Task 1
Question 1 
Explain the role of employee voice in relation to engagement and wellbeing, the range of employee voice tools and approaches and how the concept can contribute to the design of better working lives (AC 1.1, 1.3, 1.5).

(A.C 1.1)

In order to best understand the role of employee voice in relation to engagement and wellbeing, it is important to look at the employment relationship and how we engage with employees to gain the initial commitment of the workforce. For example, according to Kahn (1990) employees can be engaged via three main threads – physical engagement (physical demands of a role), cognitive engagement (views and awareness of organisation), and emotional engagement (the ways in which an employee connects with an organisation). When you look at the Kahn’s three engagement methods there is one common theme – awareness. By this theory the awareness must come from honest conversation and good communication. This could be from engaging managers, good leadership or opportunity for employer and employee voices to be heard. Enablers for engagement are an important part of any organisation, Purcell (2014) described the building blocks of engagement as; 
“Employee trust in management
Satisfaction with the work itself
Satisfaction with involvement of decision making
Quality of relationship between management and employees
Satisfaction with pay
Job Challenge
Satisfaction with sense of achievement”. 
According to Waite et al (2021 p.144) engagement, work-life balance and well-being are all ‘intrinsically linked’ as they all need fulfilling to achieve behavioural and physical goals in how an employee performs. 

(A.C 1.2 & 1.3) 
According to CIPD (2021) the way to improve organisation voice is by “establishing a connection between voice, employee engagement and business performance”. There a number of benefits to enabling organisational voice. When you enable a voice in organisations you create and build trust. This then helps quicker identify issues which can speedily create opportunity to overcome. Another benefit to encouraging employee and organisation voice is that is allows a more diverse range of perspectives, widening the pool of talent to help improve business. 

And how can employee voice be heard? And what tools can we use to drive engagement? According to Benson and Brown (2010) employee involvement and employee participation are ways in which employees can express their thoughts and feelings. Let us look at these two forms, firstly, participation. This is where employees can be part of organisational decision making via committees, partnership working or forums. Secondly, employee involvement is when management introduces direct ways for employee involvement. Examples of this are, emails, group briefings, suggestion schemes or surveys. According to CIPD (2021) the role of social media and social technology also has a role to play in offering new ways for people to have a voice at work. With work from home contracts on the rise, and more ways to connect via mobile devices, apps, tools, employees can be reached from almost anywhere. One example of this could be via my own working conditions. I currently work under a WFH contract and use Microsoft Team to undertake all meetings, reviews, feedback session and one-to-ones. To establish a true benefit and create better working lives, organisations must place employee wellbeing, engagement and voice priorities throughout, and embed them into its culture, leadership and people management. 

(A.C 1.5)
When we consider the phrase ‘better working lives’ there are a number of different areas which create the ideal picture. One example of this is influenced by both a legal framework and a psychological framework. Firstly, the legal framework, which is enforced by law and agreed upon by contract. An example of ones that improve employee working conditions include; title, rates of pay, hours or work, place of work, holiday entitlement/pay, pension, sickness policy, etc (Taylor and Woodhams, 2016 p. 111). Whereas the psychological terms are ones that employees ‘expect’ as part of their role. According to the CIPD (2022) an example of possible aspects the psychological contract may cover include; “Job security, Career prospects, Training and development, Perceived fairness of pay and benefits, Manager support, Employer’s contribution in relation to the impact on communities and society”. Both of these terms lay out the offering that can create not only a better standard of working lives, but also help create a knock on effect of better all-round physical and mental health. The importance and connection between work and our health can be highlighted in CIPD (2021) where they claim that being “in work is better for our health than being out of work”. Which gives us all the more reason to create more jobs with a high standard of role satisfaction and quality. 

Question 2
Critically evaluate the interrelationships between employee voice and organisational performance. (A.C 1.4)
As we have already discussed the role of employee voice, it is important to evaluate how this translates into performance, and meeting the overall goals of an organisation. We previously covered that engagement is an important enabler for employee voice, and studies show that this correlates directly to performance. An example of this is the Towers Perrin 2007/2008 Global Workforce study (2009) which involved an operation of 50 worldwide organisations comparing the difference between high and low engagement across a one year period. The findings showed that  there was a case to be made for high-performance as a direct link to high engagement. It showed that those with high engagement levels benefited from an 19% increase in income, whereas those operating at low levels of engagement had seen a 32% drop. Whether the organisation is micro or large, these numbers are substantial and would determine sustainability and growth, therefore making a case that high engagement can lead to positive association with their employer. Albeit, Taylor and Woodhams (2016) would argue that profitability depends on “many complex and complicated considerations” and although the evidence would suggest high engagement only has a positive effect, it would be wise to not automatically assume that this is the reason for increase in turnover (i.e. many contributing factors). 
If high engagement is so beneficial then why isn’t every organisation doing it? Firstly, it is difficult to measure engagement, which as a by-product then makes it difficult to measure the correlated performance outcomes. There are many studies, surveys, and examples like the one above which does provide results, but these are up for interpretation at times, and make certainty difficult. For example, according to the Office of National Statistics (2022) the United Kingdom has almost 30 million employees on payroll, such a large volume creates limitation in our measurement. More recently social media has been a useful tool to help ‘measure success’ or further expand the employee voice.

