Alison Bell 
23125
Assignment 11
Page | 7
[image: BOLC_Logo]                                                                  
   Assignment Cover Sheet





	Student Name:
	Alison Bell 

	Student Number:
	23125

	Course:
	Diploma in Human Resources Management 

	Assignment NO:
	11



Marking Criteria:
 We expect the learners to write minimum one well expressed point in three lines against each allocated mark. This means one needs to write 15 lines with 5 well expressed points to get high grades for a 5 marks question.
For high grades use examples and illustrations where appropriate. 
	Please insert your completed assignment (in word format) here:

1. Give short answers to the following questions: (16)
i. 	Why do organisations want to have a good relationship with their 	employees?
There are four main parties that are actively associated with industrial relations systems which are management, employees, organisations of workers and management, and of course, the government. Securing the highest level of mutual understanding and goodwill between several interests that contribute to production and service activities is the main aim of industrial relations. It relies especially on fair dealings and good working conditions, a friendly atmosphere, high standard of living and the spirit of working together for a common cause, so all these must be developed. Industrial relations can be looked at as an art form, the art of living together for the purpose of services and/or production. Therefore, it is not just about ‘peace.’ It is about a lot more. Establishing and maintaining good faith relationships is the basis of the employment relations. Good faith generally involves using practical common sense and treating others in the way you would like to be treated. This means dealing with each other honestly, openly and with mutual respect. Acting in good faith reduces the risk of conflict and problems. It is also a requirement of the Employment Relations Act. 

Employers should have good processes and procedures for dealing with issues and should make sure that employees are aware of them. Making sure that everyone in the workplace understands what to expect is a good start. 

The employer and employee must bargain in a fair way and act in good faith with each other. It is in the best interests of all parties including organisations to have a good relationship with their employees to avoid any conflicts that could lead to lost production, loss of job security etc. 

 ii. 	What is the role of HRM in developing good employee relations? 
Guidance and training, development and introduction to and maintenance of formal processes are all functions of HR, however, it does not, do managers’ jobs for them but, in their role as industrial relations specialists, HR consultants can deal with trade unions and their representatives directly. They also usually have some responsibility for maintaining involvement and participation processes and managing employee communications. 

HR specialists should have a major part in developing employee relations strategies and policies which should aim to: achieve satisfactory employment relationships, taking particular account of the importance of psychological contracts; build stable and co-operative relationships with employees which recognise that they are stakeholders in the organisation; minimise any conflict; achieve commitment through employee involvement and communications processes; develop mutuality – a common interest in achieving the organisation’s goals through the development of organisational cultures based upon the shared values between management and employees; and clarify industrial relations processes with trade unions and build harmonious relationships with them on a partnership basis.


iii. 	Outline the objectives and functions of a good industrial relations 	system? 
A thorough and complete industrial relations system is one in which relationships are harmonious and the environment generates employee loyalty and mutual trust. A good system of industrial relations entails complex relationships between: 
a) Workers (and their formal and informal groups, such as trade unions, organisations, and their representatives) 
b) Employers (and their managers and formal organisations like trade and professional associations) 
c) The government and legislation, government agencies, and ‘independent’ agencies like the Advisory Conciliation and Arbitration Service. 

The chief functions of Industrial Relations Department include the creation of industrial relations strategies and systems that support corporate priorities and planned direction as well as advising on the application and interpretation of industrial awards, agreements, and the legislation, which regulates aspects of employment.  This will also involve liaising and negotiating with central agencies and unions to ensure the provision of a framework for the conduct of industrial relations that is fair and just. 

Oher industrial relations activities/functions include the promotion of efficiency and productivity in the economy of the State; the promotion of participation in industrial relations by employers and employees at an enterprise or workplace level.

A good industrial relations system should also encourage participation in industrial relations by representative bodies of employees and employers and encourage responsible management and democratic control of those bodies. 

Industrial relations systems should also facilitate appropriate regulation of employment through awards, enterprise agreements, and other industrial means and seek to prevent and eliminate discrimination in the workplace and to ensure equal remuneration for men and women doing work of equal or comparable value. 

Additional important functions of industrial relations are to provide for the resolution of industrial disputes by conciliation and, where necessary, by arbitration in a fair and swift manner and with a minimum of legal technicality and to encourage and facilitate co-operation. 

Apart from the main aim of bringing sound and healthy relations between employers and employees, industrial relations’ other purposes are: the facilitation of production and productivity; the safeguarding of rights and interests of both labour and management by enlisting their cooperation ; the achievement of sound, harmonious, and mutually beneficial labour management relations ; the avoidance of unhealthy atmospheres in the industry, especially work stoppages, strikes, lockouts, and the establishment and maintenance of industrial democracy.

iv. 	What are the main elements of employee relations system?

