According to the CIPD (2022) employee voice and engagement are pivotal for organisations to ensure their workforce is motivated, committed, and productive. Emerging developments in this area are shaping organisational approaches to employee voice and engagement. As highlighted by Sharp (2018), one significant development is the rise of digital technology and social media, providing new avenues for employees to express their concerns and ideas. Employers are increasingly leveraging social media platforms like LinkedIn and Glassdoor to gather feedback and analyse data form informed decision-making. 
According to a report by Myers, Dickie and Taulbut (2018), active participation in workplace decision-making through effective employee voice, has been found to positively contribute to employee well-being. Additionally, Brower (2023) indicates, that almost 70% of individuals believe their managers have a greater impact on their mental well-being than their doctors. Astonishingly, this influence was found to be on par with that of a partner. 
A report by the CIPD (2017) suggests that in recent decades, there has been a notable transition from indirect and representative employee voice to direct and individual voice, posing a challenge to trade unions. Research shows a preference for direct employee consultation by employers, believing it reduces barriers and allows for better response to individual interests. However, trade unions are valued for their independence and their ability to address collective workforce issues, including organisational change,
Seppälä and Moeller (2018) cite that while employee engagement is crucial, over-engagement can lead to burnout. A study conducted at Yale University, which revealed that one out of every five highly engaged employees also experience elevated levels of burnout. This suggests that companies face the potential danger of losing highly motivated and dedicated employees, not due to lack of engagement, but because these individuals are grappling with heightened levels of stress and experiencing symptoms of burnout simultaneously. Implementing policies and programs that support work-life balance and promote mental health can help mitigate these risks. 
According to Indeed (2022) employee involvement and employee participation are two distinct yet interrelated concepts. Both play a crucial role in creating a positive work environment, enhancing employee motivation, and promoting organisational success. 
A report by Gifford, Neathey and Loukas (2005) defines employee involvement as the process of engaging employees in the organisation’s objectives and decision-making processes. Employee involvement initiatives have several objectives: boosting employee motivation and commitment, leveraging their knowledge and skills to enhance processes, and ensuring their interests are acknowledged while keeping them informed about the organisation's activities and position. To achieve these goals, a variety of techniques are employed, such as consultation committees, suggestion schemes, newsletters and briefings. 
Employee participation, on the other hand, as outlined by Indeed (2022), is when employees actively engaged in decision-making within an organisation, as opposed to merely following instructions from management. It empowers employees, enabling them to contribute to the company’s direction, fostering a sense of ownership and belonging. This collective action involved employees collaborating on group projects with shared goals. It includes activities like staff suggestion schemes, consultations, idea-sharing forums, delegation to working groups, and employee involvement in decisions on rewards, benefits, training, events, and company guidelines. 
As posited by Quain (2018), the differences in decision making between involvement and participation lie in the level of influence employees have over organisational decisions. Involvement focuses on engaging employees in the decision-making process, while participation emphasises employees’ actual influence on decisions. Both concepts are essential for creating a positive work environment and promoting employee motivation. Mind Tools (2023) highlights Hackman and Oldham’s Job Characteristics Model, which suggests that employee involvement in decision-making can lead to increased motivation and job satisfaction by enhancing employees’ sense of autonomy, skill variety and task significance. 
Employee Voice Tools
1. Surveys: SHRM (2023) suggests employee surveys can be an effective tool for gathering feedback on multiple aspects of the workplace, such as job satisfaction and company culture. Regular surveys help organisations identify areas for improvement and implement changes to address employee concerns. Anonymity encourages honest feedback and promotes a sense of involvement in organisational decision making. 

2. Suggestion Schemes: According to Faragher (2013) implementing suggestion schemes can lead to substantial employee engagement and tangible business outcomes. An example of this is when a shopfloor worker at Sainsbury’s proposed a modification to the mango packaging process, resulting in approximately £60,000 in savings for the company. Actively listening to employees here is crucial. It is counterproductive to request suggestions without listening to them, causing a negative impact on engagement.

