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Section 1
Review emerging developments to inform approaches to employee voice and engagement. (AC 1.1)
Employee voice and engagement clearly has a direct link to improving employee motivation and in turn improving organisations’ goals (Shipton, 2023). Welcoming and encouraging employee voice provides employees with the opportunity to positively impact an organisations goals, culture and productivity by involving themselves with the wider organisation (Bridger, 2018).
Employee voice can be maximised when listened to as a group rather than individually especially when it comes to making big organisational decisions. The more input considered when making decisions, the successful the outcome will be. The use of group digital channels is an easy way for voices to be heard particularly now that most organisations allow employees to work remotely. Using a variety of digital and in person communication channels allows organisations to empower employee voice by giving them opportunities to voice their views and opinions in their preferred method (Shipton, 2023). Some employees feel more comfortable voicing their opinions/views through an online platform, whereas others may prefer in person discussions, either way this can encourage engagement as employees feel more involved and valued. 
The use of modern technology allows people professionals to effectively voice their views and opinions through a range of platforms and in turn will develop stronger relationships and improve performance (CIPD, 2023a). Some examples of modern technology can include social media, an organisation’s intranet, online surveys, the use of AI, etc. (CIPD, 2023a). There are many benefits and risks associated with the use of modern technology in employee voice. The benefits include providing an alternative way to communicate and engage with the wider organisation, fast communication and can assist with analysis and recommendations for the future. The risks could include data security, employees becoming too reliant on digital communication and lack skills when it comes to in person discussions (CIPD,2023).

Differentiate between employee involvement and employee participation. (AC 1.2)
Employee involvement and employee participation aids in developing a more collaborative workplace and consequently improves decision-making processes. Encouraging employees to actively participate in day-to-day decisions and planning for an organisation’s future goals will ensure employees feel included and consequently will improve staff morale and productivity (Armstrong and Taylor, 2020). 
Employee involvement refers to the input from employees on their own day-to-day business activities (LinkedIn, 2024). Involvement focuses on improving the direct connection between employees and management by encouraging employee voice when discussing their own responsibilities and processes. Whereas employee participation is the process of employees being an active participant when it comes to wider decision making within an organisation (Indeed, 2024a). Employee participation implements a more collaborative approach by encouraging employees to come together as a collective to make key business decisions (LinkedIn, 2024). 
By encouraging both methods of communication it provides employees with a sense of belonging and could result in a rise in their engagement and productivity. 

Assess three employee voice tools and two approaches that might be used to drive employee engagement (AC1.3)
Employee voice provides employees a platform to put forward their views, opinions and input in their work. This enables employees to feel valued, trusted and influential, which if encouraged can increase performance and job satisfaction (CIPD, no date).  There are two apparent forms of employee voice: Individual and collective. Organisations should promote a range of communication channels that encourage the use of both individual and collective employee voice. 
There are 5 main channels that can be used to encourage this; Meetings, Employee Apps, Employee Forums, Intranet and Focus Groups. 
Meetings are known to provide a formal and informal method of communication, there are many different types of meeting that can be utilised to encourage employee voice, these include department meetings, 1 to 1 meeting, project meetings, “huddle” meetings etc. (Shipton, 2023). Historically meetings would usually be the main form of communication within organisations, however The Harvard Business Review states that 71% of senior managers have said meetings are unproductive and inefficient and organisations are opting for more efficient ways to communicate (Perlow et al. 2017) therefore, alternative methods of communication are now being used. 
Employee apps can be extremely effective when organisations adopt a remote work environment by providing internal communications such as sharing announcements, organisational changes, issuing surveys or polls, sharing policy changes and business continuity plans (Shipton, 2023). The use of employee apps can build engagement if used effectively, encouraging senior leaders to interact on the app will in turn encourage other employees to engage. However, if employees are not engaged, this may not be cost effective to the organsiation. 
Employee forums can include any communication platform used for employers and employees to discuss workplace matters (Acas, 2022a). Forums are typically used for obtaining ideas to improve business performance (Engage for Success, no date). 
An organisation’s intranet is a private platform that can be used to empower employee voice by sharing information, resources and promoting communication between colleagues (Shipton, 2023). If used effectively this platform can be a stepping stone in better communication and engagement between employers and employees. 
