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1. 
The employee voice is becoming a critical element in the success of any organisation. (Harley, 2020). Since the pandemic, the working environment has shifted, with an emphasis on job satisfaction, engagement and flexibility (CIPD, 2021). More recently with the tightening of the labour market it is more prevalent to ensure policies are put in place to improve retention and recruitment (Giunta, 2023). Organisations are therefore seeking non-financial measures to remain competitive within the job market, as evidence begin to show that these measures have a positive impact on work performance (CIPD, 2022). These measures could include professional development, work-life balance, and a healthy working environment. Further, these measures become effective when they align with the company or employee ethos, for example, The Body Shop offers 5 paid days for employees to volunteer with any cause close to them. 

The use of technological interfaces to promote employee voice has also evolved to ease access (Bilqees Ghani, 2022). With the increased use of flexible working, with almost double the UK workforce working from home since the pandemic (Natasha Mutebi, 2022). The use of social media and internal sites has given employees the platform to express their views (Peter Holland, 2018). Giving such access can promote engagement by creating empowerment, and a sense of purpose (Anusuya Yadav, 2022). However, the ease of such access gives opportunity for negative behaviour or a toxic environment (Graeme Martin, 2015). Therefore, strict policies and controls would need to be in place to minimise misuse. 

Employee voice can be a powerful tool for organisations to remain relevant in their market. Through the use of the above tools organisations can keep communication lines open, create a ‘buzz’ and a generally dynamic environment. 
 
2. 
Involvement within the workplace can be defined by ‘the extent to which employees psychologically identify with their work’ (Brown, 1996). Motivated and engaged employees are more likely to produce increased job performance (Chen Qian, 2022) 

Therefore, employee involvement includes the platform that organisations provide employees to have an impact on the organisation (Ogbonda, 2023). This can engage employees to create buy-in, improve dynamism. Further, having a direct impact on organisation direction helps to focus on autonomy; utilising individual strengths to obtain a global goal (Vijaya Venkataramani, 2016). 

Employee participation has been defined as a method of involvement created to provide employee with the opportunity to directly take part in decision making that affects their role or employment (Ogbonda, 2023) Therefore, empowering individuals to report on matters for consideration by management. 

The differentiator between the two are that; employee involvement is the level of input or buy-in, while participation is the input that the buy-in has created (Mick Marchington, 2012). Allowing individuals the opportunity to directly impact their own working lives (Faeq, 2022) through collaboration, professional development and empowerment creates a much healthier working culture (Gary Schwarza, 2023). The two facilitate a dynamic and functioning organisation; having employees participating and involved within the organisation gives opportunity for the organisation to evolve.




3. 
Surveys

Employee surveys can be an effective method for gathering data. The use of surveys allows an organisation to ask a specific set of questions to help target any perceived issues. utilising surveys can have a number of positive impacts within the organisation (Wiley, 2010). In that, they can be efficient, specific scalable (Mitchell Hoffman, 2021). Having such a method of interaction can be a simply way of identifying employee motivators, ambitions, and can provide a gauge of workplace culture (Saks, 2019)

Intranet
The use of intranet sites has become increasingly popular. The use of intranet sites can be more interactive and engaging compared to methods such as surveys and allows the flexibility for direct voice (Kurth, 2020). Intranets also provide further security and privacy compared to tools such as social media, whereby, users’ views and opinions are confided and regulated by the organisation.

Focus groups
Traditional focus groups would involve a number of employees sat in room to cover a number of questions. However, with the introduction of video calling and post covid, rooms can be virtual, providing flexibility for those on hybrid working patterns. Focus groups allows employers to receive direct feedback within a positive environment, encouraging a dynamic and honest brainstorming sessions.

The simplest form to encourage engagement would be through reward. As goals may differ between seniority, providing a direct reward on performance can drive employees to participate. Rewards can include financial incentives, paid leave, holidays and so on. Secondly, organisations can drive engagement through employee self-development. In that, employees who actively engage can be enrolled onto courses for professional development, also known as internal branding (Özçelik, 2015). Providing self-development incentives gives depth to an employee’s development, and creates further buy-in. 

