Thomas Braddock
Word Count:
Task one = 1,642
Task two = 2,629
Task 1
1) Review emerging developments to inform approaches to employee voice and engagement. (AC 1.1)

With the increase of hybrid and remote working across the UK, technology has helped to develop a variety of ways to give employees a voice. Many workers are now using technology to meet online, such as Zoom, Googlemeet, and Microsoft Teams (Woodfield, 2022). As a result, employee voice can now expand to a virtual space, rather than having to be in person. For example, company intranets and social committee groups can give employees the opportunity to communicate at a more even level with no hierarchy barriers in the way (CIPD, 2022). Instead of company leaders only being reached at head office, wider staff can express their views and voice from anywhere in the world through the use of technology. (Wilkinson et al, 2018).
Busher (2019) suggests that employee voice has shifted over the years from indirect, to direct. Previously indirect voices such as trade unions were seen as bargaining tools, however, shifting to a more direct voice allows employees to contribute their ideas for leaders to implement to improve their company performance. Rees et at (2013) suggests that direct employee voice leads to high engagement and a sense of value because workers feel they are listened to and respected. According to Busher (2019), direct employee voice has led organisations to value their workers voice to help create good performance, and engagement. Therefore, having a more direct employee voice is a key ingredient to overall business success, and a positive workforce.
The overall impact of employee voice and engagement has a significant impact on the psychological contract between employees and employers. CIPD (2023) argue that if employees feel valued and included, they will perform better at work. (Reference) argues that although negative impacts on the psychological contract can happen, for example economical issues. However, by giving employees a voice and including them in the process, the idea of fairness has been displayed and there will be less of a negative impact as a result. 


2) Differentiate between employee involvement and employee participation and how it builds relationships. (AC 1.2)

Employee involvement and employee participation are often seen and talked about in the same context, however, they are individually different and can have different impacts on relationships. 

Employee involvement is a method that seeks to involve employees at all levels with decision making and often problem solving (reference). Landry (2020) argues that involving employees in decision making can have a significant impact when problem solving, creating policies, and procedures. Hubbard (1999) would argue that this can lead to conflict with a diverse group of people who have different opinions and ideas. However, Landry (2020) believes that opinions and decisions that come from meetings of conflict can be more valuable and creates a sense of trust across the workforce. 

Employee participation differs from involvement as it focuses on the engagement with projects, tasks, and events (Cressey, 1995). Usually, the engagement stems from decisions made by the organisation for the employees. For example, an organisation may require a group of employees to work within a project, this means that employees from various levels within the hierarchy can input their ideas and contribute to the project. Quain (2018) suggests that this can help to boost morale across the organisation, as well as creating an inclusive environment.

To compare, employee involvement gives the workforce a voice in decision making, whereas participation actively engages workers in events. According to (Dodds & Swayne, 2011), both aspects significantly impact relationships through excellent communication and collaboration. (Ryba, 2021) supports this idea and states that if employees feel involved and participate, they become more motivated and performance levels increase. However, Ryba highlights the importance of the line managers role in ensuring participation and involvement within the workforce, not just organisational leaders.

3) Assess three employee voice tools and two approaches that might be used to drive employee engagement. (AC 1.3)

The use of surveys is a great tool to give employees a voice. For example, satisfaction at work surveys are often used by organisations to find out how their workforce are thinking. Miller (2020) states that surveys are a low cost and quick way of finding out positive and negative things across the workforce. It also gives employees the chance to speak up in an anonymous way, whereas they may not voice their opinion in a face-to-face setting. However, surveys can be damaging to employee engagement if leaders do not take on board feedback and act accordingly (Hunter, 2019).
Employee forums are another tool that can help drive employee engagement. ACAS (2020) suggest that forums are a great way for organisations to discuss important matters with the workforce, alongside resolving potential current issues. The forum provides a platform for employees to speak with leaders, raise concerns, and present their own ideas. However, Sharp (2018) argues that employee forums can provide negative feedback for managers that they may find difficult to take.

CIPD (2013) argue that surveys and employee forums are dated, they provide information that leaders do not use. However, social media is now changing the way communication works and how employees can have their say. Martin et al, (2015) state that social media gives a richer employee voice, much like an employee forum, but a constant open environment. Social media allows comments to liked, replied to, and interacted with. This gives a whole new meaning to employee voice rather than surveys where their comments are taken and stored away forever. Surowiecki (2004) suggests that comments can transform into collective decisions, which is key for employee voice and engagement in decision making. Pinto (2018) also suggests that those less likely to contribute in a normal setting may be more comfortable engaging via social media.

