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	1.

i. Organisations want to have a good relationship with their employees as it is key to the ultimate success of the organisation. A strong and good relationship with employees will lead to more productivity, more efficiency, create less conflict and foster better loyalty.  

Employees are one of the most important assets of any organisation, how they are treated could make or break an organisation. If they are treated badly then there will be a high turnover of experienced and talented employees resulting in poor productivity and increased costs.

Therefore a satisfied and content workforce is the basis for the development and prosperity of both the employees and the employer. Hence labour relations should be viewed as a critical and vital part of the organisation's management systems and techniques.

Often the causes of conflict or poor relations between employees and the leadership of an organisation are a direct result of management practices. For this reason it is important that the approach to the building good relations should be viewed as a long term initiative that will provide the following benefits:

· Increased productivity and quality

· Improved morale amongst employees and staff, reduced employee turnover

· The ability to work more effectively as a team, rather than individually

· Increased trust amongst all stakeholders so decisions can be made more quickly with less conflict 

· Increased revenue for the business and organisational growth

All of these elements add up to one common result; happy employees are naturally more productive. By feeling more connected to their place of employment, workers naturally want to try harder to help the organisation achieve its goals and objectives and help it grow.  

Unfortunately building a good relationship between an organisation and its employees is easier said than done, this is where human resource management plays a very important role. 

ii. The role of HRM in developing good employee relations is to simplify the relationship by ensuring that there are clear policies and work place standards. They are there to maintain communications with employees and employee representative groups such as unions and help avoid problems and disputes.

HRM staff manage employee relations by identifying and resolving workplace issues, measuring employee satisfaction and morale. They also help management with corporate policies and strategies by providing support and input, helping to align the interests and objectives of managers and workers.  

This is done by acting as a liaison or intermediately between employees and managers, either creating or advising on the creation of policies around employee issues such as compensation, benefits, working hours etc.

In summary the philosophy of HRM in managing and developing good working relationships is to facilitate and undertake certain initiatives  and practices that keep employees loyal and more engaged with their work. By strengthening the bonds among employees and bringing them closer, by conveying the message, "we are all in this together". Fostering a desire amongst the workforce of commitment to the organisations objectives and goals.

Some larger organisations may have a dedicated 'employee relations manager' or team within the HRM team whose job it is to solely focus on improving and maintaining these relationships.

iii. The primary objective and function of a good industrial relations system is to avoid and manage disputes. A breakdown in relationship between management and employees will not only cause damage to the workers but also to the business.

The objectives and function of a good industrial relations system are designed to:

· To safeguard the interest of employees and management by establishing and fostering sound relationships (improved moral and discipline) by securing a high level of mutual understanding good will between the parties involved.

· Avoid industrial conflicts and discord, developing harmonious relations leading to improved productive and progress. 

· Encourage better and open communication between employees and managers, act as a conduit if necessary.

· Providing opportunities for workers to engage and participate where possible in management and decision making, fostering partnerships

· To remove or reduce the likelihood of industrial action such as strikes by improving the remuneration and well being of employees

· Increase productivity, reduce absenteeism and employee turnover   

· Improve and enhance the economic status of employees by improving wages, benefits and conditions

· To prevent and eliminate any form of discrimination in the workplace

· Provide resolutions to industrial disputes by conciliation and arbitration 

The objectives of a good industrial relations system can be summarised as, to manage the relationship between employer and worker on a day to day basis rather than letting things deteriorate to the point where a crisis erupts disrupting the operation of the business. 

i.v. The main elements of a employee relations system that are necessary for a healthy and constructive relationship include:

· Employment policies and practices of an organisation

· Development, negotiation and application of rules and procedures concerning the handing of disputes

· Policies to facilitate employees communication

· Procedures for interaction between managers and supervisors, employee representative groups and individuals

· The individual parties/stakeholders who have a role in industrial relations, employers, trade unions, HR, state, employees etc.

· Policies of governmental organisations, trade unions and management in connection with industrial relations

· Legal structures, bargaining structures and institutions

Managing a  healthy and strong relationship between employer and employee is necessary to achieve business goals of improved productivity and other benefits. This can only be done through good clear communication channels and processes.

These elements of employee relations system such as good open communication lines between employer and employee,  foster better understanding of everybody's roles and the requirements of their respective roles. Enhance mutual respect and trust by providing support (resources/training) to the individuals to enable them to perform their roles to a higher level. 

It has been established through numerous studies, that maintaining a healthy employer employee relationship is achievable if sufficient focus is given to these elements of an employee relations system.