 Whether it is measured or not, it is clear that companies with high engagement are doing well, but the research shows that the UK has ‘low’ engagement levels overall. There are a number of reasons for staff disengagement, one example according to Welbourne (2011) could be burnout. The suggestion here is that burnout can lead to a number of health and wellbeing issues, which naturally can cause employees to shift priorities and performance. Another example by Rees et al (2013) is that of ‘work intensification’. This means that employees that “go the extra mile” can then become exploited leading to unreasonable expectations and a number of knock effects. If engagement is the enabler to employee voice, and this is an indicator to organisational performance then there needs to be a clear strategy embedded throughout. According to Guest (2015 in Taylor and Woodhams p.91) there are a number of contributing factors for promotion which are vital, these are;

· ‘Implementing engagement by managers and leaders promoting engagement values
· Creating and reinforcing climate for engagement by treating employees with fairness and trust
· Promoting engagement through recruitment of employees who welcome engaging jobs, provision of training and development and design jobs to provide autonomy
· Monitoring progress onwards high engagement through surveys, feedback and action planning.’

Guests (2015) engagement strategy highlights a number of priorities for organisations. Managers and leaders do playing a key role in the success of employee voice, but they also must do so be embedding a culture which allows it - a two-way communication is essential. Measuring performance is pivotal, especially for Human Resource professionals,  who are largely involved in recruitment and development for organisations staff. I believe it starts with recruiting right, creating a sought after culture, and removing any ‘bad apples’ within the workspace. 





Question 3
Explain: 
(a) the difference between employee involvement and employee participation and their link to unitarism and pluralism (AC 1.2).

(b) the roles and typical approaches taken by the key parties in employment relations: trade unions, management, government and its employment relations agencies and the reasons why collective bargaining is used (AC 4.1, 4.2, 4.3). 

(A.C 1.2)

As we have already discussed Employee Participation is where employees can be part of organisational decision making via committees, partnership working or forums. And how Employee Involvement is when management introduces methods for employee involvement to gain insight into their ideas and better working collaboration. It is time to look in more detail as to how these link to Unitarism and Pluralism? Well, firstly, we need to understand best what both are. According to Fox (1966) they are the “two main ways in which managers view the employee relationship”. A unitarist relationship according to Fox is a ‘United’ front, where the workers and the organisation work together (in unison), under the managers direction, in order to achieve the organisations aims. This is very much a team approach based on co-operation. Whereas a pluralist approach proposes that organisation and workers have both similar and also different interests in their relationship. Fox uses an example of this “where an organisation seeks to maximise profits, and its workers could seek to develop their careers and maximise income”. Both different, but similar. Creating almost an ‘overlap’ in its shared interest. 
(A.C 4.1 & 4.2)
Employment law regulates the relationship held between employers and employees. It oversees the way in which employers can treat their employees, what they can in return expect from employees, and governs employees’ rights in the work place (CIPD, 2022). Key pieces of primary legislation in the areas of Employment Law include the Employment Rights Act 1996, Employment Act 2002, Equality Act 2010, Enterprise and Regulatory Reform Act 2013, and the Trade Union Act 2016 (CIPD, 2021). Furthermore an employer can undertake ‘collective agreements’ with an employee’s representative, e.g. Trade Unions. This allows negotiations of terms and conditions. According to Gov.uk (no date) The terms of the agreement could include:
‘How negotiations will be organised
Who will represent employees
Which employees are covered by the agreement
Which terms and conditions the agreement will cover’
The largest Union in the UK is Unison and according to their website the collective agreements discussed come via a bargaining method. Collective bargaining is the process of negotiation during meetings between reps and their employer, often to improve pay and conditions. The collective bargaining process allows workers to approach employers as a unified group (UNISON, 2022). The Trade Union and UNISON is not the only form of employee representation and according to ACAS (2021) “It is estimated that around half of employee representatives in the UK are non-union”. So, what are examples of non-union representative? There are a number of different examples, one being Consultation Representative. These may elected to negotiate employee terms under the agreement regulations. Another example may be ‘TUPE’ (The Transfer of Undertakings) representatives. Employees have the statutory right to representatives where there is no Union. 

