5HR01  Employment Relationship Management – James Davies

Task 1

Digital technology has played a major part in the emerging developments of employee voice and engagement. Rather than having to liaise face to face with managers or employers and figure out logistics, they now can use digital technology in the form of, social media, instant messaging, and virtual meeting software such as Microsoft Teams or Zoom. These make it easier for employees to get their views and opinions across in such ways has connecting to their organisation via social media platforms such as Facebook, Twitter, Instagram, WhatsApp, etc. 
The CIPD, 2022, suggests, ‘The increase in remote and home working has provided new ways for people to have a voice at work. Employees are now more familiar with mobile devices, employee apps and digital meeting platforms such as Microsoft Teams and Zoom, meaning voice is not limited to in-person, office-based mechanisms.’ 
(Lucy Adams,2021, p178,179) suggests that employers who cascade a message down through an organisation, then ‘employees on the receiving end of this communication there is little reason to trust message’. Lucy also goes on to say that if ‘leaders behave and speaking a human way by using stories and conversations, then we all stand a good chance of building engagement.’ In short, effective communication is key, so utilising any communication tools is key for this. This also highlights a possible negative with the use of digital technology in form of global, or organisation-wide emails or newsletters. 
Indeed 2022, tells us that, ‘Participation refers to employees taking part in business activities. In staff participation initiatives, employees actively participate in whatever element of the business they're contributing to.’ This can be in the form of suggestion boxes, problem solving, meetings to discuss issues, changes etc. They also go on to tell us that ‘Participation typically requires a team approach, with working groups and teams of employees working together with responsibility for a particular business task.’ This could be improvements or changes in the way an organisation works, health and safety, problem solving, and is good for employees to discuss any issues or ways of working with colleagues and employers. 
Indeed 2022 also tells us ‘Involvement refers to situations where staff members have a degree of input in the business activities they perform’ and ‘Involvement, by contrast, relates more to direct lines of communication between employees and management.’ This suggests more of a way of an employee giving their opinions on how things could be done differently, but the decisions would be made by the employer. 
CIPD 2022, Tells us ‘For employees, self-expression in voice often results in feeling valued, increased job satisfaction, greater influence, and better opportunities for development. Employee voice is important in creating inclusive working environments too.’ Fostering this type of environment in an organisation can add a lot of value as it helps to build the relationships between employer and employee, it gives employees a voice and a safe environment where they feel they are able to speak up without fear of any negative impact toward them. It also makes the employee feel valued within the organisation, and all this in turn adds value to the organisation through employee retention, knowledge skills and productivity overall.  
Employee voice tools such as surveys, people managers and voice champions are all employee voice tools. CIPD 2021, tells us about these. 
Surveys – CIPD, 2021 ‘Organisational surveys improve leader understanding of the key areas that drive performance in an organisation’. Surveys are also a quick and cheap way to gather this information and can be a great way to drive change within an organisation. These will be most effective if the questions all have purpose with clear objectives. It is also important that the employees understand the reason for the survey, this way, the employer is more likely to get more honest and useful information. 
People managers means having managers who will encourage their employees to have a voice within the organisation. The CIPD,2021 tells us ‘This means being open to issues that matter for employees, even where there may not be a direct link with performance or productivity’. Fostering a safe environment for an employee to voice their concerns or opinions will create a ‘more human’ environment.
CIPD, 2021, tells us ‘Voice champions are useful because it is almost impossible for senior leaders to be aware of all the issues affecting their workforce’. This gives a direct contact for the employee, who will often have a good and trusting relationship with their colleagues and management. That makes them useful to the organisation as it means they can liaise with the employee and employer.
Oak, 2023, gives a few different approaches to drive employee engagement. Such as, making employees feel safe. ‘Giving feedback can make employees feel psychologically safe.’ So, if managers can make a safe to speak environment for their employees, the employee will feel safe to speak, and thus creating a path for employee voice.
Using an employee-cantered leadership style is another great way to foster a culture to encourage employee voice. ‘Employee voice tends to be brought to the surface when employees are able to feel honest and true to themselves.’ 
CIPD tells us ‘When employee voice channels work effectively, employees can feel valued, trusted, and influential. In turn, this can increase their job satisfaction and performance.’ This suggests a direct link between an employee feeling like they are being heard, listened to, and valued by their employer and their job performance, which in turn, will add to the value of the organisation and increase performance. 
Having an employee voice can help to give an organisation a more committed workforce, this in turn will create a workforce who wants to contribute positively to the organisation as they will have more pride in their work and will be aiming to deliver the best possible service. Waite, et al, 2021, suggests that ‘employee engagement is thought to be the key to increased productivity’, which backs up the previous point. 
