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Scenario
Do Quest is a privately owned company that has accepted union recognition for its employees. It produces high-end adventure clothing and has seen a consistent increase in growth during and post the pandemic. You have recently taken on the role of Employee Relations manager at Go Quest and at your first meeting with the Directors they explain that they are keen to draw on your knowledge and experience of working in the public sector within employment relationship management as this is an area that the company management seeks to improve. They have asked you to produce a report for senior and line managers that provides them with knowledge and understanding of approaches to employee voice and how these can be best used to foster engagement, performance and better working lives. Additionally, they need to understand the different forms of workplace conflict behaviour; disputes and sanctions; the role and main provisions of collective employment law; third party interventions; and managing discipline and grievance resolution.  
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[bookmark: _Hlk102485723]Section One 

AC 1.1 Review emerging developments to inform approaches to employee voice and engagement.  
Employee voice (EV) can be defined as "the ability of employees to express their views, opinions, concerns and suggestions, and for these to influence decisions at work" (Dromey, 2016).
Employee engagement (EE) is the way an employee interacts with the role and organisation and how engaged a person is with their work and organisation (Young, 2023).
There have been several factors over recent years which have impacted the approaches used by businesses to promote EV and EE, including changes to diversity and demographics in the workplace, the impact of the pandemic, technological changes, remote/ hybrid working and changes to trade union involvement and power.
The demographic of workers in the UK has changed with more older people in work (ONS, 2016) and the more women in the workplace (UK Parliament, 2022). This has impacted the workplace with women more likely to have caring responsibilities leading to a demand for flexible working which has shaped what is important to employees. The CIPD states that flexible working can help increase job satisfaction and engagement. This is a benefit for EV as more diversity in the opinions captured can help to promote more effective decision making (McKinsey, 2023).
Remote/ hybrid working has increased since the pandemic (ONS, 2023) bringing benefits such as increased wellbeing, enhanced work life balance and higher levels of motivation and engagement (CIPD, 2024) This has meant that traditional approaches to EV which were often undertaken face to face have needed to be replaced using technology and/ or more innovative approaches.  Group approaches and instilling a sense of belonging can be difficult and communication of the organisation’s culture requires a different approach as it can be less visible with employees working remotely.

AC 1.2 Differentiate between employee involvement and employee participation and how it builds relationships.  
Employee involvement and participation are two approaches to EV.  The Information and Consultation of Employees Regulation (2005) made the need to inform and consult with employees on key issues a legal requirement (Briône, 2023).
Employee involvement is where the organisation implements processes to directly inform and involve employees in decision making and allowing them to have a direct input in to how the organisation is shaped and developed.  This allows for multiple voices to be heard and their own words to be used.  Examples of this could be direct emails, suggestion boxes and team meetings. Whilst this may be a more time-consuming approach, the organisation could benefit from a more diverse feedback and challenge which could influence more diverse ideas and could help employees feel more involved due to the direct nature of the process.
Employee participation is where organisations engage with employees via representatives, this could be via trade unions or employee representatives.  This process also allows employees to have input into decision making, however, as they do so via a representative, individual voices are not heard, and the majority opinion is shared.  Examples of approaches of employee participation could be employee forums where elected representatives obtain information and feedback staff opinions.  This is often seen as a quicker approach as less communication is required from the organisation but there is a risk of some opinions may not be heard (Taylor and Woodhams, 2022).

