicing their opinion which is different to the organisation with the support of their Trade Union (UCU). 
Assess any other factors that you identify as being relevant to the breakdown in relationships in your conflict example
Closely linked to the economic factors identified earlier are the increased expectations placed upon University staff which ultimately increase workloads and could perhaps be another reason why individuals are so passionate about their pension and financial situations. 
The financial situation in conjunction with the increased competition with other learning providers and increased employer/customer expectations is a factor which needs consideration. Nick Hillman (director of the independent Higher Education Policy Institute) supports this stating ‘The competitiveness of UK universities has been affected by austerity. In particular, tuition fees have been frozen for five years and research funding has not grown as fast as in some other countries. So the latest QS rankings should give policymakers pause for thought’ (Adams, 2017).

[bookmark: _Toc509342150]Question 2 Employment Law
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.
Numerous pieces of legislation have been passed in recent times (highlighted in figure 1 below) aiding both employer and employee, however the balance of power has perhaps swung in favour of the employee. The introduction of acts such as Equality Act 2010, Employment Right Act 1996, and The Working Time (Amendment) Regulations 2007 have protected individuals ensuring standards are regulated. 
In the dispute highlighted in the paper the balance of power however has seemingly fallen to the employer (University) as they are dictating the action which will be taken in order to overcome the deficit, which the employees are in disagreement about.

[image: ]
Figure 1 – Key ER Laws – Taken from informi (2018)
Describe and critique the essential features of different contracts of employment that can be used. 
The foundation of ER originates from an individual’s contract of employment which is legally binding and is defined by the Employment Rights Act 1996 as a contract of service or apprenticeship (CIPD, 2017e). Swansea University and other large organisations utilise many different types of contracts like full time, part time, fixed term, zero hour, and sub contracted staff. The latter is an example of a contract for service, as opposed to the others which are contracts of service. 
CIPD (2017e) identify four questions which can determine whether an individual qualifies for a contract of service which evolve around mutuality of obligation, control, integration, and multiple factors including 'substitution' (that is, can the worker send another person to do work for the employer on their behalf?).
According to CIPD (2017g) individuals doing paid work are generally classified into 3 categories namely, employees, workers, or self-employed. Employees have a contract of service as discussed and have numerous rights including protection against unfair dismissal, statutory redundancy payment, and maternity and paternity leave and pay. 
CIPD continue to state that ‘workers’ do not qualify for the same amount of protection as employees get, however they are entitled to some rights and protections, including the national minimum wage, paid annual leave, and rest breaks. CIPD (2017f) comment that those on zero hour contracts enjoy the benefit of flexibility however with that comes financial uncertainty and stress. 
A contract has both express and implied terms with the former being terms which are written or given verbally and must meet minimum legal standards for example rights on holiday pay and rest breaks (CIPD, 2017e). Implied terms are incorporated into contracts for a number of reasons including the result of collective agreements (with Trade Unions recognised by the employer), the result of workforce agreements, or incorporated by statute.
The conflict identified in this paper causing the breakdown of ER is a result of the implied terms between the University and its staff being broken/changed as the pension contribution from the University is potentially going to change. 

