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Employment Relationship Management
Task 1
(AC 1.1) Employee relations is the relationship between an employer and its employee; both as an individual as well as collectively as a team and department. 
There are great benefits to experience when all employees have a say in the way that the Organisation is conducting business. When employees have a say in what roles and responsibilities they are expected to carry out and be involved in the decision making of the department and the wider organisation, the more productive they will become. There has been research conducted in this area and the findings are that the more the employees are involved, the more included they feel and are being listened to. With the voices not only being heard, but acted upon, gives a boost to morale, this in turn increases the overall wellbeing of both the employee and the organisation as a whole. The involvement of all employees will increase the productivity of the workplace and this in turn will reduce the conflict that is experienced in the workplace. (Handbook on HR Process Research., 2021)
In previous times, evidence suggests that the messages coming from Human Resources were that employees were nothing more than a number, driving down morale and innovative ways in working, many employees would only undertake the work that was expected – it would not matter what time this took as there was no benefit to the employee to conduct their business in any other terms than that of what was expected and instructed. This would leave employees feeling undervalued and exploited. (Hart, 1993; Thompson, 2011).
By encouraging this working relationship where people come before policy, strengthens the resilience that the organisation experiences and will see employees being supportive during times of uncertainty and change, this could be due to the internal change programmes or that of challenges that become apparent from outside the organisation.

(AC 1.2) One of the main differences between employee participation and employee involvement is that participation refers to the actual business activities that employees perform, whereas involvement is about the level of input in decision-making that employees have regarding which business activities they perform. 
Employee participation refers to employees having a part to collectively play in company operations to attain a shared goal (Bai, Y., Lin, L. and Liu, J.T, 2019).
An example of this within my organisation is the introduction of a Code of Ethics Committee where a diverse group of employees from across the width and breadth of the organisation (at all levels of rank and position) and external independent members come together to discuss issues that have been referred to the Ethics Database by employees in order to scrutinise the scenarios as to whether there are ethical dilemmas within the procedures and policies that are being conducted and whether there is a need to be amended to be more inclusive, open and transparent. Every employee is encouraged to utilise the referral system with issues that the organisation face that could jeopardise the compliance with the Code of Ethics policy and framework as well as other guidelines that are in place. This platform is a good place to be able to direct work that needs to be undertaken and considered by the organisation and can signpost any performance issues to the appropriate board panels. 
Having this system in place allows every employee to voice concerns and be able to be part of ongoing suggestions for improving standards and practices. This is turn gives the autonomy to individuals to feed in their concerns and to see that their ideas and innovative ways of thinking are being utilised and progressed across the organisation. By being involved in this process, it boosts morale which then aids the organisation as the performance that employees undertake is enhanced. 

(AC 1.3) There are a number of ways which organisations can use tools to obtain the employee voice to ensure that all thoughts and opinions are captured. The easiest and quickest way to do this is through the use of employee surveys.   Employee engagement surveys assess employees’ dedication, motivation, a feeling of purpose, and enthusiasm for their jobs and employers (Saks, A.M, 2019).  
By utilising surveys, there’s a variety of responses that the organisation can gather in order to evaluate the perceptions and views of their employees. Examples of this can be to evaluate changes that have been implemented, processes that are being considered, strategies that are being developed and future opportunity scoping. The only thing to consider is that if surveys are the only tool that is being utilised to involve employees, there may be a lack of participation if there is ‘survey overload’ or the fact that employees do not see the results of their submissions come to fruition. 
Other approaches could be through the staff associations or trade unions in order to gather the views and opinions of staff. Other ways that employee engagement could be adopted is through schemes to include reward and culture. When there is a process in place for performance reward, it can offer bonuses, incremental pay increases, extra annual leave allowance, extended sick leave payments or improved staff perks (such as discount cards, dental care, private health care). (Holbeche, 2018) 
By offering these, there will be more goal orientated and performance priority for staff to aim for the benefits that are on offer and can increase the productivity within the organisation – therefore morale will be boosted, and staff are more likely to be attracted to long term employment with the organisation when they feel included and that the leaders are approachable and accessible, and the organisational stance and vision is clear and inclusive.