2.  The different strategies that organisations may adopt to strengthen their relations with their employees vary from organisation to organisation. They depend on the size of the organisation, the objectives of the organisation and the management styles and philosophies of their leadership.

In the real world there are four approaches to employee relations:

1. Adversarial - The organisation dictates what it wants to do and employees are expected to comply. The only option available to the employees is to refuse to co-operate (dispute)

2. Traditional - A stable day to day working relationship where management make all the decisions, the workforce reacts through elected representatives

3. Partnership - Employees are involved in setting organisational objectives, management are still responsible for day to day leadership.

4. Power sharing - Employees are involved throughout the throughout the process including day to day decisions

Most organisation use a combination of some of these approaches, as times have changed most organisations now understand that the better the relationship employees have with management, the better the overall work environment for all.

In 1990 professor William Kahn* carried in depth interviews with employees to find out what they valued the most in their employment. He found that remuneration was not the main reason, it was in fact a sense of belonging and being valued, trust and respect were also elements highly appreciated.

Some of the strategies commonly used by organisations and companies to strengthen their  employee relationship and engagement include:

Communication - Employee voice and communication is considered a vital feature of cultivating employee engagement. Employers need to ensure that they offer meaningful opportunities for engagement – communication between senior managers and frontline employees are important for giving employees a sense of voice. Opportunities for engagement need to be in the category of meaningful communication between leaders and employees, with opportunities to ask questions, raise concerns and offer suggestions (Dromey, 2014). 

Organisations goals - It is important that everyone throughout the organisation understands the company goals and missions. Employees need to know what they are working towards, so communicating these objectives will help employees feel a part of something bigger themselves.

Recognition - Rewards and praise, recognising a job well done (exceptional results), leads to encouraging employees to perform well and keep them engaged with the organisational objectives.

Providing career development - Opportunities for development and progression will help motivate and focus employees 'to do their best'.

Culture & Events - Initiatives such allowing employees to dress down on specific days, allowing them to decorate their work areas for Christmas or even organising  family events go a long way in strengthen bonds amongst employees and a promotes a sense of belonging (team work )and pride in their organisation.

These are just some of the strategies that organisations can adopt to strengthen their relations with  their employees. A healthy relation among employees promotes a positive ambiance at the workplace and employees feel happy and more motivated to realise their organisations goals.

3. Labour relations are considered a fundamental part of the management system and techniques as they are increasingly recognised as a prerequisite for organisational success. Therefore senior management are responsible for establishing and maintaining a good labour relations environment.

The employment relationship has always been there or thereabouts in British industrial relations, the main emphasis was on the role of trade unions and collective bargaining. With increasing globalisation and cultural and societal changes there is recognition that considerable opportunities exist to develop labour relations using studies and data available from institutional analysis. 

Rationale behind increase in workers’ participation in decision making in the last 25 years and associated directives supporting it is that rights of employees’ on participation has been surpassed by globalization of organizations and amplification of competition. There has been a social political need for such reformation. Also, this concept has stemmed from the changes in human relations towards management.
Employee involvement is not about joint regulation or power sharing, management still make the final decision. By introducing employee involvement mechanisms, management seeks to gain the consent of employees to its proposed actions on the basis of commitment rather than control. 

Participation helps in increasing sense of satisfaction, gratification and belongingness to an organisation forging an increased degree of commitment towards the organisation, thereby providing better opportunities for increased productivity. Additionally participation helps in reducing the root cause of industrial conflict, by having workers involved reduces the risk of conflicts.

With changing times there is increased demand for a multi skilled, flexible workforce with high technological skills who need minimum supervision.  With new technologies, new audiences to reach, there is an increased commitment to providing authoritative information based on extensive research which can only be possible by involving more skilled minds together.
Political and societal changes all lead to the concept of ’employee involvement’ developing. It was about heightened interest of management to involve employees in decisions. This was mainly because management understood that employee motivation and commitment has direct impact on achievement of organizational goals. A new language ‘social participation’ in public context evolved. 

Decision making at senior management level always impacts the employees. With these modern initiatives and techniques employees can now influence decision making in many ways, unionisation being one of them. 

There are now participation systems and forums which employees can use effectively to influence managerial decision making. Grievance systems help employees to raise their grievances if they feel they have been wronged by the management.
The key is to understand how much employee involvement is enough. Employee involvement should be treated as management and leadership philosophy so that their contribution to organisational success is a continuous process.
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