Identify and analyse the main sources of UK and EU employment relations law-making
The passing of a law requires various steps which involves being approved by both parliamentary houses; the House of Commons, and the House of Lords. Before a law can be voted for there must be a request for what areas of legislation require discussion. Typically the government will have a list of bills which it would ask for consideration from parliament which takes a minimum of 12 months. The process is summarised below in Figure 2. 
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Figure 2 – Summary of the Parliamentary process – Bill to an Act – Taken from Symonds (2008).
There are however occasions where a bill will be rushed through due to a particular issue that has arisen which is called an ‘Emergency Bill’. Additional Bills can also be considered outside of the government’s initial legislative programme but they must be submitted to the Parliamentary Business and Legislation (PBL) Committee of the Cabinet. Once the provisional programme has been agreed by Cabinet, it’s then reviewed by the PBL Committee and the final decision is then announced in the Queen’s Speech at the state opening of Parliament (Cabinet Office, 2013).
There are occasions where UK law is overruled by EU law. When EU law and national law conflict EU has ‘supremacy’ and overrides laws of that particular country which ensures that there is uniformity amongst all member states. With BREXIT however on the horizon this situation will ultimately change, but for the meantime this still stands.
The other occasion where EU law overrules UK law is known as ‘direct effect’. This refers to rights with issues such as free movement which both individuals and companies can claim under EU law and can be relied on in court against governments and private parties.
Another example of where national law is overruled is when there are EU regulations and directives which are legally binding. These are agreed by the EU Council and Parliament and apply to members states as they are based on EU treaties giving the EU institutions the power to pass laws in certain fields such as the Working Time Directive. Regulations become part of national law as soon as they are passed, whereas individual countries must pass their own laws in order to put directives into practice.
There different institutions and processes within the EU are summarised in figure 3 below. The different institutions are the European Council, European Commission, European Parliament, Council of the European Union, and the Court of Justice of the European Union (Unknown, 2012).
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Figure 3 – Law Making process in Europe – Taken from Unknown (2012)
Give at least two examples of changes in employment law, and how they could have affected the selected conflict situation
The Trade Union Act 2017 has had a direct impact to Swansea University’s decision on strike action. The Act states that there must be a 50% turnout in a ballot on industrial action and if that is achieved there must be a 40% threshold of support which there is a 4 month time limit where the ballot will remain valid (ACAS, 2018a). In a recent staff email at Swansea University it was confirmed that strike action was not possible on this occasion (figure 4).
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Figure 4 - Davies, K, do-not-reply@swansea.ac.uk, (2018)
The Immigration Skills Charge Regulations 2017 has also had an impact on Swansea University and potentially this conflict as the rules and regulations on foreign workers and their right to work in the UK have been updated (ACAS, 2018a). Far more stringent checks and paper trails are now required which has had a financial impact on University’s either through fines/penalties incurred, or the labour required in order to check all current employees eligibility. These checks have potentially led to some contractual changes for individuals as there is a limit placed on the number of hours certain people can work, leading to an increase in zero hours, or fixed term contracts. 
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?
Trade Unions are a collective of employees who together attempt to ensure acceptable workplace conditions are maintained. Unison (2018) describe their role as being able to ‘provide assistance and services to our members, collectively bargaining for better pay and conditions for all workers, working to improve the quality of public services, political campaigning and industrial action’. Trade Unions should also be independent with CIPD (2017h) adding that they must be ‘recognised by employers for the purpose of collective bargaining’.
If Trade Unions have statutory recognition then employer and employees must agree on the way they’ll conduct ‘collective bargaining’ on issues such as pay, hours and holidays. If however no agreement is reached then the independent tribunal the Central Arbitration Committee (CAC) will intervene and enforce a legal contract between both parties (CIPD, 2017h).
If Trade Union recognition is voluntary between both parties then this suggests a healthy relationship however it is important that Trade Unions remain impartial otherwise there could be a drifting towards a more unitarist approach. The benefit of a Trade Union presence is it provides a single point of contact for both employer and employee.
As already highlighted in this paper there is a clear Trade Union involvement with the dispute identified (UCU). Although in the case of Swansea University strike action was not possible due to the Trade Union Act, other Universities did secure a 50% turnout and subsequent 40% support threshold. The UCU’s involvement in the dispute has been to coordinate the different University representatives in order to determine whether strike action was possible. As the disputes are ongoing their role is to continue with planned strike action in conjunction with negotiating with UUK to find a resolution to the conflict (UCU, 2018).
To conclude Trade Unions role is to provide advice when needed for employees as well as a platform for them to voice any concerns and enable them to have a voice within an organisation.
[bookmark: _Toc509342151]Question 3. Employee Voice
Are employees involved in decision making in the organisation? To what extent has the value placed on the employee voice contributed to the conflict? 
CIPD (2017d) define employee voice as ‘the means by which employees communicate their views to their employer’ however despite employees voicing their views this doesn’t explain how much interaction there is in the decision making process which is what will be explored next.
Explain the differences between employee involvement, participation and partnership and how they have affected the development of the conflict.
Employee involvement is where management introduce practices after liaising with staff to gain their ideas and co-operation with Gifford et al. (2005) defining it as ‘aligning employees interests with those of their organisation’. They continue to state that this is done in different ways including cascaded briefings, face-to-face communication from senior management, written communication, and informal networking. From this definition there is a connection between employee involvement and a unitarist approach where everyone works towards a common goal.
Employee participation is slightly different in that employees are involved in decision-making but through their teams or representatives like employee forums of consultation committees. Employee participation is a platform for staff to meet with management to discuss issues which are not covered by collective bargaining such as future plans, work organisation and welfare (Marchington, 2015). 