The role of a line manager in employee engagement can be very significant. CIPD (2011) argue that line managers are the key drivers and must be able to guide, feedback, and empower their staff to ensure engagement remains high. They also argue that once high engagement levels have been reached, the role of a line manager in maintaining these levels is essential. This is further supported by Urquhart (2022) who says that staff who feel supported and valued by their line manager are over x3 times likely to be engaged within their work. Furthermore, a survey by Urquhart (2022) shows the biggest impact on employee engagement at work is trust and support from their line manager. As a result, giving line managers training in employee engagement could be extremely important for them to achieve a culture that empowers employee engagement and culture.

CIPD (2023) (CIPD, 2023) state that reward and recognition can have a significant effect on organisational performance and employee engagement. Whilst historically reward was seen as a ‘thank you card’, in today’s workforce, a comprehensive reward package can be the difference in recruiting, retaining, and engaging top talent (Coleman, 2021). This sense of value within the workforce can be very valuable, especially when you consider some benefits such as salary sacrifice car schemes are free to implement. Butters (2019) supports this to say that workers who feel valued are likely to engage and perform better within their work. 

4) Critically evaluate the interrelationships between employee voice and organisational performance. (AC 1.4) - 
CIPD (2022) say that employee voice is when workers are given the opportunity to give their views and opinions, regardless of their role within the hierarchy. CIPD believe that giving employees a voice leads to better job satisfaction and performance. As a result, they conclude that employers can improve organisational performance by giving employees a voice. Broderick (2020) develops this to say that employee voice improves various metrics such as engagement and retention levels. However, whilst Broderick also states that employee voice reduces conflict, improves resilience, and drives innovation, there are no statistics to measure whether this is a direct result of employee voice (Korpi, 2022). Sinclair (2022) would support the link between employee voice and performance by stating that employees are four times likely to produce better work. Furthermore, he states that attendance levels will increase, which is a measurable metric that can be used to measure performance.

Tamkin (2004) states that evidence of high-performance working practices now show to improve performance by 20%-40%. They give employees greater confidence, motivation, and improved morale to improve individual performance outcomes. One example of this in practice is decentralising decision-making to those closest to the customers. Ashton and Sung (2002) support this by saying management are no longer responsible for all knowledge, instead the whole workforce must develop social and problem-solving skills individually which creates high level learning and performance on a continuous basis.

5) Explain the concept of better working lives and how this can be designed. (AC 1.5)

According to Cheese (2019), access to good work and jobs is fundamental to create a society and economy that thrives. However, the definition of ‘good work’ is subjective and differs depending on who you speak to. CIPD (2019) state that good work is fairly rewarded, allows for work-life balance, and gives people the means to secure a good living.

When you consider working hours, research from CIPD (2019) suggest that 60% of workers currently work at least 5 hours more per week than they should. Whilst some employees may like to do this, many others may not have a choice. CIPD conclude that UK workers have a poor work life balance. Furthermore, a third of all workers in the UK feel that they have too much work and cannot complete it. This workload issue may be a cause of the additional hours that workers do per week. According to Lundberg & Cooper (2010), additional workload and hours are a direct cause of stress which can leave staff unable to relax outside of working hours.

Given the growth of GO Quest, managers should better focus on productivity, rather than hours worked and consider adopting a flexible approach to workers, this could be formal or informal, for example, TOIL or ‘flexitime’ (Gostick, 2021). This is an informal request that workers can go to their manager to alter their start/finish times to do anything they want. A formal request would be a written request that requires a response from HR, usually a more permanent change such as condensing hours from 5 days, to 4.

Task 2

1) Distinguish between organisational conflict and misbehaviour, and between informal and formal conflict. (AC 2.1)

Taylor and Woodhams (2016) suggest that conflict and misbehaviour is dynamic and often very complex. This often comes as a result of diverse workforces that have a range of opinions and expectations of working environments.

Conflict can arise from disagreements between employees and employer. For example, change in working conditions may cause organisational conflict leading to strikes and protests. Action can be formal, or unformal. If workers take formal action, they may involve unions to help resolve matters with a resolution, this is an example of organised conflict. Another example of organised conflict is go-slow, where employees make their feelings known, though this is normally short term before normal practice resumes Williams & Adam-Smith (2010). Workers may also take an informal approach with their employer to find a resolution quicker, ACAS (2022) suggest employers should always attempt this first before formal action. Workers may also take unorganised conflict, for example theft and resignation. If workers disagree with an employer decision, they may resign and refuse to give back company property, or damage it intentionally. 