4. 
There appears to be a direct link between the level of employee voice and organisational performance (CIPD, 2023). The successful sustainability and performance of an organisation has a direct correlation through employee participation in the decision-making process (ordumbari Julius Nwizia, 2022).  (Peter Holland, 2018) suggests that employee voice is a tool whereby employees engage within the system, utilising face-to-face communication to promote internal changes, which ultimately result in a sustainable organisation. Utilising employee voice can allow an organisation to become less rigid. Organisations which face turbulent change, such as post COVID cultural shifts (Xishu Li, 2022) will enjoy greater success if they employ mechanisms to promote employee voice. Employees ‘on the ground’ will witness such changes more directly than those separated from operations, such as managers. Therefore, in order to remain agile, it is imperative to not only promote voicing opinion, but harvest feedback to drive further business performance. However, it can be difficult to obtain honest and reliable feedback. Organisations need to ensure that employees feel motivated, engaged and understand how business performance relates to them. Organisations can create buy-in through cultural change, obtaining buy-in through effective psychological engagement, however this can take time. Usually, employee goals will change between roles within the organisation. For example, someone working on a shop front will have drivers such as obtaining overtime or getting home on time, whereas someone within management will want to see profit, cost reduction or growth. Therefore, it can be difficult to employ a blanket incentive. Usually, organisations can create initial engagement through incentives to help orientate and align individual with organisational goals (Duan et al., 2017). These incentives are usually focused on organisational performance, but directly benefit individual employees. For example, a growth focus would create promotion, self-development and career opportunities for the employee, but would have obvious benefits for the organisation. 

Creating a system which promotes employee voice will have a number of additional benefits to an organisation, additional to direct performance. Organisations with successful mechanisms usually obtain better retention figures. Usually when employees can voice their opinions constructively, this strengthens and improves the psychological contract. thus, increasing job satisfaction. It is imperative to retain those knowledgeable employees within the organisation, in order for organisation to lead within their market they must retain their flexibility and competitive edge. Afterall, recent studies show that the cost of replacing an employee The cost of replacing an individual employee can range from one-half to two times the employee's annual salary (Wigert, 2019)





5. 

Job satisfaction relates to "as a pleasurable emotional state resulting from the appraisal of one's job or job experiences" (Jason Colquitt, 2014). Therefore, it is imperative that organisations focus on drivers to improve job satisfaction, both from a performance and retention perspective. Better working lives looks at the relationship and balance between an employee’s professional and personal life. job satisfaction is a net result of a positive integration of the employees personal and professional life. Creating an environment which demands a better work life balance will create an engaged workforce. Happy employees tend to perform better than unhappy. The UK has witnessed a significant shift in its attitude towards work life balance and flexibility (Clare Kelliher, 2018). COVID has resulted in a legislative shift to force employees to work from home during the outbreak. This has created a new set of expectations and coupled with a drop in accessibility within the labour market has tipped balance of bargaining power towards the labour market.
Simple measures can be introduced to improve an organisations’ working practices. However, a significant driver of success needs to originate from those at senior posts within the organisation. Therefore, decision makers must publicise and practice better working lives, both for themselves and the organisation. Driving such a focus helps to promote the intended culture, which should result in those ethics trickling down the to all employees. Wellbeing measures can also be introduced, such as mindfulness sessions, yoga breaks, holiday allowances, flexitime. It is important to understand the drivers of the work environment, in that, varying workforces will have different ideas of what would be a beneficial perk. For example, a predominantly young workforce may look less favourably on perks such as childcare vouchers than other perks. Therefore, it is imperative that organisations take a common-sense approach with their employees. Also, organisations must ensure that through excellent employee relations, perks and incentives remain relevant.

Section Two  
1. 

Conflicts usually arise between the employees and their employers. The conflicts can arise for a number of reasons, usually forming from differences in expectations and personalities. While workplaces tend to remain professional, inevitably those with polar personalities, spending a considerable time together, disagreements will rise, with a recent CIPD report stating that 35% of respondents confirming experience interpersonal conflict (CIPD, 2020)
Disagreements are not only limited to the workplace; they can occur outside the normal working environment.

