Assessment 5 

Supporting Good practice in Managing Employee Relations 

Activity A 

Word count 482 /500 

1, At least two internal and external factors that impact on employment relationships: 

The best and most productive organisations have a very content workforce that all pull in the same direction. Therefore it is essential that a business identifies any issues that can impact on employee relations as soon as possible. There are a number of factors both internal and external that can influence these relationships, here are a few of them: 

|Internal factors and the impact: | 
|There are a number of internal factors that impact on relationships including: | 
|Company Structure, Culture, Policies, Management type, Training and Development, Salary and benefits. | 
|Impact: | 
|When a new CEO joins a company this can often change the culture of a company, the new culture may not be favourable with all | 
|employees. | 
|Technological developments can in some instances destroy jobs, i.e. the introduction of word processing causing the typing pool to | 
|become redundant. Although in a lot of instances these developments can create new jobs/ training and development opportunities. | 
|If the company is committed to promoting from within then the company must ensure employees receive appropriate training and | 
|development to be ready for promotion. | 


|External factors and the impact: | 
|External factors that impact on relationships: Government restrictions, Economy, Culture, Location/demographics, Labour Law, Unions| 
|Impact: | 
|Often Government pass new laws/policies that restrict the activities of the employer forcing the employer to make changes to the | 
|workforce. | 
|When the economy expands the demand for labour increases resulting in the price of labour rising giving employees more bargaining | 
|power. | 
|Some countries have become more dependent on each other economically than they were before, due to the reduction of barriers of | 
|trade and globalization hence they are no longer self reliant | 

2, At least three types of employment status with three reasons for identifying the importance of an individual’s employment status 


The three main types of employment status are: 

Worker - A worker normally provides labour for payment. They don't own an organisation and are not self employed. They could be sessional or casual workers and they may or may not be entitled to benefits depending on which country they provide the labour. 

Employee - An employee would have a contract with the employer either fixed or open/indefinite. They could work full or part time. Employees are paid and would have criteria to meet employers’ expectations and will be entitled to company benefits. 

Self-Employed - A self-employed member of staff would provide a specific service and be paid directly in return. They are normally not entitled to company benefits and would be responsible for paying their own tax and national insurance. 

All of the above types of employment status will have certain mutual agreements with the employer. These could be verbal or written agreements with expressed and implied terms. All will have assumed rules of work so it is important that HR, line managers and employees are aware of their status as not all rules apply to each. 
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1, Explore the importance of work life balance and how it can be influenced by legislation. 

Work-life balance is about creating and sustaining a supportive healthy work environment; having a good work life balance will enable employees to have a balance between work and personal responsibilities. It is proven that this strengthens an employee’s loyalty and productivity. 

There are a number initiatives an employer can do to ensure work life balance including: Flexible hours, family/away days, child care, sporting activities, career breaks, casual/garden leave, working from home, education leave and sabbaticals. 

All of the above can help a company by: increasing flexibility, more pleasant work environment, reduced absenteeism, higher productivity, greater recruitment and retention rates and also meeting legal requirements. 

The Work Life Balance is also influenced by the legal requirements. For example the government introduced the Working Time Regulations (1998). Whereby employees average working time must not exceed 48 hours for each seven-day period. 




2, Summarise at least four areas of Legal Support that may be given to the employee as a family member 

Some of the areas included in Legislation: 
• Annual Leave 
• Time off for dependent care 
• Maternity leave 
• Paternity leave 
• Working time 
• Statutory sick pay 
• Time of for public duties 

Annual Leave 
Employees in the UK have a right to at least 5.6 weeks paid annual leave, this is the minimum requirement and employees could get paid more. Public and bank holidays may be included within this. The employer can influence when these holidays are taken given the business priorities. In addition the employee is entitled to be paid for any holidays not taken when they leave employment. 

Time of for Public Duties 
Employees are entitled to time for public duties. The rights on this vary depending on what work they do and what the public duty is. 
Examples of duties include: local councillor, school governor, Environmental Agency. 
An employer does not have to pay the employee when taking time off for public duties but most do. 
Employers must give employees time off for Jury service 

Paternity leave 
Father-to-be could have the right to Ordinary Paternity Leave and may also qualify for Ordinary Statutory Paternity Pay. This leave is in addition to normal holiday allowance. Ordinary Statutory Paternity Pay is paid for up to two consecutive weeks. The employee must also be either the: 
1. biological father of the child 

2. mother's husband or partner 

3. child's adopter 

4. husband or partner of the child's adopter 


Statutory sick pay 
If an employee takes time off work due to illness they may be entitled to statutory sick pay or company sick pay (dependent on employer) the statutory sick pay is at a weekly rate of £85.85. Meaning that the employer cannot pay the employee any less than this for time off sick. 