Hive HR, 2022, suggests that employee voice also helps with employee retention. This will mean an organisation will be holding on to a more skilled and knowledgeable workforce, which in turn will also add to organisational productivity. 
S, Sinclair, 2022, tells us that employee voice will drive innovation, provide early warning for emerging issues, identify training needs, increase work engagement, and increase organisational engagement. These points show the link and highlight the importance of employee voice for an organisation. Giving employees a voice will make them feel valued and can improve the relationships between the employee and employer. 
Once major change these days has been the ability for organisations to allow remote working and being much more open to flexible hours. This is ideal for anyone with family or caring commitments. Allowing this fair work life balance can have a positive effect on productivity as well as job satisfaction for the employees. 
tuc.org, Tells us that the concept of better working lives ‘is about a fulfilling working life, job satisfaction and achieving individual potential. Improving people's working lives not only improves personal well-being, it can also lead to better, more successful organisations’. This point backs up the idea that allowing a workforce to work their hours around their private lives can have such a positive effect. 
Fuhl,J, Gives us a number of ways in which an employer can help to provide a better working life for their employees, such as, flexible and remote working, they go on to tell us ‘Workers value employers who empower them to manage their own time.’ This helps to provide a good work-life balance as well as making the employee feel comfortable for such things as school runs, appointments, etc. They also go on to mention that managers should be encouraged to focus more on productivity, rather than hours. It is a part of everyday life to have some days which are busier than others, so why not focus on completed tasks, rather than a number of hours worked. 
Remote working has become a lot more common since COVID hit, with a large number of organisations making it a much more normal way of working. This has a positive effect on employees with childcare and can also help with travel expenses. The use of technology has also helped to make this common practice now as remote working can be done via personal computers/devices. Though a report by Howlett. E, 2023, suggests that, ‘A third (35 per cent) of employers say working from home increases conflict between employees’ 
It also goes on to mention that ‘working from home should be an agreed option of working between employee and employer’. This approach makes sense as this can be tailored to individuals. If it is an employees choice to work in the office, rather than working from home, then this could also reduce the risk of conflict in regards to home working. They also go on to highlight some of the advantages to allowing employees to work from home,
· Less stress and anxiety from the commute to and from work 
· A better work-life balance 
· Financial benefits with the decrease in travel and parking costs 
· Performance improvement – some individuals will work better outside of a busy office environment
Encourage breaks is another point made here. A workforce who can stop for a break and get away from their desk or place of work for a short period of time can help to recharge the batteries and refocus on the task at hand. They even go on to suggest ‘take a walk or even work in an entirely different part of the office.’
Another suggested method to ensure better working lives according to Fuhl,J, is ensureing that employers or managers are ‘leaving the office on time, taking breaks and not emailing workers out of office hours or expecting them to deliver work in unworkable time scales when it isn’t urgent’. 
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Task 2
Conflict in the workplace can in both formal and informal forms, but no matter what the manner of the conflict is, it is in the best interest of everyone involved, including the employees and employer that it is resolved in the quickest and most effective way. 
NCVO (2022) tells us about different types of conflict in the workplace, ‘Informal conflict may involve a minor clash or disagreement between two people’, which can often be resolved in an informal manner, such as mediation and any issues will hopefully be resolved without the need to go to anything formal. 
‘Formal conflict may involve a claim brought against your organisation in an employment tribunal’. It can also be covered by a formal investigation on an employee for any misconduct. 
They also go on to tell us that conflict usually falls within, ‘conflict between individuals, involving colleagues/employees and their managers, conflict between groups, involving teams or departments/larger groups of employees’  
Conflict in the workplace can cause a lot of issues and can lead to a toxic culture, which can have a detrimental effect on other workers in the department or organisation. This can in turn, lead to poor productivity and moral within the workforce. 
Acas (no date) tells us that ‘Misconduct is when an employee's inappropriate behaviour or action breaks workplace rules’. This can be anything from being absent from work without permission or without informing the employer, bullying or harassment, refusing to work or do certain tasks required. Within my organisation, breaches of confidentiality are a key misconduct. Misconduct can lead to conflict between employees, employee and management and it can also lead to departmental divides, so dealing with any issues, swiftly and efficiently is vital for the success of any organisation. 
If an organisation can effectively deal with these issues, it will help to avoid any official employee action. 
Official employee action is said by Acas, 2023, to be ‘An official strike is when a trade union has followed all the legal rules. This includes holding a ballot for members to vote. A strike is unofficial if a trade union does not follow the rules, or employees take action that's not authorised by a union’ it also goes on to mention, ‘In an official strike, employees are protected by law’.
