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In any organization, labor relations are important in improving employee-employer relationship. Workers mostly face problems such as low wages, long working hours, among many other problems (Forth et al., 2013). However, an individual does not have a bargaining power as compared to a trade union. Labor unions are thus formed to help employees negotiate for better working conditions and incentives. As a human resource manager, it is important to understand the process of settling disputes in cases where they arise. Labor relations provide the right process which should be used incases where there are disputes due to unfair treatment of employees or poor incentives. There are three different phases of labor relations process which are recognition phase, negotiation phase and administration phase. The phases are as discussed below;
Recognition Phase
	In most companies, employers consider employees to have no powers over them since they have provided them with the job and they are giving them a salary. However, this is not the case, labor unions have come to the rescue of employees through advocating for their rights, calling for strikes and bargaining for better conditions (Kleiner, & Krueger, 2013). The recognition phase of the labor process thus involves studying the labor union to understand their strength, their management and their background in the industry. With such information, the company will be able to understand the proper ways to negotiate with the people in charge in the labor union.
This stage also involves recognizing the legitimate rights and responsibilities of the labor union as well as the employees and the representatives (Kleiner, & Krueger, 2013). For example, employees have the right to unionize and thus they cannot be punished for making such a choice. With such preparation in the first stage, it will be easier to move to the second stage which is the negotiation phase.
Negotiation Phase
	At this phase, the company can choose any particular person they consider to be fit for negotiations on the particular issue (Kleiner, & Krueger, 2013). The company can also choose to involve more than one party to negotiate. For example, it can choose to take vice presidents of various departments and the company lawyer. The union on the other side will also develop its team which will be led by the president of the union. The two parties will get together to a negotiation table at a chosen time and place. The union will present a list of demands which in most cases is extravagant. The company management will also table its counter offer which is also likely to be extreme. In the long run, each party will compromise on some demands thus ending up in a mutual agreement.
Administrative Phase
	At this stage, both the labor union and the company management have agreed to certain terms and a return to work formula (Forth et al., 2013). The labor union will develop a formal agreement which will be sent to the company for ratification and approval. Once the agreement is fully ratified and approved and it follows the legal provisions, the implementation begins with the full responsibility left to the human resource department of the company (Forth et al., 2013). 
	In conclusion, the human resource needs to understand all the labor relations procedures to avoid cases where the company ends up getting into huge legal disputes. Legal disputes can end up costing a company more money and reputation as compared to in the case where the dispute could have been solved peacefully.
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