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1. Employment relations

[bookmark: _GoBack]Employment relations is a phrase which describes the relationship between the employer and the employee. The employee is legally contracted to work/labour for an employer and in exchange will receive payment. It is important to understand the factors that influence the employment relationship in order to find ways to improve the dynamics of the working relationship between all parties involved. The employer is obligated to provide a safe and supportive environment, practical obligations include training, ensuring a healthy work life balance in relation to rostered duties, pension scheme, ensuring being paid on time in line with payroll timescales, as well as managing the interpersonal relationships. The employer will work collaboratively with the HR professional to devise ways to make and sustain positive relationships with the members of their workplace. Good working relationships between the employer and its employees will benefit the workforce morale, increase productivity and resolve issues in the workplace (Gennard et al, 2016). Taylor and Woodhams, 2016, states that there are two main types of employment relations - regulatory-focused and relationship-based.  Regulatory-based employment relations focuses on the rules and regulations that are imposed on the employee by the employer/organization.    

Indeterminate nature 

Indeterminate nature in employment refers to employer/employee expectations and the need to turn the demands of employment into some positive contributions for both the employee and its organization. It also suggests that the employee’s contract is not exhaustive, it does not explain in the written word to the employee the effort they need to put into the work, including the amount of work they must complete in exchange for their rewards/benefits, i.e. pay. Even if they feel the amount of work they are completing is worth more than their expected reward. The work must be completed to the expected standard at all times despite the volume of work given. This is why there are often issues or conflict around the pay and conditions in the workplace where the employee feels that they are being exploited or not receiving benefits in line with how they are performing or the amount of work they are completing. Even though the employee has a contract, stating roles and responsibilities, etc., they are often classed as incomplete contracts due to the unwritten expectations by the organization, which are then directed by the specific requirements of the departmental leads. This is where it is important to offer benefits and rewards for the employee as they will need incentives which will motivate them to complete their job to the best of their ability at all times (Colling and Terry, 2010).

Unitarist and Pluralist approach 

Two of the main frameworks used to understand employment relations are unitarist and pluralist approach. These frameworks reveal how employers perceive the relationship with their employees. A unitarist perspective shows that the employer views the relationship as cohesive and well balanced, believing that everyone is working together as a team to achieve the organizational goals.  

It also involves a paternalistic approach suggesting employee loyalty with the emphasis on authority and managerial respect. When considering pluralist approach, employment relations is based on sub-groups, with each of the groups pursuing its own interests. However, these interests can overlap at times, as it is clear that the interests and objectives of the organization will have a beneficial impact on both employer and employee. For example, a main goal for an organization may be to reach targets and make profits with the employee wanting to use the training opportunities and perks that an organisation may provide to further their own knowledge, experience and career developments. Therefore, it is evident that it is important to both parties that the organisation reaches their objectives, as they both need each other to succeed.  There may be times when the sub-groups have different opinions and this may result in conflict in the workplace. This will require effective management with employers utilizing policies and procedures in the workplace such as grievance, dignity at work and sickness absence policies. This will be a structured way for managers to control issues and reach resolve. 

When comparing unitarism to pluratism it is important to recognize that unitarism seriously considers the shared interests of all the stakeholders and members, with the concept of all involved sharing a common goal. Whilst pluralism suggests the need to acknowledge that different sub groups will have different needs and this will require compromise from all involved in order to avoid and reduce conflict.

(Taylor and Woodhams, 2016).

2. The roles played by key parties in regards to employment relations

Management

Within an organisation it is important that managers receive the correct training to enable them to effectively manage working relationships. According to Kilroy and Dundon (2014), there are three different types of front line management types. The first one is called ‘policy enactor’ – this is where the manager adopts a style that is very clear and precise, relying heavily on HR policies and procedures. The second one is called ‘organisational leader’, this type of manager would expand further than what is stated in policies and procedures, with their decision making influenced by the relationships they have with their employees. The final management type is ‘employee coach’, these types of managers are able to adapt their approach depending on the needs of each employee and use their own coaching skills to manage their employees. 

In addition to management, there are also other factors set out by the government that influence employee relations. These include implied terms of contract, codes of practice, statutory employment rights, legislation such as Employment Rights Act 1996 and the Equality Act 2010. The low pay commission was established in 1997 and advises the government of the National Minimum Wage and the National Living Wage (Gov.uk, what the low pay commission does, 2020). The Equality and Human Rights Commission is funded by the government and protects equality based on the nine protected characteristics set out in the Equality Act 2010 (Gov.uk, equality and human rights commission, 2020). 