(AC 1.4) When utilised correctly, the voice of the employee can assist in growth, development and conflict resolution matters within the organisation. If the changes are implemented from the viewpoint of the employee who has the operational knowledge and experience to identify risks and unforeseen circumstances in a more efficient manner, the safety of the organisation can be protected. As the employee on the ground has the first-hand experience to identify these issues, they will report them in a manner that is critical to the organisation, leaders are not in a position to identify this in the same timescales and therefore must accommodate the communication and openness for the employees to feel valued to voice their concerns when it arises. The changes that are needed within organisations often start with the bottom rung of the ladder in the authoritative sense of the word, and to ensure inclusivity in this nature, it is paramount that the employee feels listened to and valued for their contributions. The working environment must be open to the opportunity for employees to speak up, be heard and be counted. (Bai, Y., Lin, L. and Liu, J.T, 2019) 
Not only will this enhance the reputation of the organisation attracting the best talent to the workforce, but also retaining the employees that are currently there. When employees feel heard and that they have a voice, the grievance process will be utilised in a more informal manner as they already feel satisfied that the organisation listens and acts upon concerns that are raised and are dealt with in a timely manner. This in turn will increase the wellbeing of the staff and again, a benefit for the organisation as the sickness absences will be decreased due to job satisfaction and ability to speak to the leaders within the organisation. With this in mind, the retention levels increase and the costs to replace staff won’t be an issue – the loss of corporate knowledge and skills will be maintained in this ethos as well. (Bai, Y., Lin, L. and Liu, J.T, 2019)

(AC 1.5) A healthy work-life balance is that of calm in both personal and professional life. Albeit that there is overlap between one and the other as what affects an individual outside of work will affect them inside work and vice versa. Organisations are more in tune with the fact that the balance in an individual’s life increases the performance that is displayed within the work environment. If there is unduly excessive work requirements placed on an employee, there will inevitably be frustrated, upset and stressed members of staff which can affect their wellbeing and their health – this will have a detrimental result on the organisation as they will see that there are more staff on sick leave, a decrease in performance and possible resignations from the organisation. (Jiang, H. and Luo, Y., , 2018.)
There are practices that can be adopted by organisations in order to support the healthy work life balance for employees – these can include providing facilities such as gyms and childcare creches. 
Flexible and agile working is a trend that is recurring at the moment, which organisations have been forced to review with the unforeseen pandemic that has been with us across the world for over two years. There is less strictness with when work must commence and must finish, giving flexibility to staff and can attract a higher talent pool to the organisation. Again, the wellbeing of the employee is increased as these practices will reduce stress and encourages a healthy work life balance. Care must be taken to ensure the Code of Practice in relation to professional standards is adhered to in these instances, as employees who work for companies that operate on a highly “loose” basis may take advantage of the employer’s benevolence, yielding negligence and indiscipline. (Jiang, H. and Luo, Y., , 2018.)

(AC 2.1) There are differences between misbehaviour and conflict. The main difference being that misbehaviour is normally a planned trait whereas conflict is more of a morale or personality difference between individuals and/or the organisation.
Misbehaviour tends to be a breach of standards, rules, or regulations or in the worst-case scenario – laws. Examples of this are harassment, theft, damage, fraud, and deception. The pre-planned element of this is that there has been intention to undertake these actions. There must be a channel of reporting in place within organisations to eliminate the actions of this misbehaviour and to address it within a timely manner. 
Conflict can be represented in a number of ways and tends to be a natural occurrence, unlike the intention that is formed with misbehaviour. Where a number of diverse individuals come together, there can be differing viewpoints and conflict can occur where these individuals have differing ideas as to how certain tasks are to be undertaken and completed. It has been well researched that when new groups of individuals are formed to work together, there are several phases that they will go through before being able to work in harmony with each other. The theory of Tuckman states The forming–storming–norming–performing model of group development was first proposed in 1965, who said that these phases are all necessary and inevitable in order for a team to grow, face up to challenges, tackle problems, find solutions, plan work, and deliver results. (Egolf, 2001)
Other conflict can include the way that organisational policy and procedures are run, and this can cause conflict by perceived understanding of requirements that are expected. Guidance needs to be clear and concise. This is where the added value of organisation consultation can be a positive process to undertake involving as many employees as possible during the development stages. Within my organisation, there’s opportunity for staff to design and develop policies in areas of expertise and work across a number of departments ensuring the policy is written from a practitioner’s point of view. The draft is then published on the internal website and consultation feedback is requested in order to amend or adapt the policy as required. This is reviewed and submitted to the People Board to approve.
The policy in this case is much more widely accepted once approved as employees feel that they have had an insight into the development and understand what is expected as a result of this process.