(A.C 4.3)
When collective bargaining there is a negotiation process that takes place. Let us look at the UNISON process. Firstly, a UNISON rep or official may write to the employer to raise a claim. They then meet management to present the case. A series of meetings may follow to discuss the issue in depth. Clear communication during negotiation is important as it can help others to understand your point of view. According to UNISON (2021) these are the stages of collective bargaining. 
“Preparation: Research and preparation of views
The opening: One side tables a proposal and the other side responds It also includes identifying the relative importance of issues
Trading: Both sides trade things in order to move from fixed opening positions to an agreement: “We’ll offer x if you’ll agree to y.” 
Agreement: This should include a phase where the final proposal is put to the members and ends with the agreement being documented for future reference.”
An example case of Trad Union recognition and collective bargaining powers could be seen in that of Kostal UK ltd V Dunkley (2021). Where the Supreme Court found that the employer has bypassed the agreed collective bargaining and awarded compensation to the employees. 

Question 4

Explain different types of individual and collective conflict behaviour and some of the evolving approaches that can be used to manage these. Your response should include and distinguish between:
1. conflict and misbehaviour
1. official and unofficial industrial action third party conciliation, mediation and arbitration (AC 2.1,2.2,2.3,2.4)

(A.C 2.1)
Relationships in the work place has to be one of the biggest factors in contributing towards an organisations culture, productivity and performance. Conflict can occur in any workplace, and has an extremely broad spectrum of coverage. Not all conflict is severe, it can stem from minor disagreements, but also serious issues such as bullying, harassment, and unfair treatment. The most important thing to note with informal and formal conflict is the ways in which people respond to the issue. For example, according to a report by the CIPD (2020) organisations should try to resolve low level conflict informally, and at the earliest opportunity. This can happen by simply addressing the conflict either at the source of the dispute or to a manager who can then facilitate a conversation with the other party. Whereas formal conflict and its proceedings differs from instances of spontaneous arguments, and can come from a number of different issues (such as leadership issues, clashing perspectives and intentionally causing upset), the way in which these issues are dealt with are usually long winded and drawn out. Both informal and formal processes are necessary, however, once a formal proceeding begins, the relationship has often gone too far past the point of rebuilding. There is no one rule for all, as is with most case by case situations. Conflict doesn’t always necessarily mean negative, it can sometimes be used as a voice and beacon for necessary change. CIPD further explained that “Almost a third (31%) of the employees in our survey who had experienced conflict said the person they reported it to didn’t take the conflict seriously”. This is concerning and a likely reason for this is inexperienced managers would focus on ‘misbehaviours’ as more serious issues, because they can be costly to an organisation, and conflict as a ‘sort itself out’ issue. Again creating a poor organisational culture – as this is something that needs to be managed positively and proactively.  
(A.C 2.2)
In order to truly understand resolution and the differences between official and unofficial employee action, we must understand industrial action. This takes place when a dispute cannot be resolved through the workplace negotiations. This can go either two ways, firstly official (which is what ‘industrial action’ actually is) or unofficial. A examples of industrial action could be where the workers go on strike. An important thing to note here is that these are formally backed by a trade union and can be protected by legislation (as long as the dispute is between workers and employer, there was a postal ballot, and notice has been given) (Government Services, no date). However, there is a lack of legal protection in unofficial employee action. That is because they are not organised by any kind of trade union. The lack of support could lead to workers teaming up and becoming spontaneous in their approach, potentially leaving them in a worse position.
(A.C 2.3)
However, according the an article written based on research by Manchester University (2018) the UK is facing new ‘styles’ of protests and strikes. According to the article, statistics show that there has been a huge decline in strikes and ‘working days lost’ since the 1970s.   That is not to say that workers are any less worried about their pay, working conditions or security. Workers now find new ways to come together and be active, for example social media has now become one of the largest platforms for expressing opinion. 
(A.C 2.4) 
Another way to help solve conflicts between and employee and employer could be via a third-party. According to GOV.UK (no date) the three mains ways this takes place is by mediation, conciliation and arbitration. Let us look at the key differences between the three.