The elements of employee relations consist of: the formal and informal employment policies and practices of an organisation as well as the development, negotiation and application of formal systems, rules and procedures for collective bargaining, and dispute handling and regulating employment. 
These help to determine the reward for effort and other conditions of employment, to protect the interests of both employees and their employers, and to regulate the ways in which employers treat their employees and how the employees are expected to behave at work. 

This includes provision of policies and practices for employee voice and communications and the formal and informal processes that occur in the way of continuous interactions between managers and team leaders or supervisors on the one hand, and employee representatives and individuals on the other. These may happen within the framework of formal agreements but are often regulated by custom and practice and the climate of relationships that has been built up over the years. 

Employee relations systems should also include the philosophies and policies of the main players in the industrial relations scene which are the government of the day, trade unions and management. There are several parties each with different roles which are the state, management, employers’ organisations, trade unions, individual managers and supervisors, HR managers, employee representatives or shop stewards and employees as well as the legal structures and institutions such as the Advisory, Conciliation, and Arbitration Service (ACAS) and the employment tribunals. The final element of an employee relations system is the bargaining structures, recognition, and procedural agreements and practices which have progressed to enable the formal system to operate.

These processes consist of the approaches and methods approved by employers to deal with employees either individually or collectively through their trade unions. The aspects of employee relations that deal with relations between employers and trade unions, or in other words, industrial relations processes, consist of: methods to recognise or de-recognise trade unions; formal methods of collective bargaining; partnership as an approach to employee relations; informal day-to-day contacts on employment issues that occur in the workplace between management and trade union representatives or officials and  elements of the industrial relations scene, such as union membership in the workplace, the check-offs, and strikes.

2. 	Discuss different strategies that organisations may adopt to 	strengthen their relations with their employees? (7)

Industrial Relations Services (1994) have identified four approaches to employee relations which include: 
Adversarial: where the organisation decides what it wants to do, and employees are expected to fit in. Employees’ power can only be exercised by refusal to co-operate. 
Traditional: day-to-day working relationship is good, but management proposes, and the workforce reacts through its elected representatives. 
Partnership: the organisation involves employees in the identification and execution of organisational policies but retains the right to manage.
Power sharing: employees are involved in both day-to-day and strategic decision making. 

Employee relations policies have been developed to cover areas such as: 
· trade union recognition – whether trade unions should be recognised or derecognised, which union or unions the organisation favours dealing with, and whether it is desirable to recognise only one union for collective bargaining and/or employee representational purposes; 
· collective bargaining –the extent to which it should be centralised or decentralised and the range of areas to be covered by collective bargaining;
· employee relations procedures – the nature and scope of procedures for redundancy, grievance handling and discipline; 
· participation and involvement –the degree to which the organisation is willing to give employees a voice on matters that concern them; 
· partnership–the degree to which a partnership approach is thought to be desirable; 
· the employment relationship – the degree to which terms and conditions of employment should be governed by collective agreements or centred on individual contracts of employment (i.e. collectivism versus individualism);
· harmonisation-of terms and conditions of employment for staff and manual workers; 
· working arrangements – the degree to which management has the right to control working arrangements without reference to trade unions or employees (this includes job-based or functional flexibility). 

When framing policies in these areas, organisations may be consciously or unconsciously deciding on the extent to which they want to adopt the HRM approach to employee relations. Circumstances of the organisation will determine how the employee relations policies evolve, depending upon the circumstances of the company, the management’s values, traditional practices, and the power of trade unions. Employee relations policies usually evolve in the light of the circumstances of the firm, traditional practices, the values of the management team and style, and the power of trade unions to wield influence. 

Employee relations strategies specify how objectives are to be realised. These strategies must be distinguished from employee relations policies. Strategies are dynamic and deliver a sense of direction. They answer the question of ‘how do we get from A to B?’ Employee relations policies, in contrast, are focused on right here and right now. Therefore, if the policies are there to increase commitment then the strategy might consider how this could be achieved by a process of involvement and participation. 

An organisation can develop a strategy with the intention of improving levels of commitment through participation or involvement which can be by bypassing trade unions to deal directly with employees and improving the employee relations environment in order to produce more co-operative and harmonious relationships. Organisations may consider developing a ‘partnership’ with trade unions, accepting that employees are stakeholders and that both parties will gain advantages when they work together. This could be described as a unitarist strategy aiming at increasing mutual commitment. 