(AC2.2) When an employee is contracted, they have the opportunity to join a trade union or staff association. The number of employees that join such unions is on the rise and this can be an option that is taken in order to safeguard their rights within the working environment. If there are issues that are raised within the organisation, the employee can seek the advice of the union in order to clarify and confirm what their employment rights are and what protection is in place in relation to the conflict that they are experiencing. If these issues remain unresolved between the organisation and the employee, they may ask the union to represent them in the case. If this remains unresolved, the next formal stage is to take industrial action. If this is supported by the union, it is classed as official action. Once this process has been entered into, the legal procedures must be adhered to and the union will seek to defend any claims against the employee such as dismissal. 
On the other hand, if the union is not supporting the employee, this would be classed as unofficial, and the employee would not be protected by the legal procedures – therefore could face dismissal at this stage. (Jiang, H. and Luo, Y., , 2018.)

(AC 2.3) There have been many developments over the years when conflict arises in a working environment. Unions now work closely with employees as well as employers in order to support a harmonic working relationship. Relations have developed from the traditional sense of ‘worker’ and ‘payer’ which was very authoritarian and now outdated, the focus is now more on the futureproofing of the organisation and being more people centric, considering the staff as people before strategy and policies. Although these relationships are developed and attempts to maintain this level of understanding, there are still times when conflict occurs. There are times when unions will step in and the most appropriate action to take is that of organised strikes. This is more so when issues around pay, working time and conditions are under discussion. Strikes compromise of a temporary suspension of work by utilising the collective strength of employees (Jiang, H. and Luo, Y., , 2018.) 
These actions are classed as formal types of industrial sanctions and are executed under law and procedural arrangements within employee contracts.

(AC 2.4) There are a number of options available to organisations when there are incidents of conflict. ACAS provide advice and guidance on a number of scenarios and also provide training to leaders who have the roles and responsibilities to deal with aspects of conflict and fairness issues in the workplace.  (ACAS, 2022)
There are pathways to explore and some work in tandem with others, whilst others are standalone elements. These must be used in the correct manner as more formal action can be taken should there be no resolution through the organisation’s intervention.
Mediation can be applied if all parties involved consent to this process being undertaken. This process would allow for discussion to take place and solutions to be aired. There must be agreement from all sides before action can be taken. This process is usually a quick and efficient process and can resolve issues in a less stressful manner than litigation. There is usually an independent mediator present who can guide the discussion, suggests, and recommends solutions. This is usually undertaken during the early stages of conflict or grievances and can be very effective to alleviate the issues that have been raised.
Conciliation is often utilised when there are legal issues rather than internal grievances in relation to people, processes or guidance policies. An independent adviser will be coordinating the activity between all parties involved, both individually and jointly in order for a solution to be identified between them with the assistance of the adviser, who will go through the legality issues as well as the outcome options to come to an agreement between themselves. ( Nash, D. and Hann, D., 2020)
Arbitration has been identified as a more formal activity in relation to grievances and issues that arise in the workplace. It will include the participation of an independent member who will act as judge to discuss the matters that have been referred. It is this member of the group that will define the ruling and outcome from the input between parties. It is the disputing party that will agree whether the outcome and result is legally binding and if not, this will allow for staff associations and unions to pursue the matter officially through a court or employment tribunal. ( Nash, D. and Hann, D., 2020)