Although there is no common agreed definition of employee partnership its very essence lies in the collaboration between employers and employees with Reilly (2001) describing it as a ‘sub-set of employee involvement’ with it eliciting decision making and action planning. He continues stating that ‘partnership can take shape in a formal agreement between an employer and a trade union, but is also used to refer to a way of working in cooperation’.  
The ambiguity regarding the definition is because the different stakeholders within the partnership for example employers or trade unions, have different ideas of what partnership is, or should be about. Employers often argue that 'direct' employee involvement in non-union enterprises can constitute partnership, whereas Unions would argue that partnership would provide independent collective representation for workers as a counterbalance to employer power. ACAS (2005) confirm this declaring that partnerships adopt a pluralist approach as it ‘respects different interests but is built on a shared commitment to the success of the organisation’.
Universities are normally a good example of employee participation rather than involvement or partnership as there are clear hierarchical staffing structures with clear communication platforms for staff to engage in. Within the conflict identified in this paper staff engage with their local trade union representatives (UCU) who then in turn liaise with the national organisations (UUK).
Compare and contrast union and non-union forms of employee representation and how these might have affected the situation.
Employee participation can vary greatly between organisations however Marchington (2015) report that an increasing amount now include union and non-union employee representatives. When conflict arises employees could have representation from full trade union recognition to smaller ad-hoc non-union representatives. 
There are many different types of representatives for employees with the main categories identified in figure 5 however according to ACAS (2018b) the 4 main roles are: 
1. Representatives engaging in ongoing consultation – ICE and EWC
2. Representatives dealing with issue specific consultation – TUPE, collective redundancy and pensions  
3. Representatives of employee safety
4. Representatives dealing with individual grievance and disciplinary matters.
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Figure 5 – Taken from ACAS (2018b)
Union representative’s main duties evolve around workers’ rights including issues regarding pay and terms and conditions. There are many similarities between the two representatives with ultimately the main one being that both should have the needs of those their representing at the forefront of their work. Another similarity is that while both have some legal protection, the level of protection is not as comprehensive for non-union representatives. 
Examples of this are that Non-Union representatives are entitled to time off for representing individuals during hearings however they do not have the same rights to facilities as highlighted in Figure 6. Non-Union representatives have the right not to be victimised or dismissed because of their union duties and can complain to a tribunal regarding being victimised however legal protection only applies when activity is being pursued in reps’ own time i.e. in breaks and outside working hours (TSSA, 2018).
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Figure 6 – Union Representatives entitlements - Taken from UCU (2016)
UCU representatives at Swansea University have communicated to their members providing support, advice and updates regarding the conflict situation. UCU representatives in other Universities that are striking continue to organise their actions and resources accordingly however as the dispute is ongoing there is not a clear outcome.
Assess the extent to which employee voice can be linked to organisation performance. 
Work colleagues who have good relationships are more likely to resolve matters informally according to ACAS (2018c) without using formal procedures. It’s important that communication is a two way process, whether that is via a representative or not as this will elicit a better understanding for all which in turn could result in better decision making and improved employment relations.
CIPD (2017d) confirm this viewpoint stating that increasing employee voice and inclusion in decision making can lead to ‘higher productivity, greater innovation and solution to problems’ as their skills and knowledge are better utilised. They continue to state that conflict is reduced and organisational effectiveness can be improved as staff will have more influence over their work leading to higher job satisfaction and well-being.
The advantages of good working relations which include employee voice and engagement are consistent to a more unitarist approach which could be beneficial for all. Pluralists however would highlight that everyone has different interests making this harmonious approach unlikely. Nevertheless for employee voice to be effective there must be the right environment for its inclusion and implementation. CIPD (2017d) identify strong leadership, training (in relation to communication methods for managers and representatives), and trust and openness as key factors. 
A practical example of how employee voice and engagement can work is the partnership between Tesco and Usdaw. This resulted in them cooperating to improve working conditions and give their employees a greater say in how the company is run as staff have a voice and real input into pay, policies and some of the major decisions Tesco makes (Engage for Success, 2012). Capgemini are another company who value the importance of employee voice as they ‘acknowledge the skills and experience which union and non-union representatives bring to the consultation processes’. Capgemini’s approach to dealing with unions is to treat them as a normal employee with no preferential treatment and this relationship within their forums ensures two-way communication and aids problem solving initiatives (CIPD, 2011).
[bookmark: _Toc509342152]Question 4 Conflict
How should the conflict be resolved? Make recommendations for both the employer and the employee. 
Conflict occurs on a daily basis whether it’s between individuals, teams, groups, or organisations with Bloisi (2007) defining it as a ‘disagreement between two or more parties who perceive that they have incompatible concerns’. Conflicts can manifest in different ways which will now be explored.
Distinguish between conflict and misbehaviour and between official and unofficial industrial action. What has occurred in the example you are looking at?  
Conflict is far more measurable if it is overt with ACAS (2008) confirming that it can only be measured when it results in a ‘transparent manifestation’. Within the University pension example, the conflict occurred due to a difference in expectations between both parties which could be perceived by some as unfair treatment and a break in their psychological contract.  The strike action is ultimately an example of organised conflict with Williams & Adam-Smith (2010) identifying protests and boycotts as other examples of this.  
Conflict however may not always be measurable as signs of discontent may be hidden, suppressed or inappropriate which Ackroyd and Thompson (1999) define as being ‘organisational misbehaviour’. Williams & Adam-Smith (2010) recognise theft, sabotage, absence, and resignation as examples of unorganised conflict associated with misbehaviour. These examples can be viewed as forms of ‘exit’ from unsatisfactorily-regarded relationships; and levels of discontent reported in attitude surveys (ACAS, 2008).