There have been a lot of high profile strikes lately, within my organisation, Hywel Dda University Health Board and the NHS nation-wide, the nurses strike for fair pay are a prime example of official action by employees, as this went to ballot to vote. 
Nidirect tells us that ‘Industrial action is protected by law as long as: the dispute relates to a trade dispute between workers and their employer, a secret postal ballot has been held and the majority of members voting have supported the action, detailed notice about the action has been given to the employer at least seven days before it commences’. If any of these points are not done, the action will be seen as unofficial.
They also go on to say, ‘There's no protection for: unofficial industrial action, action called by a union unsupported by a ballot, secondary industrial action that is in support of workers of another employer, action promoting 'union labour only' practices, action in support of anyone dismissed for taking 'unofficial action'’. 
There seems to be a lot of strike action in the UK over the last few years, Dochi,E (2023) suggests that, ‘The strikes came about after more than a decade of social service cuts and austerity policies that were primarily hard on the working and middle class, along with significant changes in the UK economy that some analysts claim have accentuated disparity’. This can be seen as being worked harder and not being paid a fair wage, as well as pay not rising at the same rate as current living costs. We have all be struck by the rise in the cost of living, and it only seems to be getting more difficult. There has been strike action in UK schools, the rail network workers as well as the nursing strike action. With all the financial cuts to these services, it is hard to see how it can improve. 
When it comes to workplace conflicts, it is possible to bring in a third-party to facilitate either mediation, conciliation, or arbitration. 
Mediation is when an impartial third party, who is not involved with other parties involved, will come in to discuss a problem or issue (such as a fall out in work) between the parties involved. Mediation is normally used if informal discussions have not resolved the issue. A mediator cannot force a solution, any solution should be agreed by both parties.
Gov.UK goes on to explain that, ‘Mediation should not be used to solve problems that have to be formally investigated (for example, harassment or discrimination)’. 
Mediation is a quick way to resolve workplace disputes, 
ACAS explains that mediation should be, 
· less formal
· flexible
· voluntary
· confidential
· usually not legally binding
Conciliation can be simply explained as being similar to mediation but would be used to try and find a solution. Like mediation, it is voluntary. UK Gov. Explains, ‘before you make a claim to an employment tribunal (known as early conciliation), after you make a claim to an employment tribunal (known as conciliation)’. With mediation, the employees cannot be forced into a possible solution and the mediator does not have any authority to make a decision on a solution or outcome, this is something that the employees need to come to themselves. With conciliation, the third party can suggest a solution to resolve the problem. 
Arbitration is described by UK Gov. As ‘when a third-party makes a firm decision on a case after considering all the issues’. Both parties involved need to agree to an arbitrator’s decision as being legally binding. The arbitrator must be impartial. When the arbitrator comes to their decision, it is legally binding. This decision cannot be changed, 
The Employments Rights Act 1996 protects workers from being unfairly dismissed. Waite, et al. (2021), Tells us that the act gives us fair reasons for dismissal. These are, capability or qualifications, conducts, redundancy, legal restriction or statutory ban, some other substantial reason. This means an employee can be fairly dismissed if they do not have the qualifications or capability to do the job, for misconduct (such as constantly being late, not turning up for work, theft, substance misuse, under the influence of alcohol, abusive behaviour, etc.). 
Some examples of unfair dismissal would be for an employee to be dismissed for being pregnant and/or wanting maternity/paternity leave, wanting to take annual leave, if the employer does not follow procedure in a dismissal, to name a few. 
Kearsley, L (2023), suggests that employee grievance comes from the below figures. 
· Bullying and or harassment (67%)
· Relationships with managers (54%)
· Relationships with colleagues (49%)

Other examples of grievances could be poor working conditions. If they aren’t in a safe, or comfortable environment. I personally have worked in a dark, dusty and cluttered filing library with no windows, and it was not a very nice environment to work in. Being underpaid for the job you are doing, feeling undervalued and, being over worked. Lack of development opportunities, discrimination, lack of benefits, lack of employee voice, the list goes on. 
Employees can also have grievances against other employees, they may feel that one employee is getting special treatment from management, or they may feel that they are being bullied by a colleague, or just a fall out or clash of personalities to name a few, but the list could go on. Basically, a grievance could come from employees simply not getting on or disagreeing with certain things. 
Discipline-handling procedures can come under either formal or informal. Informal are more like meetings where concerns can be raised and hopefully resolved. Formal would cover things like investigation in to conduct and hearings for more serious issues. There are some key skills required for effective grievance and discipline-handling procedures. 
