
MEP	  Exam	  Revision	  
	  
Week	  1:	  Introduction	  
	  
ER	  –	  Employee	  Relations	  

• Directly	  concerns	  both	  the	  employer	  and	  the	  employees	  
• Preferably	  without	  influences	  of	  third	  parties	  e.g.	  trade	  unions,	  employer	  

associations,	  Fair	  Work	  Commission,	  Australian	  Human	  Rights	  Commission	  
• Operates	  with	  an	  external	  (legal,	  political,	  economic,	  social	  etc.)	  framework	  

which	  influences	  it	  positively	  and	  negatively	  
• Focuses	  on	  the	  labour	  process	  and	  how	  work	  is	  organised	  and	  carried	  out	  
• Centres	  on	  the	  employment	  relationship	  
• The	  embracing/overlapping	  of	  HRM	  and	  IR	  gives	  rise	  to	  IR	  	  
• ER	  embraces	  both	  IR	  and	  HRM	  
• Direct	  positive	  relationship	  building	  at	  the	  workplace	  between	  employees	  

and	  management	  
• As	  soon	  as	  something	  negative	  occurs,	  ER	  break	  down,	  thus	  becoming	  IR	  and	  

probably	  requiring	  an	  HRM	  solution	  to	  rebuild	  ER	  
• Derives	  from	  Business	  Council	  fo	  Australia	  and	  the	  Orica	  and	  GM	  Holden	  

Models	  of	  ER	  with	  accept	  that	  there	  is	  an	  IR	  framework	  operating	  in	  
conjunction	  with	  ER	  –	  IR	  external/ER	  internal	  

• ER	  still	  operates	  on	  a	  day-‐to-‐day	  basis	  in	  a	  unionised	  environment	  
-‐ Communication:	  employee	  voice	  and	  participation	  in	  decision	  making	  in	  a	  

variety	  of	  ways	  at	  the	  workplace,	  including	  union	  delegates	  
-‐ Cooperation	  between	  employees	  and	  representatives	  of	  management	  at	  

the	  workplace	  
	  
IR	  –	  Industrial	  Relations	  

• Viewed	  as	  the	  way	  in	  which	  pay,	  working	  conditions	  and	  work	  itself	  are	  
determined	  and	  performed	  by	  employers,	  managers	  and	  employees	  –	  and	  
their	  representatives,	  employer	  associations	  and	  trade	  unions	  

• Pluralist	  
• What	  we	  pay/get	  paid	  is	  part	  of	  a	  wider	  system	  in	  which	  governments,	  courts	  

and	  tribunals	  influence	  our	  pay	  levels	  and	  other	  conditions	  of	  work	  
• Defined	  internationally	  –	  in	  every	  country	  workers,	  employers	  and	  

government	  have	  both	  common	  and	  divergent	  interests,	  short	  and	  long	  term.	  
The	  divergent	  interests	  should	  be	  accommodated	  and	  reconciled	  which	  is	  IR	  

• About	  conflict	  and	  how	  it	  can	  be	  dealt	  with	  –	  pluralist	  in	  its	  basis	  because	  it	  
recognises	  differences	  and	  conflict	  as	  normal	  in	  the	  workplace	  

	  
Models	  of	  ER	  and	  IR	  

• ER	  as	  a	  component	  of	  IR	   	   IR	  	   	   	   	   	   ER	  	  
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ER – guidelines for this unit (MGF2341) 1
• For the purposes of this unit, ER is taken to be direct and 

positive relationship building at the workplace between 
employees and management. As soon as something negative 
occurs, ER breaks down, thus becoming IR and probably 
requiring an HRM solution to rebuild ER.

• It derives from the Business Council of Australia (BCA) and the Orica 
(ICI) and GM Holden models of employee relations which both accept 
that there is an IR framework operating in conjunction with ER (IR is 
external, ER internal).
– ER can still operate on a day-to-day basis in a unionised environment

> Communication: Employee voice and participation in decision-making 
in a variety of ways at the workplace, including union delegates (Pyman 
et al., 3013)

> Co-operation between employees and representatives of management 
(e.g. supervisors; HR business partners) at the workplace
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HRM, ER, IR
• HRM emphasises the employer’s solution to labour 

problems whereas ER also considers the workers’ 
solution. 

• IR considers the employer, the workers, and wider 
interests (community, other institutions and agencies, 
government).

• HRM focuses on internal approaches to the organisation 
as does ER but is about management. 

• IR provides the external (legal) framework for both ER 
and HRM. 

• For those of you interested in the IR law see research by authors: 
Sutherland, Forsyth, Mitchell, Pittard, Riley, Fenwick, McCallum, 
Cooney, Gahan
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