Williams & Adam-Smith identify another potential example of misbehaviour as slow work/productivity which is harder to measure. Disgruntled university employees may partake in some unorganised conflict behaviour but although measuring absenteeism is possible, measuring slow productivity is more challenging. If there is evidence of misbehaviour or unofficial strike action, staff could face disciplinary procedures from their organisation. Disciplinary action could also be relevant during organised or official industrial action for example if an individual strikes when they are not a member of the relevant union.  Disciplinary outcomes could range from informal warnings for less severe incidents to dismissal in severe incidents like theft (ACAS, 2015).
Assess trends in recent conflict. Has the conflict arisen because more employees are taking action? How should this be addressed?
In general terms report that there has been a reduction in the collective expressions of conflict and ultimately the number of strikes, and growth in individual cases of conflict which has seen an increase in claims to the employment tribunal (ACAS, 2008). 
CIPD (2008) cite the reasons for this trend is partly explained by society having a ‘better awareness of their employment rights and their recourse to litigation’ and partly due to the ‘introduction of new employment legislation which has prohibited discrimination on the basis of age, sexual orientation and religion and belief’. These 
Figure 7 illustrates that the amount of stoppages and the amount of days lost to officially recorded stoppages have declined with 2005 recording the lowest numbers in the post-war period. Conversely the amount of individual disputes have risen with over 34,000 employment tribunal applications submitted in 1989 to 132,500 in 2006/7 (figure 8). 
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Figure 7 – Work stoppages and working days lost 1960-2006 (ACAS, 2008).
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Figure 8 – Total number of Employment Tribunal applications registered (ACAS, 2008).
Very recent figures would also confirm these trends however the Doctors disputes in 2016 have distorted recent trends. ONS (2017) report that the number of working days lost due to labour disputes in 2016 was 322,000 which was the eighth lowest since 1891 however in 2015 there were only 170,000 (figure 9).
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Figure 9 – Working days lost, UK, 1891 TO 2016 – ONS (2017)
Interestingly the comparison between the public and private sectors in 2016 reveal that the private sector experienced more strikes (60 compared to 41 in figure 10) however the public sector experienced more lost working days (243,000 compared to 79,000 in figure 11).
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Figure 10 - Stoppages by public and private sector, UK, 2007-2016 – ONS (2017)
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Figure 11 – Working Days lost by public and private sector, UK, 2007-2016 – ONS (2017)
The current University strikes are not surprising looking at the figures. The amount of public sector strikes maybe lower than the private sector however the education sector is second in both the amount of stoppages and the amount of working days lost.
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Figure 12 - Number of working days lost (WDL) and stoppages by industry, UK, 2016 - ONS (2017)
The overall figures have shown that there is a pendulum effect between the amounts of strike action compared to the amount of individual tribunal cases. The ratio of these figures will ultimately depend on an originations and individuals stance on whether to adopt a Unitarist or Pluralist approach to any conflict experienced. 
[bookmark: _Toc509342153]Recommendations
Explain the skills needed to advise, coach and guide line managers in the skills needed for effective grievance and dispute handling procedures
The balance of power as discussed in the section above has shifted between employers and individuals which has seen more tribunal claims. CIPD (2015) report that larger organisations like Universities have their management spending on average 20 days dealing with individual employment tribunal cases. 
Managers therefore require the necessary skills to deal with disgruntled employees which will involve displaying levels of confidence and negotiation. The Thomas Kilmann Model provides a framework for managers to measure a person’s behaviour in conflict situations (Figure 13) and then defines five different modes that managers can respond with accordingly. Line Managers could practice and hone their skills with a more experienced colleague who could coach and guide them through the process as well as posing questions back in order that reflection can take place. 
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Figure 13 – Thomas Kilmann Model - Taken from Thomas & Kilmann (N.D.)
Line Managers must also have an awareness of their internal grievance procedures which they could consult with their own HR department regarding who could advise accordingly. Line Managers should consult with ACAS as they provide a Code of Conduct which advises on best practice for disciplinary and grievance procedures (ACAS, 2015). The implications of not following correct procedures could result in some legal fines or tribunal cases such as unfair or constructive dismissal claims.
Distinguish between dispute resolution approaches including between third party mediation, arbitration and conciliation
Collective or third party mediation refers to talks between representative groups (often trades union) and employers, facilitated by an independent third party who help to reach a solution that's acceptable to all. The overriding aim of workplace mediation is to restore and maintain the employment relationship focusing on the future and not the past and is most effective before positions become engrained (ACAS, 2018d).
In contrast arbitration is where an impartial person makes a decision on a dispute based on evidence produced by both parties. It’s often used for collective employment related disputes or it can be used to settle individual disputes in cases such as alleged unfair dismissal or claims under the flexible working legislation. Arbitration is best used if both parties would prefer not to go to court as it can be an alternative to a court of law but it is voluntary, so both sides must agree to abide by the arbitrator's decision (ACAS, 2018e).
The final resolution approach and what ACAS (2018f) declare is the better way to resolve workplace disputes is conciliation. They advise that disputes should be resolved as early as possible and where possible consult the organisation's appeals or grievance procedure to try to resolve the dispute. This method is less stressful for all concerned as it is quicker and cheaper compared to a tribunal hearing.
To conclude, it appears that the University conflict is currently at the third party mediation stage, however at present there is no clear resolution in sight leaving the only approach left being arbitration.
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The reballot of UCU members at Swansea on industrial action over pensions failed to reach the 50% minimum turnout required by law. Despite the fact that 91% of the 48.8%
of members who did participate voted in favour of industrial action, Swansea UCU cannot now lawfully take the action that is being taken by the vast majority of union branches at other
institutions