Misbehaviour relates to the intention of the employee. In that, misbehaviour is a conscious effort by an employee to breach organisational policies and procedures (Vardi, 1996). A misbehaving employee may ignore safety rules, steal and so on. This behaviour as a directly negative effect on the business and its performance (Narayan, 2023)

Therefore, the differentiating factor between the two is that conflict tends to occur organically and through a genuine differing of opinion or expectations. Misbehaviour is the active intention to negatively affect the business.

Formal conflict is the use of established internal procedures to resolve disputes. Usually, tools such as mediation or arbitration are utilised. Formal conflicts are usually very structured, formal (David Nash, 2020). They can use trade unions or other external professionals. Formal conflicts tend to be slower but more rigid (John W Budd, 2008). Informal conflict is the use of tactile resources to resolve disputes. Managers and HR professionals will usually organise informal discussions with the employee to obtain a resolution. Usually, it is the parties involved who are the negotiators, in an attempt to informally agree a point. Informal conflicts can be more reactive and less rigid. Managers deciding on the most appropriate form of conflict resolution will need to visit each conflict case by case. For example, it may not be appropriate for an employee accused of bullying to be involved within an informal conflict.

2. 
Some employment sectors have a higher ratio of union than others. There has been a lot of recent strike action within the NHS based upon salaries and working conditions. Actions such as these are organised by trade unions, for example Unison. An official employee action is an action facilitated by a union who has followed strict and complex rules including balloting and notification to the employer. Usually trade union action can include strikes and action short of a strike, such as banning overtime. Employees who are taking part in official action are protected from dismissal and can claim unfair dismissal if they are dismissed as a result of their official action. Unofficial strike action can be when an individual decides to take action without protection, or when a trade union does not follow the strict rules. While the action itself is usually very similar to official action, those participating are not protected from dismissal. 

3. 

The increased accessibility of technology has had a drastic effect on conflict. Social media, websites and forums have led to greater access and publicity for disgruntled employees. Those wishing to organise action can reach a much greater audience than ever before. Further, the audience will also extend to the general public, allowing unions to build a strong public backing. Also, the increased audience can lead to a much wider spread of action, across multiple unions and geographic areas. While this can help to shift the bargaining power of the collective, it will have a much greater impact on the ability of the organisation to performance. In instances within the NHS this can have increased ramification, hence the Strikes (minimum service level) Act 2023. 
Pay disputes are the main driver for strikes between 1999 and 2018, with 75% of working days lost
to workplace strikes (Office For National Statistics, 2023). With the cost-of-living crisis, many market sectors have pushed to strike in an attempt to improve employment terms, recent strikes include, Doctors, Paramedics, teachers, train operators and postal service. As a result of those recent strikes, the majority of those sectors enjoyed some form of improvement in their employment terms (Office For National Statistics, 2023)
4. 
Mediation

“Mediation seeks to give a speedy solution to individual workplace conflict, and can be used at any stage of a disagreement or dispute” (ACAS, 2013) Mediation can be utilised when there is a breakdown in employee relationships. Usually both sides engage with an independent mediator to find an impartial resolution. Mediation can be beneficial as it gives both parties an informal decision without a long legal battle. However, decisions made by mediator are merely recommendations, so are not binding on the parties (CIPD, 2022). Nonetheless, an appreciation of the process, and the combined willingness for a solution creates success (Katalien Bollen, 2013). Mediation can be an effective informal solution, when considering the informality of the process, it is impressive that the satisfaction rates of post mediation ranges between 80% and 90% (Gitnux, 2023)
Conciliation

Conciliation usually involved a dispute arising over a specific event, while mediation covers a general breakdown in relationships. Conciliation and mediation do have similarities, in that, they utilise a 3rd party to help resolve issues. ACAS offers reconciliation services without charge (ACAS, 2022). Conciliators will actively engage with both parties, usually commenting on each other’s strengths and weakness of claim, advising on case law and discuss options. How conciliation differs from mediation is that a conciliator will not make recommendations, they engage with each party and help to come to a resolution. Further, once an agreement has been reached, a conciliator will arrange a COT3, which is a legally binding agreement.