3. Town Hall Meetings: Lobell (2022) argues that town hall meetings are an interactive employee voice tool that allows for open discussions on various topics or issues. By bringing together employees from different levels and departments, organisations can gain valuable insights into employee perspectives and identify potential solutions to workplace challenges. This collaborative approach promotes open and transparent communication, can provide a boost to productivity, and encourages employees to actively participate in problem-solving. 
Employee Engagement Approaches
1. Engaging Managers: Gleeson (2017) believes that engaging managers are crucial driver of employee engagement. They provide support, guidance, and feedback to employees, creating a supportive work environment. By offering clear communication, setting expectations, and recognising achievements, engaging managers can motivate employees and contribute to their overall satisfaction. 

2. Organisational Culture: Shrivastava (2017) sets out how a strong organisational culture that values employee input, promotes collaboration, and encourages innovation can significantly impact employee engagement. By fostering a culture of trust, transparency, and inclusivity, organisations can create an uplifting workplace atmosphere where employees feel valued and motivated to contribute to the company’s success. 
Utilising employee voice tools such as surveys, suggestion schemes, and town hall meetings, along with engaging managers and promoting a strong organisational culture, can significantly enhance employee engagement.
According to the CIPD (2022) employers effectively tapping into employee voice can build trust, stimulate innovation, enhance productivity, and promote overall organisational growth. Employees who can freely express themselves feel acknowledged, experience higher job satisfaction, wield greater influence, and enjoy improved prospects and personal growth. Moreover, employee voice plays a crucial role in establishing inclusive work environments. 
Sharp (2018) believes that employee voice mechanisms, such as staff surveys, suggestion boxes, and employee forums, can provide valuable insights into operational issues and potential solutions. Due to their direct involvement in day-to-day operation, employees possess valuable insights into the organisation's challenges and opportunities. By leveraging this knowledge organisations can fuel ongoing improvement and innovation, ultimately resulting in improved performance. 
However, the relationship between employee voice and organisational performance is not without its complexities. The IES (2023 outlines how measuring the impact on organisational performance of an initial intervention, can present difficulties due to the complex nature of performance indicators. In general, multiple measures are necessary to track changes resulting from human resources efforts. Some studies have also found mixed or inconclusive results, with Bryson (2001) summarising that employee voice can have both beneficial and detrimental impacts on employee performance, motivation, commitment, and overall organisational performance. 
A CIPD (2019) report highlights that the way in which employee voice is expressed can also affect its influence on performance. For instance, indirect methods of voice, such as union representation, may not have the same level of impact as direct methods, such as team meetings or individual discussions with management.
Additionally, Gleeson (2019) suggests other variables, such as leadership style, organisational structure, and training, can also influence organisational performance. Therefore, while employee voice can be a crucial component, it should not be viewed in isolation but as part of a broader organisational strategy. 
The CIPD (2023a) believes that work can be a positive force that benefits individuals, societies, and businesses. It is not only about improving well-being but also increasing workplace productivity. Efforts are made to promote good and fair work and to develop standards that encourage employers to adopt best practices in people management and development. The focus has shifted from the quantity of work to the quality of work, with various stakeholders playing a role in improving working lives.
The CIPD (2023b) Good Work Index research provides a comprehensive understanding of how people work and their perceptions about it. This is achieved by gathering data on seven key dimensions of work that collectively define what constitutes good work. These include fair and competitive pay, well-defined employment contracts, a healthy work-life balance, thoughtful job design that promotes meaningful and engaging work, positive relationships within the workplace, opportunities for employee voice and participation, and prioritising employee health and wellbeing. 
For the first time, a Good Work Index report from the CIPD (2023c), specific to Wales, offers the following recommendations for people professionals and line managers based on its findings:
· Develop trust, psychological safety, and cohesion among teams.
· Boost recognition of financial well-being and integrate it into the overall well-being strategy. 
· Emphasise work-life balance and flexible working, involving employees in creating hybrid practices.
· Train managers to enable employee voice and address important issues.
· Engage and attract talent by involving employees in the recruitment process.