Focus groups are used to identify issues within the workplace and allows employers to gain an insight into the employee’s views and opinions (Shipton, 2023). They assist managers in understanding employee’s own experiences and promotes a sense of involvement and respect within the workplace (LinkedIn, no date).
Critically evaluate the interrelationships between employee voice and organisational performance (AC 1.4) 
Employee voice and organisational performance can be linked through the development of a positive workplace culture that welcomes the input of its employees. Employee voice should be valued by management as it could influence their own working practices and an organisations’ wider objectives such as working conditions, HR processes, policies and procedures etc. (Wilkinson, Barry and Morriston, 2020). 
The CIPD conducted a research report on employee voice and how it impacts engagement and performance. 2,372 employees took part in a survey to explore the effectiveness of employee voice at work. The report revealed that there is clearly a positive link between voice and job satisfaction (Shipton, et al. 2019), which in turn will boost their performance at work. 
Providing employees with opportunities to participate in important decisions can have a positive impact on their wellbeing, job satisfaction and motivation which in turn links to higher productivity and innovation (Young, 2024). The Taylor Review of Modern Working Practices (2017) revealed that employees are more likely to take pride in their work when they have a meaningful say at work. 
Although mostly positive, employee voice could also have a negative impact on performance if employee’s voice is not listened to. Wellbeing, morale and innovation can be impacted if voice is not welcomed (Brown, 2018) as this leaves employees feeling undervalued and can affect their job performance. 
Explain the concept of better working lives (AC 1.5)
In 2018, the CIPD issued UK Working Lives (UKWL), an annual representative survey of UK workers. The annual report draws together research on good work and defines issues that have an impact on job quality, productivity, well-being and engagement (CIPD, 2018).
In the 2019 report, the CIPD states that to improve well-being and work-life balance the focus should be on flexible working arrangements and practices (CIPD, 2019). 
The UKWL survey uses 7 dimensions to recognise job quality and good work, these are:
1. Pay and Benefits- ensuring pay is as a percentile and abides by Living Wage; offering employee pension contributions and any employee benefits such as private health care, fleet, bonuses. 
2. Contracts- Types of contracts; job security; unemployment. Employees need to feel protected when employed.
3. Job design and the nature of work- Employee’s workload and standard of work; ensuring employees feel empowered within their role; ensuring job descriptions and expectations matches an employee’s skills and qualifications; employers need to ensure that adequate resources are available for employees to carry out their role; employers need to provide develop opportunities for their employees. 
4. Work Life Balance- Employers need to ensure that employees are not overworked; offering extra time for commuting; HR should initiate flexible working practices.
5. Relationships at Work- Employers should provide sufficient social support and consistency; relationships at work should be of a high professional quality; management quality should reflect an organisations ethos; psychological safety should be considered. 
6. Voice and Representation- Employers should welcome opportunities for employee voice.
7. Health and Well-being- Employers should recognise the positive and negative impacts work has on employees’ physical and mental health. 
(CIPD, 2019) 
The CIPD report clearly states that consistent positive recognition, stability and wellbeing have a clear correlation with how satisfied employees are and thus how productive and engaged they are within the workplace. These 7 dimensions all aid in better working lives and incorporating these within working practices should be at the forefront of all organisations. 
Section 2
Distinguish between organisational conflict and misbehaviour, and between informal and formal conflict (AC 2.1)
Conflict is inevitable within all organisations but it is important to recognise the difference between organisational conflict and misbehaviour to resolve issues effectively. 
Conflict typically arises when an organisation faces change, that does not need to be drastic but has an impact on the employees or the working environment and whether this is a threat, a challenge or just a frustration, all would be considered organisational conflict (Armstrong and Taylor, 2020). Organisational conflict can occur on different levels; within groups, individually or within teams and can become counterproductive if work is being affected by personality clashes and hostility (Johnson and Keddy, 2010). In worst case scenarios, organisational conflict can result in formal discipline or grievance cases (CIPD, 2020). Examples of common organisational conflict include personal disagreements, creative differences, discrimination etc. (Indeed, 2023). This type of conflict can have a major impact on productivity and engagement which would be demonstrated if sickness and absence levels started to increase (Cassidy, et al. 2020)
Conflict could also provide a positive implementation of change, also known as creative conflict. This type of organisational conflict introduces new or adapted ideas, insights or solutions (CIPD, 2020) into an organisation’s current processes, ways of working or culture. For example, introducing improved and efficient ways of working.