Government agencies that also contribute to maintain effective employment relationships:

Trade union and the Central Arbitration Committee

Trade unions are an organised group of employees who help their members by improving their conditions of employment, and assisting with any problems that occur within the workplace.  Trade unions are recognised by the law, and represent and protect the rights of workers (Unison, 2020). Employers have to work with them to resolve disputes, negotiate, and to inform and consult for aspects such as working conditions, unfair dismissal, redundancies, and negotiating pay through collective bargaining. Collective bargaining is the process of negotiation regarding the employees terms and conditions of employment. Some employers will have a ‘recognised’ trade union that they choose to work with (Dibben, Klerck, and Wood, 2011). 

Trade unions are provisioned by the Trade Union and Labour Relations (Consolidation) Act 1992 (for collective bargaining and redundancy consultation) and the Trade Union Act 2016 (for ballots, statutory matters, recognition, and industrial action). 

(CIPD, Employee relations: an introduction, 2019).

An employer is able to negotiate with the union to establish the employees who will be represented by the union, this is known as the ‘bargaining unit’. However, if they fail to come to a decision then the Central Arbitration Committee (CAC) will make the decision for them (Gov.uk, 2020). The Central Arbitration Committee, established by the Employment Relations Act 1975 is a government body and has statutory rights, their main function is to settle disputes for the purpose of collective bargaining (Oxford reference, 2020).  The CAC have responsibility for the following areas of dispute:

· Recognition of trade unions
· Disclosure of information for the purposes of collective bargaining
· Applications and complaints related to information and consultation
· Establishing/operating European works councils 
· The level of involvement employees have in decisions that are covered by regulations relating to European companies, cooperative societies and cross-border mergers

(Gov.uk, Central Arbitration Committee, 2020)

The Advisory, Conciliation and Arbitration Service (ACAS)

ACAS are an independent body funded by the government, that aim to improve relationships within the workplace. They play a part in resolving disputes within the workplace and offer advice on employment rights, workplace conflict, and best practice and policies.  ACAS offer services to employees and employers, such as: early conciliation; collective conciliation; arbitration; training and support; mediation; free helpline service (ACAS, what we do, 2020).

Health and Safety Executive 

The Health and Safety Executive (HSE) aims to maintain employee’s health and safety at work. The HSE work with trade associations, professional bodies, trade unions, stakeholders, intermediaries, and employers and set out health and safety standards that organisations must comply with. As well as complying with the set standards, the HSE also dictates that employers must carry out necessary risk assessments to identify and minimise risks to their employees (Health and safety executive, 2020).


3. Models of employee representation 

I am now going to discuss the differences between and clarify terms of employee representation, such as: employee involvement; participation; partnership; information and consultation. 

There are many benefits that come with effective employee representation for both employers and employees. Employees who are able to voice their concerns will likely feel satisfied in their job, which will result in an increase in productivity. It’s essential that management understand the importance of ‘employee voice’ and how to implement it within the workplace (CIPD, employee voice, 2020). 

Each organisation will have different employee representation methods, depending on the size, management style, and structure of the organisation. 

Employee involvement and participation 

‘Employee involvement and participation’ are techniques used to promote ‘employee voice’. Employee involvement refers to the opportunities employees are given in regards to making decisions within the workplace. Employees will have direct communication with management to contribute to the outcome of decisions and projects. Employee involvement provides new opportunities to employees, and works well in less traditional organisational structures (Chron, 2018).

The Employee participation approach allows all employees, regardless of their job role to be involved in all business activities to achieve outcomes. Employees will be given the chance to put their point across and work with their team and management to make business decisions (Chron, 2018). 

In organisations that adopt the employee involvement and participation approach, managers tend to openly share information with their employees to gain their consent before going ahead and actioning any proposed changes, but ultimately the final decision does sit with management. There are many benefits to adopting this approach, such as, an increase in employee satisfaction and good morale (Gennard et al, 2016). 

According to Gennard et al, there are many ways in which organisations can implement employee involvement and participation:

· Direct communication – emails, newsletters, social media 
· Direct two-way communication – cascading of information, team briefings, team meetings, one-to-one meetings 
· Directs upward feedback from employees – suggestion schemes, surveys
· Direct financial participation – bonus schemes, employee share ownership schemes
· Indirect participation – work councils, joint consultative committees 

To ensure effective employee involvement and participation, organisations must ensure they implement effective communication methods, which should also be reflected in the policies and procedures. Direct communication would mean management communicating with the employee, and in-direct communication would mean management communication with the employee’s representatives (for example, a trade union representative).

(Gennard et al, 2016)

Representative participation

There are different ways in which an employer can encourage representative employee participation, examples include: collective representation; partnership schemes; joint consultation; employee forums; European Works Councils (EWC’s). 

Collective representation – this approach involves negotiating between managers and the employees representatives.