· Create an engaged workforce by providing support, autonomy, and resources for employees to shape their jobs according to their lifestyles. 
Muller-Heyndyk (2018) highlights a report by the Measuring Job Quality Working Group, which suggests that the government should monitor job security, workplace mental health and worker support for measuring job quality in the UK. The group proposes a new set of national job quality metrics aligned with the CIPD’s seven dimensions of job quality to effectively measure progress. To effectively benchmark and track progress, it is recommended that Go Quest conducts regular Better Working Lives audits, focusing on these dimensions. 
Section Two    
Herrity (2023) defines organisational conflict as disagreements or disputes between individuals or groups within an organisation. This can arise due to differences in opinions, values, or goals. These conflicts can have negative effects on a team's performance, morale, and trust. Misbehaviour on the other hand, according to Richards (2008), refers to any behaviour that violates the organisation’s policies or ethical standards. This can include actions such as harassment, discrimination, or theft. 
The CIPD (2020a) posits informal conflict as disagreements or disputes that are not formally addressed by the organisation. This can include disagreements between colleagues or teams that are resolved through informal communication or mediation. Formal conflict, on the other hand, refers to disputes that are formally addressed by the organisation through policies and procedures. Informal conflict is more prevalent than formal conflict, which involves grievances, disciplinary actions, or legal proceedings.  
Meinert (2017) believes that avoiding all conflict at work is neither feasible nor healthy. Redirecting energy from trivial fighting to positive pursuits can be beneficial. When handled with compassionate accountability, conflict can stimulate innovation, trust, and engagement. Competent leaders recognise that conflict does not have to be destructive and encourage open communication, resourcefulness, and perseverance. 
Go Quest recognizes the value of leveraging knowledge and expertise of employee relations in the public sector. In this sector, having a thorough understanding of the distinction between official and unofficial actions is crucial. Representative arrangements with trade unions are considerably more prevalent in the public sector, with a rate of 30% as opposed to only 12% in the private sector (CIPD, 2022a). 
According to Gilligan and Marsden (2022) official action is when a trade union has followed the legal rules for holding a ballot and giving notice and has authorised the action. Employers do not have to pay employees who are on strike, regardless of the action's status. Employees who take part in official action are protected by law from dismissal for at least 12 weeks, and from being treated less favourably. The (Trade Union and Labour Relations (Consolidation) Act 1992) grants immunity from liability for breach of contract or tort to employees and trade unions involved in official action. 
Unofficial action on the other hand, as defined by Acas (2023a), is when a trade union fails to adhere to regulations or when employees engage in actions that are not sanctioned by the union. According to nidirect (2021), individuals who engage in unofficial actions, including showing solidarity with those who may have been terminated for participating in such actions, have limited legal protections.
According to the Office for National Statistics (2023), from June 2022 to February 2023, there has been a noticeable uptick in the occurrence of strikes across various industries. The number of working days lost due to labour disputes has been on the rise. In June 2022, there was a loss of 93,000 days, which escalated to 461,000 in November. Furthermore, there was an additional 83% increase, reaching 843,000 days lost in December 2022. Between June and December 2022, approximately 2.472 million working days were lost in total.
As highlighted by Baker (2010) Another trend is the increasing use of injunctions by organisations to prevent or limit industrial action. If an employer encounters detrimental industrial action, they can consider seeking an injunction if they can provide proof that the trade unions ballot was conducted inaccurately for example. 
Finally, as noted by Webber (2023), the UK government intends to impose minimum service levels on public services when there is strike action. If approved, the Strikes (Minimum Service Levels) Bill would authorize the government to enforce a minimum level of service on fire, ambulance, and rail services. Additionally, it would facilitate negotiations for voluntary thresholds with other sectors. 
According to Eurofound (2007), conciliation, mediation, and arbitration are approaches used for resolving conflicts. Arbitration stands out by the fact that it involves a decision made by the arbitrator, while conciliation and mediation focus coley on helping the parties involved in reaching a resolution for the dispute. 