Similarly to organisational conflict, misbehaviour can also cause major issues for an organisation. As organisations grow and develop, cases of misbehaviour may also arise, and it is important for people professionals to recognise and resolve this promptly to protect employees and before the reputation or culture of the organisation is impacted (Indeed, no date). 
Types of misbehaviour can include: 
· Insubordination
· Harassment and discrimination
· Theft or Fraud
· Drug/Alcohol abuse
(Indeed, no date).
Informal conflict can be resolved typically by management intervening early on by dealing with issues privately by having difficult conversations or meetings with those involved (CIPD, 2020). Examples of informal conflict include poor attendance, failure to meet deadlines, unacceptable language, not abiding to dress code etc. 
Formal conflict however can be more difficult and sometimes costly to resolve and could result in disciplinaries and grievances. A report published in 2021 for Acas estimated that formal grievance resolutions cost UK organisations £356 million and disciplinaries costing £2 billion (Saundry and Urwin, 2021), this clearly indicates that formal conflict is costly and should be avoided where possible. Examples of formal conflict include harassment and discrimination, breeches of code of conduct, unethical behaviour. 
Distinguish between official and unofficial employee action (AC 2.2)
There are two types of employee action, official and unofficial and both are used to resolve some sort of conflict within the workplace.
There are 3 main types of official industrial action:
· Strikes
· Picketing 
· Action short of a strike (refusal to work overtime)
(Horne, 2024).
The most common type of industrial action is strike, where employees refuse to work in an attempt to warrant change, most commonly pay and better working conditions (Unison, no date).
An official strike involves mainly those part of a trade union following legal rules and employees are protected by induction action law (Acas, 2024a). As unemployment rates have dipped and more people are in demand for work, employees have a higher bargaining power meaning more freedom to strike (Boys, 2023). 
Picketing involves employees forming a group of workers and trade union representatives and positioning themselves outside a workplace creating a ‘picket line’ to announce to others the reasons for the strike action (Acas, 2024c). 
Action short of a strike involves employees continuing to do their daily work but refusing to do some aspects of their job, for example only doing the work outlined within their contract and not working any overtime, deliberately completing their work at a slower pace (Acas, 2024a).
Unofficial industrial action involves employees using their employment rights but taking action that is not protected by industrial action law (Acas, 2024a). An example of unofficial action is ‘secondary action’ which involves people going on strike in sympathy with those employed by another organisation and it can involve refusal to cross a picket line or refusing to do business with the employer in dispute with those on strike (Acas, 2024a). 
Unofficial strike is another example, this can include employees striking without consulting with their trade union representatives or when a trade union does take part in a strike but does not follow the legal proceedings that comes with it (Acas, 2024a). 
As unofficial action is not protected by industrial action law it can have a major impact on those involved. Employees can be subject to a disciplinary or dismissal if an employer deems it as official action. 
Assess emerging trends in the types of conflict and industrial sanctions (AC 2.3)
The most common emerging conflict trends we see within the workplace that result in industrial sanctions typically include pay, better working conditions and bullying and harassment claims (Wigan, 2024). People management report that there is a clear link between times of economic hardship and an increase in conflict within the workplace and thus more calls for industrial sanctions.
Hybrid working is a new emerging trend in relation to conflict, according to Mayne (2023) three quarters of employees would actively seek new employment if their organisations did not consider a more flexible working approach. A recent example of this conflict that resulted in industrial action involves employees at the Office for National Statistics (ONS) voting to take part in a strike in a dispute over hybrid working (Jones, 2024). The union states that managers should be more receptive when it comes to hybrid working and that since the start of the pandemic this method of working was deemed successful and managers assured staff that it would remain post pandemic (Jones, 2024), however this has not been the case and thus has caused a rise in conflict which has now resulted in an industrial sanction. 
Distinguish between third-party conciliation, mediation and arbitration (AC 2.4)
To resolve a workplace dispute between an employer and an employee there are 3 conflict resolution approaches employers can take:
· Mediation 
· Third-part conciliation
· Arbitration 
(GOV, no date a).
To deal with a dispute or conflict within the workplace early on, mediation should be the first step. This process is voluntary and flexible and led by an impartial third party (mediator) to resolve conflict (Gifford, 2023). This method can be used during any stage of the disagreement and has many benefits including: creating a safe and confidential space for all parties involved; encouraging parties to have open and honest discussions; helping parties to adopt a joint problem-solving solution; developing the skills for parties to resolve future conflicts (Gifford, 2023). Mediation can be used to resolve:
· Personality clashes
· Bullying and harassment claims
· Communication issues
· Workplace relationship breakdowns
(Acas, 2022b).