Partnership schemes – employees, employers and the employee representatives will work together to negotiate and resolve issues 

Joint consultation – this approach tends to be more common in larger organisations, in both unionised and non-unionised workplaces.  Joint consultative committees are usually made up of managers and employee representatives who will discuss issues such as working conditions, health and safety, and staffing levels (ACAS, employee communications and consultation).

Employee forums – this is a useful way of meeting with employees, management, and employee representatives to share information and consult on any issues/changes. 

European Work Councils (ECW’s) – European Work Councils represent employees from multi-national organisations and will inform and consult employees on issues by bringing together employee representatives (worker-participation, 2020).

(CIPD, Employee voice, 2020)

Information and consultation

Employers have a legal obligation to inform and consult with employees (European Union Directive, The Transfer of Undertakings Regulations 1981, etc.) (ACAS, employee communications and consultation). The Information and Consultation of Employees Regulations 2004, dictate that employees have the right to be made aware of an employer’s intention of selling the business, buying a new business, making twenty or more redundancies in 90 days, and health and safety issues. For employers with more than fifty employees they also have to make employees aware of changes to the pension scheme, and any other information that is formally requested (Gov.uk, Informing and consulting employees, 2020).


4. Individual and collective misbehaviour 

I am now going to discuss different types of individual and collective conflict behaviour, including different approaches to manage this behaviour.

There will always be conflict in the workplace, therefore it is important to find ways to identify what the cause of the conflict is and how to manage this effectively. There are many forms of conflict in the workplace which can include disputes between employers and employees, individuals or groups of people in the workplace. Different forms of conflict behaviour include disagreements on how to get the job done, clashes of personality, rivalry amongst employees, pay, disputes between departments, management and unions, communication and different values etc. Conflict within the workplace will have a detrimental effect on the organisation, including a decline in staff motivation and productivity, behavioural changes in the employee including low staff morale, increase in sickness absence from work which can involve the employee becoming stressed or depressed (Taylor and Woodhams, 2016).

Collective misbehaviour usually occurs when an employee has personal conflict with the employer or organisation and tries to get other work colleagues on board with their ideas with a view to sabotaging the employer and employee relationship. An employee can have a strong influence on others in the workplace and this can contribute to a negative culture change. Conflict within the workplace should be managed as soon as it is identified, this will prevent the problem getting worse and help the management team identify ways on how to prevent the problem occurring in the future. Within most organisations there will be systems already in place to be able to manage conflict, including risk assessments, policies and procedures, grievance policies and code of conduct specific for their workplace (ACAS, managing conflict at work, 2014). 

Third party conciliation, mediation and arbitration

It is in the best interest of the employer and employee if the conflict or dispute can be managed within the workplace on an internal basis. This way there is scope for the organisation to implement mediation by a third party to resolve conflict and they will use an impartial mediator to intervene in an attempt to reach resolve, this is known as third party reconciliation. This can be a useful way to resolve disputes as it shows the parties involved that the organisation is not being discriminatory, but they are listening in an attempt to understand the problem to try and reach resolve. This form of conflict management does not come across as confrontational and shows the employee that their concerns will be heard and investigated in a fair and appropriate manner. Alternatively, disputes in the workplace may be subject to arbitration where disputes can be managed without having to go to court, both parties can submit their case to an independent arbitrator in an attempt to settle before the situation escalates (ACAS, managing conflict at work, 2014).

Official Industrial action

If disputes and conflict in the work- place cannot be resolved internally this may lead to a more official process known as official industrial action. Employees involved in this action are represented by a trade union. Should the employees invoke this type of industrial action they are unlikely to be paid during this time as they have breached their contract of employment. This type of industrial action includes the employees refusing to work, known as they are out on  ‘strike’. Alternatively, the employer may enforce a ‘lock out’ where they will stop the employees from working while the dispute is on going. The employee has rights when taking out an official industrial action claim including protection against dismissal however, this will depend on the trade union following the correct protocols throughout the process.  This type of action is usually a last resort and should be avoided as it can be both costly and damaging to all parties involved. Employees will not be asked to take part in official industrial action unless their trade union has held an appropriate ballot process. This is known as the voting process prior to any action or decisions taking place or being carried out (Taylor and Woodhams, 2016). 

Unofficial industrial action 

Unofficial industrial action ensues when there has not been a ballot of the workers. They have not been given the opportunity to agree or decline to take part in industrial action against their employer or organisation. Should this occur, the employer will not have any official rights or protection against action taken. This could result in the employees losing their jobs for taking unofficial action, as they have taken action against their employer that is not within the guidelines of employment law. This also shows that the trade union have made a breach as they have not worked within its guidelines with respect to employment law and has compromised the safety and welfare of the individuals that they represent (Taylor and Woodhams, 2016).
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