Information taken for direct.gov.uk 



3, Detail at least two reasons that justify treating employees fairly in relation to pay 

There are a number of reasons to justify employees accessing fair pay. A key reason would be to avoid any discrimination. If a member of staff has completed their employment duties as effectively as their colleague regardless of gender, ethnicity, age, etc. then they should be remunerated equally. This keeps staff motivated and builds employee relationships. It benefits the corporate image and can attract potential new employees. It also complies with current laws and legislation 
• National Minimum Wage Act 
• Equal pay act 1970 
• 1975 Discrimination Legislation 

4, Summarise the main points of at least Four areas of discrimination legislation 

• Sex Discrimination Act 1975 

This act prohibits direct or indirect sex discrimination against employees it can apply to both men and women of any age. Types of direct sex discrimination include sexual harassment and treating a woman adversely because she is pregnant. Indirect sex discrimination is where a condition or practice is applied to both sexes, but adversely affects more of one gender than the other and is not justifiable. 

• Disability Discrimination Act 1995 

Employers are legally responsible for ensuring that discrimination does not occur in the workplace. This includes the need to make reasonable adjustments for people with disabilities. It is unlawful to discriminate against disabled people by treating disabled employees less favorably for a reason related to their disability without justification. 

Employers are required to make 'reasonable adjustments' to recruitment processes, work arrangements and the working environment in order to accommodate disabled people. An employer who fails to comply with this duty will be guilty of discrimination, unless the employer can show justification. 

• Employment Equality (Age Discrimination) Regulations 

The age discrimination act makes it unlawful to discriminate against employees because of their age. This includes direct and indirect discrimination, harassment and victimization. The Equality Act also removed the upper age limits on unfair dismissal and redundancy. 



• Equality Bill 2010 

The Equality Act 2010 is the law, which bans unfair treatment and helps achieve equal opportunities in the workplace and in wider society. The act covers nine protected characteristics, which cannot be used as a reason to treat people unfairly. Every person has one or more of the protected characteristics, so the act protects everyone against unfair treatment.  

Information taken from homeoffice.gov.uk 

5, Explain the good practice that underpins organisational policies and can contribute to the psychological contract 

It’s thought that a psychological contract is more important than a written contract. Therefore it is imperative to apply good practice as it can effect how staff perform/behave on a day-to-day basis. The psychological contract is more informal and is more of an understanding of implied obligations from both employer and employee. If best practice is applied then the formal written procedures and practices should not be that far from what has been perceived. 

Below is the Guest model identifying how staff adopted practices influence the state of the psychological contract and how its based on fairness and trust and therefore impacts on company productivity 
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1, Explain the differences between fair and unfair dismissal 

Fair dismissal: 
For an employer to dismiss an employee they must have a fair reason for doing so, examples include: 
• Theft or dishonesty 
• Drug or alcohol abuse 
• Bad or abusive conduct 
• Undertaking illegal activities 
Fair dismissal can also include redundancy and retirement. 
Employers must follow clear disciplinary procedures when dismissing staff otherwise it could lead to unfair dismissal. 

Unfair dismissal 
If an employer dismisses an employee for reasons that do not appear to be fair then an employee can complain to a tribunal. There are a number of ways that a dismissal can be deemed as unfair including: 
• Where an employee dismissed a member of staff without following the correct process/procedures 
• Where the employer does not have a fair reason for dismissal 
• Automatic unfair dismissal includes dismissing staff for areas such as: taking maternity leave, parental leave, whistle blowing, discrimination, time off for public duties etc. 





2, Discuss the importance of exit interviews to both employer and employees 

Exit interviews are important for a number of reasons but primarily the employer can gain feedback regarding the employees work experience, this information is very valuable in shaping changes for the future. Hearing and handling feedback is a powerful development process. A number of reasons will be collected as to why a member of staff is leaving. A specific area to gain feedback should include why the member of staff chose to seek alternative employment initially. 

|Benefits to employer |Benefits to employee | 
|Can inform improvements for remaining staff |Can inform employer of what went wrong. | 
|Can improve levels of retention |Can get issues of their chest | 
|Can identify patterns and trend |Employee can leave on good terms | 
|Can focus on specific areas of training and development |Sometimes the exit interview could be used to retain the member | 
|Exit interviews help to support the companies HR practices |of staff. | 
|Sometimes an exit interview provides the chance to retain a | | 
|valuable employee | | 




3, Outline the key stages to be followed in managing redundancy 

Company redundancies can occur for many reasons including: 
Economical factors like downsizing or closures. 
Technological as new technologies can sometimes reduce labour. 
Organisational when restructures take place or changes in the nature of a companies business. 
Regardless of the reason robust procedures must be followed to ensure it is a fair process. 
In order to plan and implement redundancy situations properly, the following stages should be followed: 

1. Planning/preparing: 

Reason for redundancy, numbers of staff to be made redundant, selection criteria, potential payout and what step could prevent it, 

2. Identifying the pool for selection: 

Ensure there is an objective selection criteria, consult with staff in good time (30 – 90 days depending on scale), seek volunteers, comply with statutory dismissal procedures, 

3. Selection: 

Host individual meetings with effected staff, look for alternative suitable positions, confirm in writing. (Allow time off to seek alternative work) 

4. Appeals and dismissals: 

Allow the employee the opportunity to appeal against the redundancy. 

5. Redundancy payment 

6. Counseling and support. 

The procedure would differ according to the company, timescales and number of staff selected for redundancy.