Mediation cannot be used to resolve cases that involve disputes overpay or conflict that related to dismissal or conduct (Acas, 2022b).
Similarly to mediation, conciliation is a voluntary process and involves a third party aiding in resolving the dispute. This approach is used when neither side of the parties involved can come to an agreement and the third-party conciliator will attempt to find common ground and help all parties come to a resolution (Acas, 2022c). Conciliation can be used to resolve issues surrounding: 
· Contractual terms and conditions
· Issues relating to pay
· Trade union recognition
· Working practice changes
· Redundancy consultations and selection
(Acas, 2022c).
 Arbitration is a more formal process than mediation and conciliation, the third party (arbitrator) considers the arguments presented by both sides of the parties involved at a meeting (hearing) and comes to a resolution based on the evidence both sides present (Acas, 2022d). Arbitration should be a last resort if the dispute cannot be settled through mediation or conciliation and is a legally binding agreement (GOV, no date a). 
Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues (AC 3.1)
A dismissal is sometimes a necessary course of action and occurs when: an employer terminates a contract, with or without notice; when a fixed term contract ends; the employee leaves the organisation without notice (Ayling and Suff, 2023). For a dismissal to be considered ‘fair’, it must be one of the following reasons:
· Conduct
· Capability or qualifications
· Illegal activity or contravention of a statutory duty
· Redundancy 
· Some other substantial reason 
(Ayling and Suff, 2023). 
The Employment Rights Act 1996 protects employees from unfair dismissal, employers must follow a fair procedure, or the dismissal could be considered unfair and brought to an employment tribunal (CIPD, 2024b).
Capability is one of the 5 reasons for a fair dismissal and is assessed ‘by reference to his or her skill, aptitude, health or any other physical or mental quality’ (CIPD, 2024b). For a capability dismissal to be deemed unfair employers must have not followed the correct procedures put in place to assess an employees’ capability and performance, for example if an employee has been having increased levels of absences due to having a disability, employers must consider and put in place all suitable reasonable adjustments before they have any grounds for dismissal in compliance with the Equality Act 2010. A recent example of this was reported in People Management, a senior care worker, Maria Ceriaco was unfairly dismissed due to her disability. Maria was absent for 60% of her employment due to her disability, it was agreed by her manager that she would reduce her hours from 12 per week to 6, however after another period of absence her manager increased her hours back to 12, which Maria refused, and she was dismissed. Maria’s occupational health advice to her manager was to keep her reduced hours and on this basis the tribunal deemed the dismissal as unfair (Brown, 2024). 
Conduct is another reason for a fair dismissal and examples include; insubordination, consistent tardiness, unauthorised absences, continuous poor attendance. There are also more serious examples that would be considered as gross misconduct and these include, dishonesty, theft or fraud, harassment, negligence, discrimination (CIPD, 2024b). For a dismissal based on conduct to be considered unfair the employer must have followed a procedure before dismissal, an investigation must first be held then followed by a disciplinary hearing giving the employee an opportunity to present their case and appeal. This process should follow the guidelines set out in Acas Code of Practice (CIPD, 2024b).
Analyse key causes of employee grievances (AC 3.2)
Grievances are inevitable within organisations and can relate to many workplace issues most commonly working conditions or colleague and management relationships (Indeed, 2024b). Grievance procedures are put in place to ensure employers deal with issues raised in a fairly and consistently (Suff, 2024). 
XpertHR conducted a survey in 2023 to determine the key causes of employee grievances. The survey found that the reoccurring issues consisted of bullying and harassment, pay, relationships with other colleagues and relationships with managers (Webber, 2023). 
Employers have a legal obligation to protect employees from bullying and harassment claims and should deal with these types of grievances in a timely manner (Acas 2023b). For employers to correctly deal with the grievance they first need to determine the severity of the accusation and those involved. A bullying or harassment grievance can have major implications on an employee’s motivation and engagement and possibly absent levels (Unison, 2013) and thus having an impact on the wider organisation. Bullying or harassment may also affect those who witness it, their performance and morale could be impacted by this behaviour if they can clearly see the issue is not being dealt with by management. 