AC 1.3 Assess three employee voice tools and two approaches that might be used to drive employee engagement. 
EV can be valuable to an organisation and should be utilised across the organisation.  Employees have knowledge and can provide extensive insight into processes and strategy (Cambell et al, 2023).  To promote EV, it is important for organisations to have a ‘speak up culture’ where employees feel safe to voice their opinions without fear of repercussions and job insecurity (HR Magazine, 2018).
There are multiple EV tools that organisations could consider.  
1. Surveys allow large numbers of staff to be contacted and can be undertaken periodically to allow for comparison and outcome measurement as well as anonymised to promote openness.  However, the value is reliant on employees engaging and an open culture.  There is a need for meaningful feedback processes which can be time intensive but important so that staff understand that their feedback has been considered (Campbell et al, 2023).
2. One to one meetings can provide a regular opportunity for discussion with manager which could promote openness and relationship building. To be meaningful, there is a reliance on good relationship with manager which can vary across teams.  There is a risk that due to the nature of a one on one, ideas can be altered or not fed back, and they can also be seen as a tick box exercise which can lead to disengagement with the process 
3. Focus groups can be helpful for projects, changes or to gain further information to support survey results.  This allows for discussion and multiple voices can shape an outcome and organisations can gain deeper insight into the views and perceptions of employees.  However, group think can occur, and some voices overpowered (Campbell et al, 2023).
MacLeod (2009) defined four key enablers to drive employee engagement.  These were leadership, organisational integrity, line management and employee voice.
Leadership is the communication the strategic objectives to employees and engages them to promote awareness of their role in achieving the objectives and promotes a sense of belonging (Quilliam, 2024).
Strong line management can also help to promote engagement.  Managers who are engaged, inspire, support and empower their teams, promoting development and encouraging engagement (HR Magazine, 2017). Whilst leadership and line management are key enablers, they need to be lived by the organisation and is shaped by culture and having the right people in the leadership and management roles which can be difficult to recruit in to.

AC 1.4 Critically evaluate the interrelationships between employee voice and organisational performance. 
The CIPD (2024b) Good Work Index states that EV is integral to good work. It is accepted that “quality of work environment has a significant impact on wellbeing” (CIPD, 2020). Research indicates that employee wellbeing is a major contributor to organisational performance due to motivation and reduced absence (CIPD, 2024c).  When executed appropriately EV can make employees feel influential and valued which can positively increase productivity and performance. 
The inclusion of multiple voices in decision making increases challenge and diverse opinions which has been shown to enhance innovation, creativity, productivity and business results (CIPD, 2022a).  Bryson et al (2013)[footnoteRef:1] found that organisations where employees have some form of voice suffer less conflict and higher levels of productivity which can lead to enhanced performance. [1:  REFERENCE FROM EMAIL ] 

There is a need for organisations to foster this culture or employee silence will occur.  Employee silence can be hugely detrimental to organisations and is generally caused by fear of repercussions and the feeling that sharing opinions is futile.  Whilst not easy, particularly with the shift to hybrid and remote working, organisations should strive to implement a culture of openness (CIPD, 2022b).
Employee engagement can slow decision making and lead to conflict or dissatisfaction as multiple voices are involved and will not always agree.  Structures should be in place to ease conflict including confidentiality, whistleblowing, feedback processes demonstrating fairness in the process and processes to ensure that all voices can be heard which can include training and methods of communication to promote inclusivity (Sharp, 2018). Many studies indicate that EV and engagement are drivers in the productivity of businesses, many show a correlation between the two rather than direct causation (Young, 2023), however, the majority of high productivity organisations utilise the approach due to the documented benefits.

AC 1.5 Explain the concept of better working lives and how this can be designed. 
The CIPD Good Work Index (2023a) provides eight elements which contribute to good work and better working lives.  These are:
· Pay and benefits
· Contracts 
· Work–life balance  
· Job design and the nature of work 
· Relationships at work 
· Employee voice 
· Health and wellbeing.
The Index is an annual benchmarking assessment of job quality within the UK.  Recommendations are also raised based on the findings of the report.
There are multiple methods that Go Quest could utilise to help to design an environment where employees had good working lives.  For example, to promote a healthy work life balance, the organisation could work with colleagues to understand what matters to them in relation to work life balance.  Potential solutions to support this are the implementation of a Flexible Working Policy and the use of hybrid working.  Many organisations are moving to a nine-day fortnight or four-day week, which have shown an increase in work life balance (Employee Health, 2023).
To promote physical and mental health, it could consider introducing mental health first aiders and stress awareness training.  Employee Assistance Programmes and discounted gym memberships are also a popular choice with organisations to provide support and promote fitness (Suff, 2024).
To ensure that it pays fairly, it could utilise benchmarking with other organisations of similar type to determine appropriate pay rates or utilise CIPD guidance, such as the Pay, Performance and Transparency report (CIPD, 2024a), on this.  Consideration could also be given to periodic pay increases in line with inflation to ensure that ‘real time’ pay is not decreasing. 