Arbitration
Arbitration usually follows a failure to agree with conciliation (Richard Saundry, 2022). It is similar to the other two pathways at it utilises a 3rd party. However, the delivery method is usually via a hearing. Both parties will submit their case for the arbitrator to review. Arbitration sits as almost a hybrid of mediation and conciliation, in that, an arbitrator will review claims but also decide on an outcome. However, the decision is binding, so there must be an appreciation by both parties that they may not achieved their desired outcome. This creates some risk, so along with the potential high cost of arbitration, it is usually a last resort for most disagreements. 

5. 
Dismissal in this context relates to when an employer terminates an employee’s employment contract. An employee is protection from unfair dismissal is maintained through the Employment Right Act 1996; specifically, section 94, and to some extend through the Equality Act 2010. Under the legislation, employees cannot be unfairly dismissed, and if there are, they are entitled to claim. 
Capability refers to the ability of the employee to satisfactorily perform their job (Migdadi, 2020). There is a wide spectrum of actions which amount to capability concerns, such as poor performance and time keeping. While these actions can be subtle, they can cause a detriment to the organisation (Marc Helmold, 2019). Hence, managers but act swiftly to prompt an improvement through performance management. An ACAS code of practice highlights that while highlighting the issues are important, organisations must ensure they are transparent, consistent and fair (ACAS, 2015). Organisations must follow a set disciplinary procedure when managing performance and give employees the opportunity to improve. Once all avenues have failed, then only dismissal can take place.
Misconduct refers to when an employee intentionally does not adhere to organisational policies (Ranjit Thomas, 2019). These actions are usually serious, such as, theft and bullying. For serious actions the organisation has the right to bypass performance management methods above and dismiss for gross misconduct. For a valid dismissal for gross misconduct the employer must have reasonable grounds to believe that the employee is guilty of misconduct and must follow a fair dismissal process (Employment Rights Act 1996).
In order to avoid claims of unfair dismissal it is ultimately imperative that the organisation acted fairly and with consistency. For capability and misconduct organisations must strictly follow their own disciplinary procedures, which would as a minimum should include recommendations through ACAS code of practice (ACAS, 2015). It is imperative, organisations must, where suitable, give employees the opportunity to voice their version of events, and give them the opportunity to appeal any decisions made.

6. 
Causes of grievances can include issues with, salaries, bullying, culture, relationships, leadership issues. A grievance usually becomes formal once it has been highlighted to a supervisor or management. It is important to identify issues as continued dissatisfaction will lead to problems with performance and retention (Obiekwe, 2019)

Salaries
Salaries can be a contentious issue within the workplace. Inconsistencies between peers can lead to grievances being raised. Further, with recent cost of living increases organisation will need to ensure policies such as pay reviews, appraisals, and salary comparisons are regularly reviewed.

Culture
Engaged and satisfied employees can be more productive, recent research by Oxford University highlights that happy workers are 13% more productive (Clement S. Bellet, 2019). This conclusive link between satisfaction and production highlights the focus organisations need on their employees. The culture of an organisation is an important foundation within engaged employees. Culture is developed through the decisions and actions of managers. 

It is ultimately important to retain the relationships organisations have with their employees; maintaining open lines of communication which identifies dissatisfaction.

7. 
It is imperative for both procedures that those investigating and handling the policy must be impartial, knowledgeable, communicator and be an active listener (ACAS, 2019)
Impartiality is an important skill to possess. However, individuals can become swayed by unconscious bias, or predetermined perceptions. For example, an indirect input by another employee can disrupt the process as seen in Cadent Gas Limited v Singh. Ensuring that the investigator is genuinely impartial protects the organisation against a decision being challenged.
The investigating officer must have knowledge of the area of expertise in question. A sound understanding of the rules and procedures surrounding the conflict is vital. Further, the investigating officer must fully understand and appreciate the policies of the disciplinary procedure. In that, they must appreciate the confidentiality and independent nature of their role, and not be coerced by superiors.
A disciplinary procedure is an emotive driver for those being investigated. Understandably, employees can become anxious and sometimes become unpredictable. It is imperative that those within the meeting must utilise their soft skills to ensure a calm and professional environment. The wrong communication style can further add stress to an already pressured environment. The ability to create dialog using open questions to promote conversation, but also closed questions to ascertain the facts, it is just as important to actively listen. These skills are developed over time through experience; however, it is usually beneficial for those involved to be enrolled onto management or HR courses.