Another common grievance reported by employees is pay and employee benefits. Employees may put in a grievance if they can see another colleague doing a similar role but being paid a higher salary (Indeed, 2024b). Although managers must acknowledge the grievance, they don’t necessarily have to respond with what the employee is asking, instead they may come to an agreement with the employee that benefits both parties. If the grievance is ignored this will impact the employee’s trust and morale.
To avoid workplace grievances, employers must ensure to follow procedures and adhere to the standards set out in the Acas statutory code of practice and aim to resolve conflicts informally and early on (Indeed, 2024b). 
Explain the skills required for effective grievance and discipline-handling procedures (AC 3.3)
To deal with grievances employers must have the required skills to effectively resolve the issue in the most effective way possible. 
Good management skills are a vital component when handling discipline and resolving grievances and should start with training on how to correctly deal with conflict within the workplace, especially where management is new and inexperienced (Faragher, 2018). Employers need to have active and effective listening and communication skills; they need to fully understand Acas Code of Practice on disciplinary and grievance procedures and abide to them correctly (Acas, 2020). The procedure states that grievances should be set down in writing in a specific and clear way and should ensure those involved are all familiar with the procedures that are in place. Employers must also take an unbiased approach and have the ability to unpick all available evidence contributing to the claim, ensuring that all parties involved are treated fairly (CIPD, 2024c). 
Advise on the importance of handling grievances effectively (AC 3.4)
Handling grievances effectively not only benefits those involved but the wider organisation, the aim of handling grievances is to correct any misconduct or conflict and to ensure those involved have a clear understand of what is considered acceptable in the workplace (CIPD, 2023b). Employees will also have more trust in their organisations if their grievance is dealt with effectively, they will feel valued and listened to, especially if the grievance resulted in an element of change. Managers who do not deal with grievance effectively pose the risk of losing the trust and support of the employees, which could impact on staff retention or absences. 
Explain the main provisions of collective employment law (AC 4.1) 
Collective employment rights are not legally binding unless a collective agreement has been put in place and incorporated into an employee’s contract (Collective employment law regulates the activities and actions of trade unions or staff associations. An employer may put in place a collective agreement that allows the negotiations of T&Cs, for example pay or working hours. This agreement could outline; the method of negotiations, who will represent employees, who is covered by the agreement, the T&Cs it will cover (GOV, no date b). 
Compare the types of employee bodies, union and non-union forms of employee representation (AC 4.2)
Employee bodies provide organisations with representation and are protected by the statutory provisions set out in the Trade Union and Labour Relations (Consolidation) Act 1992, they provide employees with a voice and aid in organisations adopting a positive employment relations climate (Suff, 2023). 
Union representatives are a collective group of employees and are put in place for organisations to use negotiation tactics such as collective bargaining to warrant change (Acas, 2014). Union members consist of workers or employees and are used by organisations to consult on changes (Suff, 2023). These changes include annual leave entitlement, pay and benefits, working conditions etc. (Indeed, 2022). 
Non-union representatives consist of individual employees and consult with employers on smaller issues within the organisation typically through HR managers (Briône, 2023). An example of this is an employee forum. Similarly to unions, they provide employees with a voice by providing a two-way communication method between employees and the employer and can provide insight into business performance, future changes, strategic issues and to voice any concerns from the employees to management (Briône, 2023). 
Evaluate the purpose of collective bargaining and how it works (AC 4.3)
Collective bargaining involves trade unions negotiating on contractual issues such as pay, annual leave, working hours etc. and typically result in an agreed arrangement aiming to suit all parties involved (CIPD, 2023c), ensuring all evidence of negotiations are documented. For employers to successfully run collective bargaining, they first need to determine the following:
· Who represents the employees
· Who is involved in the bargaining process
· When and how often will meetings occur
· What to do if more than one union is recognised
· Topics discussed 
· Solutions if an agreement cannot be reached
(Gov, no date c). 
When collective bargaining results in an agreement this becomes a ‘collective arrangement’ and must be implemented within employees T&Cs (Gov, no date c). These types of arrangements can include increased pay, hybrid working opportunities, increased annual leave entitlement etc. (Acas, no date). 
Collective bargaining provides employees with a voice for change and can be a positive and constructive approach to contractual changes, however it could result in a worsened outcome for example if employees requested a pay review, but the findings resulted in the arrangement being less favourable for the employees. 
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