Section Two  

AC 2.1 Distinguish between organisational conflict and misbehaviour, and between informal and formal conflict. 
Organisational conflict can be positive, for example, healthy competition or challenging ideas or negative which can vary in impact from personality clash between staff members to bullying and harrassment.  
Misbehaviour is intentional, negative, harrassment or other disruptive behaviour.  Both negative organisational conflict and misbehaviour can impact on staff morale, the ability to achieve objectives and performance and can have an impact staff wellbeing (CIPD, 2020).
Conflict can be classified with two categories – formal and informal.  Formal conflict is where a formal grievance or complaint is raised or legal action taken. On a collective basis, formal conflict could mean union involvement and industrial action. Informal conflict can also be disruptive but on a lower level and may look like an employee voicing a concern or opinion outside of the formal route. This may be related to two people not getting along rather than an issue with the organisation (NCVO).  The difference is how it is reported and managed, rather than the impact of the conflict.  Studies have shown that early, informal action can aid the organisation to understand the cause and impact of the issue to allow them to identify and agree a mutually beneficial outcome for all parties (CIPD, 2020).  It is likely that this is due to the conflict being handled earlier in the issue and not allowing it to progress.

AC 2.2 Distinguish between official and unofficial employee action. 
Industrial action is covered by the Trade Union and Labour Relations (Consolidation) Act 1992 and the Employment Rights Act 1996.
Official action is where employees and trade unions have followed the legislation and all processes and can lead to picketing, a strike or action short of a strike which is essentially where employees reduce their work to impact the productivity of the business.  To comply with the legislation, an official ballot needs to be conducted and the employer should be duely notified (gov.uk). During official action, employees would be protected by the industrial action law noted above which would mean that they could not be dismissed or punished for engaging in the action and could bring an unfair dismissal case against the employer if dismissed within twelve weeks of the action.  This would apply to union members and non-members.
Unofficial action is where all expected rules and processes have not been followed but action is taken anyway.  In these instances, employees would not be protected by industrial action law but would retain their employee rights, therefore, they could be reprimanded for their behaviour.  Examples of unofficial action could be sympathy action, where employees act or refuse to cross a picket line in support of another strike or a strike is held without the correct processes, either linked to a trade union or not (ACAS, 2024).

AC 2.3 Assess emerging trends in the types of conflict and industrial sanctions. 
There have been several emerging trends in the workplace which could cause of conflict.  The election, wars and political issues , there has been an increase in polarisation of views of which many are very vocal which can lead to conflict and disagreement. The use of technology within hybrid working can limit the ability to read body language and connect with peers more voices at the table which can lead to conflict.  Conflict can be benefical to challenge opinion however, there is a balance to be sought to manage this. (People Management, 2024)
In terms of how conflict cases are handled, there has been a shift from a higher number of trade union resolution requests to ACAS to more individual cases being raised.  Although the number of cases hasn’t risen dramatically, it was noted that there were more cases of a more complex natrure being seen (Watt, 2024)
There are many changes which may explain this trend.  As demonstrated below, trade union memberships have declined over the last 25 years.  
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(Gov.uk, 2024)
There have been numerous changes which minimised the ability to strike including the Strikes (Minimum Service Level) Act 2023 combined with the cost of living crisis which could also reduce the appetite for strikes due to the loss of income experiences by striking workers may have resulted in employees seeing Trade Unions as a less effective option.
However, there have been several large high profile strikes in recent years including rail workers and doctors.  This aligns with data which suggests that public sector workers remain more active with collective action.
Changes in working practices, such as the shift to hybrid working may have also impacted on people sharing issues and lead to a more siloed approach to conflict resolution.