Employee relations climates can be good, bad or indifferent. This depends on the perceptions about the extent to which employees and management trust one another; management treats employees in a fair and considerate manner; management is open about its actions and intentions – employee relations policies and procedures are clear and transparent. 

Harmonious relationships are generally maintained on a day-to-day basis and result in willing cooperation rather than reluctant or resentful submission and when any conflict arises, it is resolved without resort to industrial action, and  resolution is accomplished by integrative processes that result in a ‘win–win’ solution which ensures that employees are generally committed to the interests of the organisation and management treats them as stakeholders whose interests should be protected as far as is possible. 

Improvements can be achieved through the development of fair employee relations policies and procedures which must be applied consistently. Team leaders and/or line managers should be trained and educated properly on suitable approaches as these are the people who are mostly responsible for the day-to-day handling of employee relations. Transparency is important and can be done through communication of policies to employees and a commitment improved by participation and involvement processes. Simply talking to employees, their trade unions or employee representatives can often identify any problems which need to be resolved. It is also important for organisations to address their obligations to their employees as stakeholders and act to build trust. 
When a team leader or line manager is dealing with an issue and is in contact with an employee representative, an employee him/herself, a group of employees or a shop steward, then informal employee relationships are taking place. The issues may be about allocation, overtime, conditions, working methods, health and safety, achievement of output and quality standards, discipline and pay (in particular when a payment-by-results scheme is operating as this can be the cause of continuous arguments regarding standards, times, payments for waiting time, carrying out new tasks and any changes in earnings due to alleged managerial inefficiency). 

Any and all grievances which arise from any of the above issues are the responsibility of line managers and supervisors to handle. They are expected to resolve them in a way that satisfies all parties without it escalating to a formal grievance procedure. Because line managers have been handed responsibility for some personnel matters, the onus is on them to handle the issues as effectively as possible. A team leader who is effective is one who establishes a working relationship with the shop steward who represents his/her staff. This will enable any issues that come up on the shop floor, or with individual employees, to be handled and resolved agreeably before they become a problem. 

Establishing and maintaining a good employee relations environment is one of the major responsibilities of top management. They will have advice from personnel specialists, of course, but the environment is also influenced strongly by line manager and team leader behaviour. HR can assist in improving the effectiveness of the behaviour. This is done by identification and clear definition of what competencies are required, advising on the selection of supervisors, making sure supervisors are correctly trained, supporting the development of performance management processes which provide for the assessment level of competence line managers and team leaders achieve in handling employee relations, or by delivering low profile assistance and guidance when necessary. 


3. 	'In any management system, labour relations are considered a 	fundamental part of the system and technique'. Discuss (7)
Most organisations recognise that “Manpower and labour” and the retention of reliable and skilled employees is a fundamental to enabling companies to meet strategic objectives and sustain their business during harsh economic climates such as the UK are experiencing currently.  Satisfied labour is a basis for the development and prosperity for people. Correct development of human resources through objective-oriented training and relations is necessary for manpower management. With it, the internal and external labour markets are supplied qualified and trained labour which provides for the needs of the industry. In this way, it also has sustained productive capacity to continually contribute to the industrial and economic growth. 

[bookmark: _GoBack]Labour relations must be viewed as a vital part of management systems and techniques. They should not be viewed as something apart from management. Management practices often affect any changes in labour relations within organisations. For this reason, approaches to industrial relations must be understood through the background of theories and practices which relate to the management of enterprises and organisational behaviour. At present, the trend in human resource management and human relations is to give more emphasis to employee involvement, agreeable employer-employee relations and processes and on practices that encourage them.	

 ‘Industrial relations’ is a term that refers to all relationships between all parties concerned with industry such as workers and management representing the owners. Industrial relations indicate a wide and complex set of relationships between management and employees, management and union, unions and employees, between employees themselves and also all employees, employers and government which come out of industrial activities. 
Industrial Relations therefore encompasses the concept of: 
· rules for employment management; 
· methods defining those rules;
· typology of those involved (employers and workers’ organisations and representatives; 
· state and institutional bodies; and 
· processes of interaction between these entities. 
There are four main parties that are actively associated with industrial relations systems. These are management, workers, organisations of workers and management, and of course, the state. When using the term Industrial Relations, which refers to the relationship between two organised parties, workers can better represent employees and employers regarding matters of collective interests. Securing the highest level of mutual understanding and goodwill between several interests that contribute to production and service activities is the main aim of industrial relations. It relies especially on fair dealings and good working conditions, a friendly atmosphere, high standard of living and the spirit of working together for a common cause, so all these must be developed. Industrial relations can be looked at as an art form, the art of living together for the purpose of services and/or production.
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