Mediation

Mediation takes place when an independent and unbiased third party discusses a problem with you and your employer (or another employee) with the aim of finding a solution. It is often used after informal discussions have not provided any solution. Mediation is voluntary and the mediator cannot force you or your employer to accept a solution. Both you and your employer must agree on the way to solve the dispute (ACAS, no date). 
Conciliation 

Conciliation is like mediation but used when an employee feels entitled to make a claim to an employment tribunal or you already have made a claim. There are two main types of conciliation – early conciliation and collective conciliation. Early conciliation is when ACAS talks to both you and the other party involved in the dispute. The aims of early conciliation is to come to an agreement without going to an employment tribunal. Collective conciliation is similar but held by a conciliator (impartial and neutral person) that help to seek the solution best for both parties. 
Arbitration

Similarly to the conciliator, arbitration is held by a natural person, called the ‘arbitrator’. However, this person considers the arguments from both sides, then makes a decision based on the evidence submitted. It is recommended that conciliation be attempted first to help reach agreement. Both sides will agree to the arbitrators final decision (as it is legally binding) before the sessions start, these sessions take place as an online hearing (ACAS).  Arbitration does come with cost implications but not as costly as having legal representation at court. 
  



Task 2
Question 2 

Explain the skills required for effective grievance and discipline handling procedures (AC 3.3).
ACAS provide a statutory Code of Practice on discipline and grievance procedures (2015), and it is widely known that this code should be followed. Within the code of practice is the keys to handling procedures. Both procedures involve establishing facts (on both sides), letting the other (employee or employer) know, holding meetings, deciding on course of actions, etc. In order to be able to undertake such extreme situations strong skills in listening, communicating, and questioning without biased must be paramount (Acas, 2015). Being part of personal and sometimes upsetting proceedings means having empathetic acknowledgement can make the party feel for comfortable and forthcoming with information. 
Outline the information you need to advise the manager of the actions they can take (AC 3.2, 3.4).
According to ACAS (2015) “Grievances are concerns, problems or complaints that employees raise with their employers. The Code does not apply to redundancy dismissals or the non‑renewal of fixed-term contracts on their expiry”. What problems may trigger a grievance? Examples of key causes of grievances could be working conditions, health and safety issue, bullying, or harassment (CIPD 2022). An example of an employee grievance can be found in the case of Blackburn v Aldi Stores Ltd, Employment Appeal Tribunal (2013). A supermarket driver raised issue on the health and safety of his employer, his appeal was rejected by the same director twice, rather than by someone different/more senior the second time. This meant the employer was in breach – on the grounds of failure to provide an impartial appeal. 
This also highlights the importance of handling grievances effectively, as handling the appeals incorrectly meant there was implications for the employer. According to the CIPD (2022) these implications are as follows;
“Employers must ensure that grievance (and disciplinary) procedures are not incorporated into employment contracts or contractual parts of handbooks.
Employers should specify that most procedures are non-contractual in nature.
The hearing of grievances must always comply with both the employer’s own procedure and the minimum standards set out in the Acas Code of practice on disciplinary and grievance procedures.
Failure to follow grievance (and disciplinary) procedures may be a breach of the implied term of trust and confidence.
Failure to follow such procedures can amount to a contractual breach and therefore it could form the basis for a constructive unfair dismissal claim.
Failure to comply with the Acas Code of practice on disciplinary and grievance procedures may lead to increased compensatory awards of up to 25 per cent more in a later claim.”
Not only is it important from a business perspective to handle them correctly, but effective management of grievances can be prevent more harm and damage to those that are raising the issue. If the issues are not handled effectively than the employee may be face self esteem issues, absence issues, or even feel like their only option is to resign. Employers have both an organisational and moral responsibility. 

If the manager had proceeded with the disciplinary without an investigation or informal discussion prior, what impact would this have had if the case had gone to tribunal; discuss the possible implications for the organisation (AC 3.1).
According to CIPD (2022) A dismissal is considered fair if you follow the correct process and procedures, and that you dismiss for a fair reason. The only fair reasons for dismissing an employee (referred to by an Employment Tribunal and defined by the Employment Rights Act 1996) are redundancy, misconduct, capability, statutory bar and some ‘other substantial reason’. Whereas unfair dismissal puts you at risk if you fail to follow proper processes listed. Gov.UK state that ‘acting as a representative’ can be a major failing and lead to unfair dismissal, falling into the category of proceeding without investigation or formal discussion. In order to avoid these implications, a manger must ‘do the right things’ and ‘follow fair processes’, According to CIPD these are as a follows;
‘Having detailed discussions with all concerned
Getting details of what the issues are
Putting these clearly to the relevant person
Keeping detailed notes of all discussions
Allowing the person to have a companion
Speaking to witnesses
Checking emails, texts and CCTV
Bearing in mind extenuating circumstances, length of service, and disciplinary record
Considering what you have done when a similar situation has arisen before
Informing the parties of your decision
Allowing a person to appeal’
If a manager or person(s) is unsure on how to correctly follow processes the CIPD and Acas both offer detailed guidelines and checklists to help produce good working practices.   
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