AC 2.4 Distinguish between third-party conciliation, mediation and arbitration. 
Organisations can utilise a third party to assist in resolving disputes between the organisation and an employee.  The use of a third party indicates independence and objectivity.  There are three main ways in which a third party can attempt to resolve a dispute: mediation, arbitration and conciliation (gov.uk)
Mediation is generally used after informal attempts to resolve a conflict have not been successful.  The parties would engage in a facilitated discussion to attempt to agree on a solution to resolve the issue.  To be successful an approach would need to be agreed by both parties.  This is a voluntary process and employees cannot be forced to participate.  Mediation would not be suitable for issues such as harrassment or discrimination or any other conflict which had already been formally investigated (ACAS, 2021).
Arbitration is where a third party reviews and considers a conflict and would make a decision on the case based on the facts.  Within this approach, both parties would need to agree to the decision of the independent person being binding.  This process is formal and undertaken as part of a hearing where all parties can state their case and present evidence (ACAS, 2022).
Concilliation is commonly used prior to an issue being escalated to an employment tribunal but can also be used to attempt to resolve disputes.  The process attempts to review the conflict and work with both parties to come to an acceptable solution for all.  This process is voluntary and can be stopped at any time (ACAS).

AC 3.1 Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues.
Key legislation relating to unfair dismissal due to misconduct and capability would be the Employment Right Act 1986 and the Equalities Act 2010.  An organisation could be taken to tribunal for unfair dismissal should they dismiss an employee who has worked for the organisation for more than two years via an unfair process without fair reason and without adequate justifcation for the dismissal (ACAS, 2022a).  Misconduct and capability are both disciplinary processes which could result in dismissal.  
Misconduct is related to inappropriate or improper actions of an employee and capability is used in cases of poor performance. Misconduct should be defined by an organisation and communicated to employees so that they understand the expectation.  Misconduct can be gross misconduct which would be more serious and employees could be instantly dismissed.  For less serious cases, there should an appropriate investigation.  In the case of  BHS v Burchell (1978) it was found that there should be reasonable belief of guilt after appropriate investigation to allow an organisation to fairly dismiss an employee relating to misconduct.    Employees have the right to a hearing, to be accompanied and also the right to appeal should they feel that the case was not handled appropriately.
Capability is related to poor performance is identified and the employee should be notified ASAP.  Organisations should provide support, encouragement and training to help promote improvement.  Performance Plans and monitoring are commonly used to set objectives and support employees.  There may be a need for the organisation to provide adjustments to support the employee.  Throughout the misconduct or capability process, there is a need for open conversation and agreement to support a way forward.  
The key to both misconduct and capability handling is to ensure that instances are handled in a fair and transparent manner.  The outcomes should be appropriately communicated to the employee and should be based on evidence.  Employers may decide to dismiss based on the findings or other methods such as warnings could be issued (ACAS, 2022b).

AC 3.2 Analyse key causes of employee grievances. 
A grievance is a complaint from an employee which requires an organisaiton to take action (Unison).  Webber (2023) states that the top reasons for grievences were bullying and harassment, relationships with managers and colleagues and pay.  This analysis mirrors my experience relating to grievance topic, with a particular rise in girevances relating to pay throughout the cost of living crisis.  Thoughout my career I have seen several employee and management relationships end in conflict and grievance and in some cases, exaserbated by poor handing of a grievance further damaging relationships and demonstrating unfairness and a lack of transparency.  There have been several potential contributors to this for example, with the rise in relationship breakdown between employees and managers, this could be due to the move to hybrid working and managers struggling to manage in this way or the expectations not being clearly set for employees.  Bullying and harassment may have also risen due to home/ hybrid working as it is less visible and could worsen without others being aware.
Analysis undertaken in 2021 (Taylor and Woodhams, 2022) stated that an average of 374,760 formal grievances were raised each year in the UK. As such, it is vital for organisations to have robust processes in place to respond to grievances and to train managers to appropriately handle grievances.    The repurcussions of grievances not being handled appropriately can be major and could potentailly escalate to employment tribunal in certain cases.  