GOV.UK (2023a) states that arbitration entails the involvement of a neutral third-party who renders a final and binding decision after thoroughly considering all the relevant matters at hand. For the decision to hold legal weight, both the individual and their employer must mutually consent to its binding nature. If no agreement is reached on the matter, the individual still has the option to bring the case before an employment tribunal. 
Alternatively, as outlined by the CIPD (2022b), mediation involves a neutral third party, the mediator, who facilitates communication between the disputing parties to help them reach a mutually acceptable resolution. It’s particularly useful in maintaining employment relationships as it promotes understanding and collaboration. 
Lastly, conciliation, defined by Acas (2022a), involves a neutral conciliator who actively aids employers and employees in resolving disputes. The conciliator, remaining impartial, plays a proactive role by proposing solutions during discussions to achieve mutually agreed-upon resolutions. They foster a positive environment through informal dialogue and ensure clarity on the agreed- upon terms.  
According to the CIPD (2022c), employees in Great Britain have a legal right against unfair dismissal under the Employment Rights Act 1996. To defend against such claims, Go Quest must prove fair dismissal based on specific reasons and proper handling. Fair dismissal can fall under five categories, capability, conduct, illegality, some other substantial reason, or redundancy. Alternatively, the CIPD (2020b) states that dismissal can be automatically unfair due to factors like flexible working requests, pregnancy or maternity leave, trade union membership, or whistleblowing. The Acas Code of Practice offers guidance and handing these issues fairly.  
According to GOV.UK (2023b), both capability and misconduct are recognised as valid grounds for dismissal. Capability refers to an employee’s inability to perform their job adequately due to skill, aptitude, or health issues. Before considering dismissal, it is important to exhaust all possible avenues to assist an employee with a capability issue related to their health. Misconduct involves inappropriate behaviour or negligence that violates company rules. Misconduct can be ordinary or gross, with gross misconduct possibly leading to immediate dismissal. 
A guide from Acas (2020) emphasises that within a formal hearing, individuals are entitled to be accompanied by a fellow work or trade union representative. It is also essential to maintain accurate records in both instances to document the fair procedures implemented. Failure to adhere to these principles, may result in a claim of unfair dismissal. 
According to Citizens Advice (2019) a grievance is a formal complaint raised by an employee against their employer within the workplace. It can pertain to any work-related aspect that the employee perceives as unfair, unjust, or inequitable. Grievances can be individual, or collective, where a group of employees a raise a concern together. The Acas Code of Practice on disciplinary and grievance procedures excludes collective grievances. Such grievances should be handled in accordance with Go Quests own collective grievance process. (Acas, 2015)
Webber (2023) signposts a recent survey which highlighted the primary causes of employee grievances as bullying or harassment (67%), relationships with managers (54%), and relationships with colleagues (49%). Furthermore, 40% of participants indicated that managers were ineffective in resolving employee issues before they escalated to a formal stage. 
According to Acas (2021) bullying involves offensive, intimidating, malicious, or insulting behaviour, often accompanied by an abuse of power. Harassment, according to the Equality Act 2010, can be categorised as sexual harassment, harassment related to protected characteristics, or less favourable treatment due to sex, sexual harassment, or gender reassignment.
Personnel Today (2015) posits that employee grievances also often involve issues between co-workers. These concerns can range from accusations of bulling by a supervisor towards an employee, focusing on personal conduct of an individual rather than their professional duties, to complaints about a colleague’s lack of effort of productivity. 
According to Acas (2014) line managers may worsen difficult conversations by not managing them effectively. Managed may know the theory of good communication, such as active listening and questioning techniques, but they can only learn the skills through experience. Active listening helps to build stronger relationships and involves paying close attention to both verbal and nonverbal cues. Effective questioning is a skill that takes time and practice to develop. There are five main types of question: open, closed, probing/reflective, leading, and multiple. The type of question used should be tailored to the discussion’s purpose and the information being gathered. 
Indeed (2023a) highlights that investigation skills are essential for gathering evidence and conducting a thorough examination. This may involve reviewing documents, interviewing witnesses, and analysing data. Interviewing skills are necessary to conduct fair and unbiased interviews. This requires creating a comfortable environment, asking appropriate questions, and actively listening to responses.