The local UCU comnittee has therefore considered other ways in which support might lawfully be given to the action which is taking place elsewhere and has decided to call an
Extraordinary General Meeting to discuss this on Wednesday 28 February at 1.00 (Faraday, Lecture Theatre J)

Al staff affected by the potentially disastrous effect on their pensions of the measures being proposed are invited to attend, whether UCU members or not.
Karen Davies

Secretary

Swansea University UCU
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Most written UCU agreements allow for-

accommodation for meetings

use of notice boards, including electronic communications such as email and
internet access

a set amount of paid remission from classroom teaching (and the associated
preparation time) for each rep

an office for undertaking UCU duties that has access to a computer, phone and
locked filing cabinet

access to free photocopying

use of internal post and access to staff pigeonholes

paid time off for UCU union training

Additionally you should check your agreements for rights to consultation over change
and your right to information from management about issues that affect collective
bargaining.

UCU strongly recommends that you have an agreement with management which
covers these issues and that you utilise the training clause to ensure that all UCU reps
have received adequate union training

Last updated: 29 July 2016
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to claim against infringement of wages payments was offset by a small decline in
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The TKIis designed to measure a person's behavior in confiict situations. "Conflict situations” are
those in which the concerns of two people appear to be incompatible. In such situations, we can
describe an individual's behavior along two dimensions: (1) assertiveness, the extent to which the
person attempts to satisfy his own concerns, and (2) cooperativeness, the extent to which the
person attempts to satisfy the other person's concems.

Competing  Collaborating

Compremising

ASSERTIVENESS

Avoiding  Accommodating

COOPERATIVENESS

These two basic dimensions of behavior define five different modes for responding to conflict
situations:

1. Competing is assertive and uncooperative—an individual pursues his own concems at
the other person's expense. This is a power-oriented mode in which you use whatever
power seems appropriate to win your own position—your abillty to argue, your rank, or

economic sanctions. Competing means "standing up for your rights,” defending a
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