AC 3.3 Explain the skills required for effective grievance and discipline-handling procedures. 
To effectively handle grievances and disciplinary processes, organisations should provide appropriate guidance and training to staff who are likely to be involved in this process.  There is a need for individuals to be fair and objective to promote fairness wihtin the process.  Individuals should be appropriately self awareness and challenge themselves and ensure that they are not asking in a biased manner.  Grievances and disciplinary processes should be handled consistently to ensure that they are fair, transparent and to minimise the risk of challenge.  
Investigatory skills are vital and evidence needs to be stored and collated effectively to support the decision.  Individuals need to be confident to appropriately challenge all parties to ensure accuracy.  An evidence based approach should be used so an awareness of evidence based practice and the beenfits of this approach would be helpful.
There is a need for confidential and good communication skills to gain and discuss evidence. Appropriate partnership arrangements to ensure that the management and HR of an organisation is sharing information and ensuring that appropriate processes are followed (CIPD, 2022b).
Active listening helps to engage with the employee through the process.  Research has shown that humans have an seek to be heard and understood (CIPD, 2022) and this can promote engagement help to re-engage following the process as it indicates respect and allows employees to share their perspective and opinion.

AC 3.4 Advise on the importance of handling grievances effectively. 
It is vital to handle grievances effectively and to set the standard expected and to address inappropriate behaviours and demonstrate that issues will be taken seriously. This could deter staff from acting inappropriately and help to promote a culture where people feel safe to voice concerns (CIPD, 2023).  In the absence of an effective process, staff may disengage, not report issues or choose to leave all of which could lead to reduced staff wellbeing and productivity.
There are other potential repercussions such as a constructive dismissal or unfair dismissal case which could cost the organisation reputationally and financially.  The whole process should be efficient and fair, as demonstrated in Blackburn v Aldi Stores Ltd where the appeals process which should provide an independent assessment of the handling on the grievance, however, this was not the case and the employment tribunal upheld the case and stated that “failure to provide an impartial appeal was capable of amounting to a breach of the duty of mutual trust and confidence” (McConnell, 2014).


AC 4.1 Explain the main provisions of collective employment law. 
Collective employment law is legislation which governs the relationship between trade unions and the employees and employers. The key legislation relating to collective employment law is the Trade Union and Labour Relations (Consolidation) Act 1992. Traditionally, there had been inequality in the relationship between employers and employees with the employer holding the power.  Trade unions sought to empower employees and allow for employee voice and recognition in the relationship, promoting a democratic workplace.
The legislation sets the standards relating to trade union recognition, processes of collective bargaining (CB) and collective agreements and the required process to take legal industrial action such as strikes.  The legislation allows for CB which is the process of negotiation between trade unions and organisations for changes in working practices and terms and conditions of employee contracts (Daniels, 2022).  Once an agreement has been met, this is known as a collective agreement and the outcome would apply to all applicable employees, not just union members.  In cases where an agreement cannot be met, strikes and other industrial action can be utilised, this is inconvenient and often costly to an employer and the threat of, or actual industrial action has encouraged an agreement to be met.  To legally do this, there is a set process including a ballot which is required (gov.uk b)

AC 4.2 Compare the types of employee bodies, union and non-union forms of employee representation. 
There are multiple types of employee representation including trade unions, non union and employee bodies.
Trade Union representatives are members of a trade union which have been allocated to an organisation.  These may be employed there or otherwise.  There are protections in place to ensure that training, resource and compensation is available as well as protection (ACAS a).
 Union representatives are often involved in multiple organisations so may not be familiar with specific organisations but should have a wealth of knowledge to share.  There is a requirement for membership to access advise and support which is payable and could be limiting to some. 
Non-union representatives can have similar rights and protections to union representatives.  There are seven statutory roles including representatives of employee safety, pension and workforce agreement representatives.  (ACAS b) Due to being employees, the representative is likely to have a good working knowledge of the business but could be prone to conflicts of interest.  However, any staff could access and would not need to be a member.