(AC 4.1) An employee is defined by The Employment Rights Act 1996 – a person who works to terms and conditions bound by a contract or services of an apprenticeship. The legal basis within this contract will state the pay, working hours, frequency of pay, holiday accruement and associated payment allowances, sick leave and payment as well as other paid leave under the legislation. These terms and conditions are the basis for collective negotiations. Employment law will provide the legal framework in which a contract must be aligned to, and this can be conditional when presented to a candidate who is seeking employment within an organisation – it is duly down to the individual to accept the terms and conditions documented within such contract and this action is not mandated at this stage as the candidate is not an employee at this stage of the process. Albeit the organisation is in the position of power at this stage – there are a number of employee rights that are applicable to provide a level standing for both parties which is fair and equal to all involved. (CIPD, 2022)

(AC 4.2) There are a number of differences with employee bodies across different spectrums of employment. As an example, within my organisation – policing – there are 2 ‘trade unions’ and the regulations that each have to adhere to are very different. A police officer, is not classed as an employee, has no contract but is a ‘servant of the Queen’. There are no rights for an officer to strike or work to rule; although there is a protection in regard to the fact that an officer cannot be made redundant. The ‘union’ that is in place for an officer is that of the National Federation for Policing and they can represent the officer in circumstances of workplace issues as well as negotiating further pay increase awards and reward, as well as disciplinary and misconduct representation should the need arise.
The staff associations for police staff members are more aligned to that of the work that is undertaken by unions as staff are employed and as such have contracts in place. 
An organisation without a union place the strength of workplace power on the employer rather than employees as they are responsible for all areas that cover their rights and responsibilities – whether that is pay, annual leave allowance, working time and flexibility or through misbehaviour and misconduct – there is no ‘body’ that supports them through these negotiations. Whereas the organisations that have unions are strengthened by numbers and usually, have more staff in this area who specialise in the areas that come under the spotlight. 
Employees tend to prefer organisations with unions present as this provides additional confidence that their rights and interests are being looked after. There are proven benefits to be in an organisation that is supported by a union; these can include higher wages, more agile and flexible working practices, and policies and well as medical benefits. (Sarvaiya, H., Eweje, G. and Arrowsmith, J., 2018)
On the other hand, a downside to being supported by a union is the cost to the employee as this usually comes with a cost that is borne by the employee. 

(AC 4.3) Collective bargaining can be utilised in a number of ways, but traditionally it is where workplace conflicts or grievances are resolved between parties involved as part of the organisation – from internal relations, not independent third parties. When all parties involved agree to a decision or resolution to the issue that has been highlighted through discussion and negotiation, this is collective bargaining. (Sarvaiya, H., Eweje, G. and Arrowsmith, J., 2018) 
There are number of ways in which this can be executed within an organisation:
Single plant bargaining is where an organisation solely bargains with one staff association or trade union in order to reach a satisfactory conclusion.
Multiple plant bargaining is where there are a number of employees raising the same issue in the workplace but are represented by a number of staff associations / trade unions. This would be the case in point for policing; when officers and staff raise issues in tandem, they would be represented by Unison and the Police Federation to work together to negotiate a suitable outcome for all parties involved.  
Multiple employer bargaining is where all trade unions bargain for a suitable outcome across the whole of the sector rather than for one employee or one organisation solely on their own. This would be conducted on a regional or national basis. An example of this would be the steel industry where there have been national negotiations ongoing in relation to pay and working conditions for all employees across the board, not just in one company by one trade union. (Dobbins, 2020)
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Task 2.
(AC 3.3) There are a number of skills that can be drawn upon when it comes to dealing with grievance and disciplinary procedures. 
Pre-emptive activity – this requires knowledge and understanding in the policies that support the action that can be taken in incidences of grievance and disciplinary issues. If managers have the confidence in this area, it is beneficial to discuss the issues highlighted at an early stage. This can prevent the case from escalating. If managers can be direct around the processes that need to be undertaken, employees will feel that they can discuss any issues in an open and honest manner without judgement. 
Evidence based – this is where managers will act upon any concerns and issues that are raised and ensuring the facts of the matter have been obtained openly and honestly. During this process, it’s important to identify if there are any codes of conduct or standards of behaviour that have been potentially breached in line with policy and frameworks. If there is a course of action to be taken, accurate record keeping must be kept so that it can be referred back to in any future investigations or tribunals. SMART action plans are an example of this, as all parties involved will know what the level of expectation is and timescales that are being adhered to.
Soft skills – an area that is often overlooked– the manner in which communications, active listening, body language and questioning skills are utilised. It’s important to vary the types of questioning to an employee so that it is not seen to be leading questions, or in a way that can be seen to be one sided. There must be methods of impartiality utilised so that it can be referred back to in further investigation or tribunal cases. Probing questions can be used to gather the appropriate information that is required whereas closed questions are good to clarify and confirm facts. (Bai, Y., Lin, L. and Liu, J.T, 2019)