Indeed.com, 2023. States, ‘Giving employees a voice and listening to their grievances provides them with a sense of belonging and lets them know you care about their well-being'. The ability to stay calm is essential when dealing with a grievance, if someone who is meant to be dealing with the issue isn’t calm, the employee will not be calm or have confidence in them or the process to resolve it. 
Listening seems obvious, but you are dealing with a complaint, and do not have the ability to listen properly, you can miss vital information or mis-interpret the issues. It can also be obvious if someone isn’t listening to what you have to say, and this can cause more issues and add to the problem. 
Show empathy and be able to show that you understand where they are coming from and see and understand why they are upset or angry. Being kind and showing empathy can also help the employee to go along with any possible solutions you may have to rectify the problems. 
Asking questions about the issue is a good way to show that you have been listening and want to fully understand. If you do not understand their full side of the story, the solutions you suggest may not be the best for the situation. 
Being decisive and trying to resolve the issues as quickly as possible once you fully understand the full picture is also important. You do not want the issue to remain for long periods of time as this can often make things worse for anyone involved.  
It is also vital to document everything in case you need to go back to it later, or revisit some information given to you. 
Provide on-going support to the employee to implement the possible resolution and follow up once the changes are in place. This can help to build positive workplace relationships. Indeed.com also goes on to say ‘Additionally, it shows that you care and prioritise their best interests, leading to a happier and more productive work environment’. 
All in all, handling any workplace grievances effectively will benefit the employee, employer, and organisation as a whole. It will help to create a positive working environment with a happier workforce, and this will mean higher productivity. 
UK.Gov explains collective agreements as ‘employer may have an agreement with employees’ representatives (from trade unions or staff associations) that allows negotiations of terms and conditions like pay or working hour’. An organisation may use representatives in the form of employee representatives or trade union representatives in order to communicate with their employees or to negotiate the terms of their employment contract. This should cover rate of pay, benefits, number of working hours, number of days or hours leave, agreement to follow certain procedures, such as health and safety, conduct and behaviour etc., notice periods for ending employment and so on. 
Indeed.com, describes organisations as ‘either unions or non-union, which determines how the company creates policies and working conditions’. An example of a non-union organisation would be Apple, which is probably the biggest name in modern technology these days. A non-union organisation is where the company owner or owners are the ones who decide on company policies. In a non-union organisation, the employees will individually negotiate their terms with the employer, this means that each employee's contract is different and individual to them. In this situation, the employer is pretty much in full control. 
Indeed.com goes on to explain a union organisation as ‘an organized group of employees who collaborate and communicate with their employer to negotiate the terms of their employment’. Employees will have some form of control in terms of negotiating aspects of their contract through a union group, for example, the nurses in the NHS negotiating pay. Indeed.com goes on to say ‘The purpose of a union is to act as an intermediary between the employees and the employers’. In other words, a union can give power to the employees by banding together. 
Both union and non-union organisations have examples of their own benefits.
Union
· Sick leave
· Health benefits
· Retirement benefits
Non-union tend to receive less benefits to union businesses but will often pay higher wages.
Employees can be represented through trade unions, employee representatives and work councils.
Collective bargaining simply put, gives the employees more power by standing together.TUC.org tell us ‘Collective bargaining is the official process by which trade unions negotiate with employers, on behalf of their members’. This is only possible in an organisation who recognises a trade union. Through this, the employees are represented by the trade union, who will then negotiate terms with the employer. 
Some employers do recognise the benefits of recognising a union, for example, being able to negotiate terms for a high number of employees at one time, for example, wages, number of hours, annual leave entitlement, etc. 
Negotiations on certain terms can either cover a workforce, or just a specific group of employees or departments. For example, all NHS Wales employees covered by the Agenda for Change received a 5% pay increase in 2022/2023. These negotiations were made between NHS and the trade union representing the employees. 
Employees being represented by a union are all standing together to receive a benefit for the workforce as a whole, them standing together to get the change they want, or need is more likely to result in them being successful. 
Collective bargaining can also help with creating and fostering a positive relationship between employer and employees. This in turn will help to create a happier and healthier workforce which will lead to higher productivity overall. Successful bargaining will help to ensure that things like labour strikes do not occur. 
It also means that once a settlement has been reached, both employees and employers know where they stand with each other, and they know what is expected of them. 
Collective bargaining can also help from a government standpoint, as any issues are usually resolved between the union and employers. Some disadvantages of this could be that only a small number of people will be the ones to decide on the final settlement and it can also be expensive and time consuming to everyone involved. 
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