AC 4.3 Evaluate the purpose of collective bargaining and how it works.  
The purpose of CB is to mutually agree (between an organisation and employee representative) a change to working conditions or terms and conditions (gov.uk c). CB needs a defined representative e.g. union or other as noted above.  There are four key stages
· Preparation: where research is undertaken, and views and concerns of employees captured.
· The opening: Issue is raised, and expectations are communicated.
· Trading: discussion of outcomes and options and negotiation between parties to try and come to a mutually agreeable position.
· Agreement: Formal ‘offer’ which is communicated to staff and if agreed, a collective agreement is made, and relevant changes made.
If an agreement can’t be made, negotiations break down and industrial action could be taken (Unison).
CB gives employees protection against unfair treatment and holds organisations accountable and can help communication as Go Quest can communicate directly with Unions/ representatives rather than individuals.  CB can be linked to increases in innovation and change management processes and reduced staff turnover which can enhance performance (TUC, 2019).  However, CB can be a lengthy process and there is risk of industrial action which can be costly and often reported in the media which could damage reputation.

References 

Web resources 
ACAS, Dispute resolution available at https://www.acas.org.uk/dispute-resolution accessed 20 June 2024
ACAS (a) Trade Union representation in the workplace available at Trade Union Representation in the Workplace (acas.org.uk) accessed 12 July 2024
ACAS (b) Non Union representation in the Workplace available at Non-Union Representation in the Workplace (acas.org.uk) accessed 12 July 2024
ACAS, 2021 Mediation Support available at https://www.acas.org.uk/acas-mediation-support accessed 20 June 2024
ACAS, 2022 Arbitration available at https://www.acas.org.uk/arbitration accessed 20 June 2024	
ACAS, 2022a Unfair dismissal available at Unfair dismissal - Dismissals - Acas accessed 26 June 2024
ACAS, 2022b Disciplinary procedures available at Step 1: Understanding the options - Disciplinary procedure - Acas accessed 26 June 2024
ACAS, 2024, The law on industrial action avaialble at The law on industrial action - Strikes and industrial action - Acas accessed 30 June 2024
Briône, P, 2023, Information and consultation of employees (ICE) available at Information and Consultation of Employees | CIPD accessed 20 June 2024
Campbell, R, Saunders, C , Hallam, K,  Tommasi, L, and Cherry,S. Group voice channels: Guide for people professionals available at https://www.cipd.org/uk/knowledge/guides/employee-voice-guide/ accessed 28 June 2024
CIPD, Flexible and Hybrid Working, available at https://www.cipd.org/uk/topics/flexible-hybrid-working/ accessed 16 May 2024
CIPD, 2020 CIPD Managing Conflict in the Modern Workplace, available at Managing conflict in the modern workplace (cipd.org) accessed 18 July 2024
CIPD, 2022 Can learning to listen improve employee engagement? Available at https://www.cipd.org/uk/knowledge/bitesize-research/listen-improve-employee-engagement/ accessed 19 June 2024
CIPD, 2022a Equality, diversity and inclusion in the workplace available at Equality, diversity and inclusion in the Workplace | Factsheets | CIPD accessed 22 June 2024
CIPD, 2022b Maximising employee voice in a hybrid working world available at Maximising employee voice in a hybrid working world | CIPD accessed 22 June 2024
CIPD, 2023 Disciplinary and grievance procedures: Guidance for managers available at https://www.cipd.org/uk/knowledge/guides/disciplinary-and-grievance-procedures-guidance-for-managers/ accessed 20 July 2024 
CIPD, 2023a Good Work Index 2023 available at https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2023-pdfs/2023-good-work-index-report-8407.pdf accessed 28 June 2024
CIPD, 2024, Hybrid working: Guidance for people professionals, available at Equality, diversity and inclusion in the Workplace | Factsheets | CIPD accessed 22 June 2024 
CIPD 2024 Hybrid working guide available at https://www.cipd.org/uk/knowledge/guides/planning-hybrid-working/ accessed 16 May 2024
CIPD, 2024a CIPD Pay, performance and transparency report 2024 available at 8551-pay-performance-and-transparency-report-web2.pdf (cipd.org) accessed 22 June 2024
CIPD, 2024b, Good Work Index available at Good Work Index | Survey reports | CIPD accessed 22 June 2024