Grensing-Pophal believes that effective note taking is a valuable skill that aids in information retention, documenting decisions, and tracking action items. Good notes can document the impressions of information at a given point in time, which can be helpful for later reference.
According to the CIPD (2023), it is crucial to maintain objectivity. Each situation must be objectively assessed to acknowledge and minimise bias. The ultimate objective is to ensure fair treatment, with an emphasis on remaining open, fair, and consistent. 
McConnell (2014) highlights that a serious breach of an employee’s contract by an employer can potentially result in the employee’s resignation and subsequent claim of constructive unfair dismissal. To maintain the duty of mutual trust and confidence with employees, it is essential for employers to effectively address employee grievances. 

Marzullo (2022) underscores the detrimental impact of mishandling employee complaints, not only on team morale but also creating a toxic work environment, leading to decreased productivity and increased employee turnover. Neglecting complaints erodes trust, hampers progress, and undermines company culture and reputation, resulting in long-term negative consequences. Recognising and addressing complaints as valuable feedback is crucial for continuous improvement and fostering a positive work environment that promotes employee satisfaction and organisational success. 
Furthermore, Indeed (2023b) advises that addressing grievances effectively is crucial to addressing underlying issues that may cause broader employee dissatisfaction. By actively listening to employees and taking necessary actions, organisations can prevent conflicts from escalating and cultivate a culture that genuinely values employee well-being. 
Meister and Dael (2023) emphasise that managers who are receptive to employee complaints promote trust, psychological safety, and ultimately boost organisational learning and performance. A fair and empathetic grievance handling process demonstrates commitment to employee well-being and creates a supportive work environment, preventing increased stress and anxiety. 
As per Heery and Noon (2017), collective employment law oversees trade unions, work councils, and employers’ associations, along with their interactions. It encompasses workers collective rights, union organisation, governance, recognition, collective bargaining, and industrial actions like strikes and lockouts. 
According to GOV.UK (2023c), statutory recognition procedures are the legal means through which a trade union attains recognition from an employer for collective bargaining purposes. This recognition is crucial for the union to negotiate on behalf of employees regarding matters such as pay and working hours. 
Acas (2023a) defines official action as being authorised and supported by the trade union, providing legal protection when specific requirements are met. In contract, unofficial action lacks the official endorsement of the union and lacks the same legal safeguards.
Additionally, Acas (2023b) stipulates that employers have a legal obligation to disclose information for collective bargaining, providing relevant information to the trade union to facilitate fair and informed negotiations.
The Local Government Association (2023) highlights picketing as the lawful right of employees to peacefully protest outside their workplace during a strike. This activity is protected by the law as long as it remains peaceful and adheres to legal guidelines.
Lastly, Turner (2021) explains that whilst collective agreements are not typically legally binding, reaching an agreement is futile if one of the parties immediately violates it.
According to the CIPD (2022a) There are many forms of employee representation. One such traditional form is union representation, where a trade union advocates for its members’ interests. Through collective bargaining agreements, unions have the authority to address various concerns, spanning from salary matters to working conditions. 
In contract, the CIPD (2022d) emphasises alternative representation methods that do not involve unions, like joint negotiation committees, employee forums, and staff councils, provide alternative avenues for employees to voice their concerns. These entities usually facilitate direct communication between employees and management. 
Acas (2022b) recommends that employers may find it beneficial to engage with discussions with their employees on significant workplace matters, often facilitated through a workplace forum. This forum allows both parties to raise ideas, ask questions, and work together to address and resolve issues.
According to Indeed (2022), union representation provides employees with the benefits of collective bargaining, leading to improved wages, benefits, and working conditions. Additionally, it offers job security through strict dismissal procedures and strength in numbers, empowering employees to voice their concerns effectively. However, unions may require fees and prioritise seniority over merit. On the other hand, non-union representation grants individual autonomy and fliexible working policies, ensuring quicker resolution of complaints. Nevertheless, non-union employees may face less job security and limited representation compared to their union counterparts.  