(AC 3.2) When there is ill-feeling towards an individual within the organisation or against policy or procedure, an employee will raise this issue with a manager as a grievance or fairness at work issue. There are a number of reasons when an employee can feel dissatisfied in the workplace and will raise grievances that they are experiencing. This can include their salaries, working time, overtime and conditions, transfer, promotion, tenure, roles and responsibilities and termination of services. (Wang, Y., Zheng, Y. and Zhu, Y.,, 2018)
Salaries – this can be raised when an employee feels that they are not compensated at the right level for the work that they undertake and participate in for the organisation that they are employed by. It can include factors such as amount paid, delays in payment, deductions that are unexpected or unfair and pay increments at unsatisfactory levels. (Holbeche, 2018)
Work environment – this can be raised when the workplace surroundings and environment is not comfortable to work in. this can include factors such as lighting, ventilation, unsatisfactory equipment, lack of washing / toilet facilities, kitchen facilities and rest areas.
Unfair working practices – this can be raised where there are raised levels of stress and unsatisfactory processes undertaken such as promotion policies that are unfair or exclusive, staff movements within roles without the appropriate advertisements and openness in the process, limited opportunities to undertake appropriate training for their roles and areas of responsibilities, undertaking work that is graded at a higher level than the employee is currently employed for  (Shuck, 2017)
Disciplinary – this could be where a manager instigates formal action against an employee due to their repeated levels of being absent from work, code of conduct being breached, punctuality being brought into question as well as working time recording. An employee maybe suspended whilst the investigations are ongoing for this process in order to establish the facts. (ACAS, 2022)

(AC 3.4) Every organisation should have a grievance procedure which is intended to be fair, open and transparent for every employee within the organisation to have access to. This process is appropriate to report any workplace issues and complaints. There are protective elements to the process so that an employee will not be judged or face any consequence as a result of submitting a formal grievance. By having this process in place within an organisation will boost morale and also increase the levels of confidence of employees that they feel comfortable that the organisation will listen to them should these processes be needed. ACAS provides support to an individual as well as the organisation in cases where a grievance needs to be instigated and the processes are safeguarded by law. Therefore, organisations must do all that they can to adhere to these guidelines or face further ramification when issues are highlighted against them. (Disciplinary and grievance procedures | ACAS. , 2022)

(AC 3.1) Employees are protected under the legislation - The Employment Rights Act 1996 which covers unfair dismissal. For an employer to prove that a dismissal was legal it has to be seen as fair, for a specified reason and to be handled properly in line with the guidelines set out in this legislation. The facts surrounding the incident must be obtained accurately, managers must review the circumstances on a case-by-case basis. Although the levels of evidence that are required for a dismissal is less than that required in a court of law, it is a standard that should utilised as a target in this case due to the possibility of employment tribunal hearings. The misconduct needs to be investigated and reasonable belief held that these actions have been carried out. There are several stages and processes that can be undertaken prior to the consideration of dismissal and these should be utilised in the first instance. 
There are steps raising in severity within grievance procedures in order to make attempts of resolution prior to escalation. ACAS will advise that each step is explored in order to come to a satisfactory conclusion without escalation. (ACAS, 2022)
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