CIPD, 2024c Wellbeing at Work available at Wellbeing at Work | Factsheets | CIPD accessed 22 June 2024
Dromey, 2016, Going digital? Harnessing social media for employee voice. London: IPA. Available at www.ipa-involve.com/ resources/publications/going digital-harnessing-social-media-for employee-voice) accessed 16 May 2024
Employee Health, 2023 How four day weeks can improve wellbeing available at Employee Health: How 4-Day Workweeks Can Improve Well-Being (healthline.com) accessed 22 June 2024
gov.uk, Taking part in industrial action and strikes, available at Taking part in industrial action and strikes: Your employment rights during industrial action - GOV.UK (www.gov.uk) accessed 22 June 2024
gov.uk (a) Solve a work place dispute, available at Solve a workplace dispute: Mediation, conciliation and arbitration - GOV.UK (www.gov.uk) accessed 12 July 2024
gov.uk (b) Industrial action strikes, available at Gov.uk/industrial-action-strikes accessed 9 July 2024
gov.uk (c) Working with Trade Unions available at Working with trade unions: employers: Collective bargaining - GOV.UK (www.gov.uk) accessed 12 July 2024
Gov.uk, 2024 Administrative data on union membership from Department for Employment (1892-1973); and the Certification Office (1974-2021). Data on employees that are trade union members in the UK and Great Britain is based on the Labour Force Survey, Office for National Statistics.
HR Magazine, 2017, The Line Managers role in engagement, available at HR Magazine - The line manager's role in engagement accessed 3 July 2024
MacLeod, 2009, engaging for success: enhancing performance through employee engagement available at Engaging for success: enhancing performance through employee engagement (researchgate.net) accessed 1 June 2024
McConnell , A, 2014, The importance of handling grievances properly available at https://www.personneltoday.com/hr/importance-handling-grievances-properly/ accessed 15 July 2024
McKinsey, 2023, Why diversity matters even more, available at  Why diversity matters even more | McKinsey accessed 15 June 2024
NCVO Handling Conflict at Work, available at Handling conflict at work | NCVO accessed 1 July 2024
ONS 2016, Five facts about… older people at work, available at Five facts about… older people at work - Office for National Statistics (ons.gov.uk) accessed 21 June 2023
ONS, 2023 Characteristics of homeworkers September 2022 to January 2023  Characteristics of homeworkers, Great Britain: September 2022 to January 2023 accessed 21 June 2023
People Management, 2024, The Line Managers role in engagement, available at HR Magazine - The line manager's role in engagement accessed 3 July 2024
Quilliam, 2024 Leadership in the workplace, available at Leadership in the workplace | Factsheets | CIPD accessed 14 June 2024
Sharp, R, 2018, Breaking the silence, available at https://www.hrmagazine.co.uk/content/features/breaking-the-silence-employee-voice/ accessed 1 July 2024
Suff, 2024, Wellbeing at Work available at Wellbeing at Work | Factsheets | CIPD accessed 20 June 2024
Unison, disputes and grievances, available at https://www.unison.org.uk/get-help/knowledge/disputes-grievances/ accessed 14 July 2024 
UK Parliament, Status of Women and Girls in the UK since 2010, available at Status of women and girls in the UK since 2010 - House of Lords Library (parliament.uk) accessed 21 June 2024
Unison, Negotiating and bargaining available at Negotiating and bargaining | What we do | UNISON National+ accessed 12 July 2024 
TUC, 2019, Guide to Collective Bargaining available at Collective bargaining | TUC accessed 16 July 2024
Webber, A, 2023 Third of employers seeing more employee grievances available at https://www.personneltoday.com/hr/employee-grievances-rise-xperthr/ accessed 18 June 2024
Young 2023, Employee Engagement and Motivation, available at Employee Engagement & Motivation | Factsheets | CIPD accessed 21 June 2023
Watt, 2024, Dispute in the workplace: a story of change and complexity, available at https://www.acas.org.uk/dispute-in-the-workplace-a-story-of-change-and-complexity accessed 1 July 2024

Books
Daniels, K. (2022). Introduction to Employment Law. 6th edition. [London] Kogan Page.  
Taylor and Woodhams (2022) Studying Human Resource Management, 3rd ed, New York, Kogan Page, page 15-16.





image1.png
Figure 2: Trade union membership levels in the UK, 1995 to 2023
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