8. 
You must have a written Grievance policy by law as seen in Blackburn v Aldi Stores Ltd. Grievance can be defined as “Grievance is any real or imaginary feeling of personal injustice which an employee has concerning his employment relationship” (Davis, 1962).  While organisations can do their upmost to ensure satisfaction across their employees, differences in personalities, expectations or culture can lead to dissatisfaction. While the process is somewhat daunting to follow, it can provide insights into micro cultures within the firm, bad practices, and toxic environments.  Handling grievances is vital for both the employee and the larger culture of the organisation. Organisations must ensure that the grievance policy is approachable, transparent and impartial (Hua Jiang, 2018). The organisation must respond quickly to a grievance made. It can be challenging for employees to voice their concerns as it can negatively impact other employees, so organisations must ensure that policies provide security. Subsequently, grievances can be made against anyone at any level, senior management must ensure that complaints are made in confidence. Ensuring there is a genuine focus and promotion of these policies can empower employees and subsequently provide an improvement in performance. The procedure must be readily available within the organisation. While a strong policy is imperative, any failure to follow the policy can result in a breach of conduct claim against the organisation. Further, ACAS code of practice should be included within the policy, as a breach of this could result in an additional compensation payout of 25% (ACAS, 2015).

9. 
The collective includes consultation, negotiation, arbitration and industrial action. The law provides clarify on how a trade union would classify itself as recognised by an employer. For collective bargaining this can be through a voluntary arrangement or through the Central Arbitration committee. It also provides protection and clarification for the right to join, protection against unfair treatment. It also provides information on procedures to follow for redundancy and dismissal. 

10. 
 “A trade union representative (‘rep’) is a union member who represents and gives advice to colleagues when they have problems at work” (UK Government, 2023). Trade unions operate to represent their members. They act on behalf of its members to protect worsening terms or to improve working conditions, such as salary. Usually trade unions negotiate these terms through collective bargaining. Thus, they take the overall views of their members to formulate demands. Further, trade unions represent individuals in matters such as disciplinary meetings.

While those career sectors who have strong trade union membership tend to enjoy better terms (David Guest, 1999), there are some drawbacks to trade union membership. Firstly, membership costs, sometimes the fees can run into the £100’s. Secondly, within collective bargaining a decision is based upon the overall views of the members, therefore, individual differences can be ignored. Thirdly, members tend to have less autonomy, with changes to terms being a drawn-out process.

Non-union representation usually takes place within an organisation that does not recognise a trade union. This form of representation results in the weight of power shifting to the employer, whereby negotiation of terms are usually made with individual employees. Usually, this sort of negotiation is specific to a specific employees’ dispute. For example, a high-flying sales employee who demands a pay rise above their lower performing colleagues. Conversely there are occasions which involved a collective of employees, for example in redundancies over 20 people. In this circumstance, employees tend to elect a voluntary representative to liaise with the employer on their behalf. Although, this is more to do with relaying information, rather than negotiating better terms. 

11. 
Collective bargaining very much relies on the term ‘strength in numbers’. It allows authorised bodies to negotiate better terms for its members. Employees who individually attempt to negotiate terms may find that their bargaining strength does not weald results (Schnabel, 2020). However, a collective bargaining helps to balance the power of the employer and employee. However, extended strike action, or unrest can lead to a further breakdown of employment relations, so there must be a balance between the collective goal and self-deprivation. This effect has been seen recently with NHS strikes and the issues with employee attendance on the ability to provide essential services. This has resulted in the The Strikes (Minimum Service Levels) Bill 2022-23 . Collective bargaining has a number of benefits, it gives the opportunity for the employees and employers to negotiate employment terms on broad issues. It gives the opportunity for employers to identify key drivers within the workforce to improve job satisfaction. Once a collective bargaining has been entered into, there must be an agreement between the parties on how the process will operate. For example, consistency of meetings, which employees are included and the procedure for meetings. Over the course of the bargaining there will be a back and forth between parties, which usually include contract review and requests. Once the parameters and issues have been discussed, then negotiation can take place, however this can be timely. Once an agreement has been made then this becomes legally enforceable for the employees in question, this is known as a collective agreement. It must contain dated signatures by both the representative and the employer.











