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1.1 -	Why do organizations want to have a good relationship with their 	employees?
It is clear and well evidenced that an employee who has a good relationship with their employer is not only more productive but is also more committed to the company, this results in a reduced attrition rate and the retention of knowledge and skills.
The reason for this is because the employee and the employer are aiming for the same goals. The employer naturally has an invested interest in the success of the business so is already incentivized to engage with the business’ success. A good relationship with the employer enables the employee to feel part of the function of the business e.g. ‘we’re in this together’, by feeling this way the employee is also more engaged in the success of the business because they understand their own importance in achieving this success and feel this is recognized. This would not be possible without a productive, positive and professional relationship between employer and employee.
1.2 - 	What is the role of HRM in developing good employee relations?
The HRM function is not that of a line manager, however they are there to ensure strategies and policies are in place to ensure the business is aiming for positive and productive employee relations, they will also ensure these strategies and policies are worked towards consistently throughout the business. This may take the form of training staff, producing policies, organizing work groups e.g. policy review meetings and ensuring change within the business is managed effectively yet sympathetically to those affected by the change. 
Employee relations also includes the internal reputation of the company, a company does not want to have an internal reputation of being an unfair or unreasonable employer. Part of the HRM function is to ensure decisions and change are done fairly e.g. they will oversee disciplinary decision making to make sure it remains consistent and in line with precedent.
HRM should ‘have their ear to the ground’ and keep themselves aware of the current ‘feel’ of employee relations. A common method to enable this is to issue employee questionnaires which ask employees how they are feeling about their roles both professionally and emotionally. Not only will these questionnaires give direct insight they will also allow the HRM function to show that they have listen by making changes e.g. ’You Said, We Did’ posters.
1.3 - 	Outline the objectives and functions of a good industrial relations 	system
The objectives of a good industrial relations system should include the desire to create a working environment that is not only productive but also harmonious e.g. everybody is working towards the same goals no matter what their position or their level in the industry.
The system should also be aiming to create loyalty and trust within the industry, this will support retention of skills and knowledge in the industry which will support its continued success. 
A example would be the Bee Preservation industry in the early 2000’s, due to public pressure the government allocated generous funding to protecting the Bee community and research into the decline of the Bee population. In the science industry this area boomed for a period, however the government began reducing the funding as the public pressure declined, all of the expert scientists lost loyalty and trust in their industry and found new jobs. In the mid 2010’s the public pressure return and the funding increased, yet the expert scientists had found new jobs, the skills and knowledge were lost.
A good industrial relations system will work towards the shared goals and corporate priorities which should be detailed in any strategic plan. This may include how change in the industry will be managed (the above example shows poor management of change in the industry). This may include expected growth and preparing for the need for additional skills and manpower, it may also include predicted decline and how the relationships will be protected during these times.


1.4 - 	What are the main elements of employee relations systems?
There are many elements to an employee relations system, these include:
· Having effective practices within an organization (formal and informal)
· The development and implementation of systems, rules and procedures in cooperation with stakeholders
· The development and implementation of practices and policies that enable employees to have a voice within the industry and organization
· Having an effective delivery of direction, ethos and culture from current leaders e.g. the government, trade unions and management
· Involving all stakeholders in decision making and management of the industry, these should involve government, trade union, shop stewards, employee and management representatives
· The involvement of the Advisory, Conciliation and Arbitration Service (ACAS) and the employment tribunal
2 - 	Discuss different strategies that organizations may adopt to strengthen 	their relationship with their employees
Firstly it is important to understand what a strategy is, it is not the same as a policy which is designed to dictate the running of a business in the here and now.
A strategy is a plan with its own objectives and milestones. It has a starting point of understanding where a business currently stands and ends with an ultimate goal; the content of the strategy is how the business gets there. An example of a strategy would be to support a seasonal peak in staff, you know how many employees you have at the moment, you also know how many you will need for the peak period, the strategy would plan of how you source, recruit and train those additional employees, this may be names ‘The 2019 Christmas Peak Recruitment Strategy’.
In relation to employee relations an organizations need to adopt the right strategy for the business and the employees involved, this may be influenced by the type of business, the size of the business, the variety of stake holders and the stability of the industry. Some of the strategies that may be employed are:
· Improving the Climate
Companies can use the information they have gained e.g. through staff questionnaires to influence improvements in the climate of the business. Through the questionnaires they may discover that employees feel disciplinary action is too easily invoked and sanctions are too severe. The business may look at how this could be improved by reviewing the policy and what is seen as precedent.
This strategy does not end there though, the strategy needs to include how these ‘fairer’ policies are going to be implemented e.g. how and when line managers will be trained, how and when it will be communicated out to the company, how and when it will start etc.
This strategy should involve transparency, you are looking to improve the climate so you need to involve those who are contained within this climate in order to ensure the changes results in a desired outcome for all, otherwise you will not achieve the end goal. 
· Informal Employee Relations Processes
This strategy aims to remove the need for concerns to reach a point where the employee feels they have no alternative but to escalate the concern to the grievance procedure, this generally does not support employee relations.
This strategy aims for the line manager to have the skills, knowledge and relationship to ‘fix’ the problem there and then. The strategy would require the business to ensure that line managers have these skills, knowledge and relationships in order for this strategy to work. It also requires the company to empower the line managers to make decisions and ‘think outside the box’ without having to seek authorization first.
The added benefit of this strategy is that when concerns or situations are escalated they are seen as more important, which can add to the employee feeling they are being seriously listened to when they need it the most.
Whichever strategy a business chooses the ultimate aim is to improve the quality of the professional experience of the employee and how they perceive their employer, if they feel valued and listen to this will always help in their comfort and security in the workplace.
3 - 	In any management system, labour relations are considered a 	fundamental part of the system and technique. Discuss
Without labour an industry cannot exist, further to this without the skills and knowledge the labour will decline overtime. This tells us that manpower and labour need to be nurtured and protected.
So we ask ourselves how? How can we demonstrate, as an industry and as an organization, that we are investing and nurturing the labour market within an industry in order to support the relationship the industry has with it labour market.
Generally labour relationships will develop positively if people believe they are being invested in and valued. Providing training and development opportunities will demonstrate your investment into the industry and the labour within it. This will help develop your relationship with the workforce and the individual.
There is however the negative side of this, you invest in an employee by training them and they leave you meaning your investment is lost. This can be common in low wage employment markets where there is a high turnover of staff. It is hard for high level stakeholder to recognize the industrial investment they are making; they simply see their money being wasted due to training and attrition. However, an educated look at this would include the recognition of the investment into the industry, this is not only happening in your business, it will be happening in most and therefor you have gained from the training other employees have received from other business’ in the industry. Ex-employees will also remember your investment in them, a negative experience elsewhere may result in them returning having learnt a lesson in what a good employer-employee relationship looks like.
[bookmark: _GoBack]For those employees who do stay in the businesses, your commitment to their development will again support the continued positive labour relationship. This strategy of investment in the workforces development of skills should continue, this will not only support the continued positive effect it will have on the labour relations but also on the business as the skills within it are developing and improving. You are protecting the business’ future by ensuring you have the skills to fill gaps, meet future needs and have a skill pool to support progression opportunities, all of this whilst having the added benefit of promoting the reputation of the business due to its investment in the industry it is part of. 
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