Whilst conflict can be seen as negative, Taylor & Woodhams (2016) argue that conflict is an essential part of the employment relationship. This is because as workforces overcome conflict, they develop and form new ways of working that both sides are happy with. Colwil (2021) supports this saying that conflict is a significant driver of organisational change and without conflict, some organisations may never introduce new practices and become outdated. (Fisher et al, 2003) develops this to say leadership styles are often formal conflicts that change and develop overtime with employee action. CIPD (2020) suggest that this conflict allows debate and different perspectives to come together to create stronger working practices. 
Informal conflict can be differences of opinion within a group, CIPD (2020) suggest that much like formal conflict, this can yield excellent results if managed correctly and encourage collaboration.

2) Distinguish between official and unofficial employee action. (AC 2.2) 

Official employee action is workers refusing to work that is authorised from a trade union. Whilst taking strike action workers will not be paid. Those taking part in a strike are protected from being dismissed and/or legal action, and their length of service will not be affected (ACAS, 2023). For unions to authorise strike action, they must hold an official ballot that is supervised by a scrutineer. Part of the process also requires the union to inform voters of full results, including the total number of votes, total for yes, and no. Unions must also inform the employer with a minimum of 1 week notice before the ballot, and full result as soon as possible (UK Government, 2022).

Unofficial employee action is when individuals, or a group, take action that is not endorsed or authorised from a trade union. This includes striking that is also not endorsed, along with non-union members that join official strike actions and are not part of the bargaining unit (CIPD, 2022). Unlike official strikes, employees are not protected from legal proceedings, including unfair dismissal, if they take unofficial action. For example, Gate Gourmet dismissed six employees who took unauthorised leave to take part in unofficial industrial action (Smith et al, 2017). Currently the UK Government are looking to pass a bill where minimum service levels will have to be maintained in certain industries during official strike action. If unions and/or workers fail to comply, they will lose their protection rights against dismissal and legal action (Uk Parliament, 2023).

3) Assess emerging trends in the types of conflict and industrial sanctions. (AC 2.3)

December 2022 saw a rise in the number days lost through strike action, according to the latest ONS data (2023). During December, they estimate that over 800,000 working days were lost. In addition, over 2.4 million working days were lost between June 2022 and February 2023. ONS (2023) suggest this is mainly due to pay disputes across a range of public sector bodies. Whilst there is a recent rise in the trend of strike action, it doesn’t match the significant strike action from the 1970’s that saw an average of 4.1million working days lost in August 1979 alone. 

One current trend in the UK today is the Government looking to pass a bill that will ensure certain industries have minimum service levels when striking, this is to limit the impact of the strike on the wider public (UK Parliament, 2023). However, Hoddinott (2023) argues that instead of the Government trying to enforce these legal sanctions, they should put more effort into exploring what pay offers it can support. The current approach is not working and the number of people striking, and days lost, will continue to rise.
Hughes & Dundon, (2018) state that strike action is changing, instead of prolonged striking, groups are now thinking about how and where they strike, for example, lunchtime protests, social media, and sit ins. This strategic way of striking that Hughes and Dundon argue stems from changing social values in the workforce.

4) Distinguish between third-party conciliation, mediation and arbitration. (AC 2.4)

Conciliation, mediation and arbitration are services designed to gain third party help to resolve issues between employees and employers. Mediation aims to fix workplace relationships by deciding the best way to move forward in the future, this means that it does not decide who is right or wrong (ACAS, 2023). The process uses a third-party to facilitate discussions around a dispute between employer and employee, it can also include a group which is known as collective mediation. Given the process is less formal, Kenyon (2022) argues that mediation is a great approach to avoid a stressful process, accept other points of view, and restore an employment relationship.

Conciliation is very similar to mediation, however, it aims to find a solution for claims made to an employment tribunal, or those wanting to make a claim through ACAS. The role of conciliation is key in employment tribunal claims as it helps to resolve issues before a claim is made. If an agreement is reached through early conciliation, a COT3 form is signed and becomes legally binding. The case cannot be taken to a tribunal, therefore reducing the number of claims reaching tribunals. Alongside individual cases, collective conciliation can also be used for disputes such as pay reviews, redundancy consultation, and changes in working practices (ACAS, 2022). Collective conciliation is flexible and informal conversations are used to help understand issues and come to a resolution (ACAS, 2022).

Arbitration is the process of using a third-party to gain a resolution to a dispute. The arbitrator is a neutral individual hearing both sides of the dispute at a hearing before deciding on the information presented (ACAS, 2022). Arbitration is available to individuals, as well as collectively to decide on group disputes. The decision made by the arbitrator is legally binding for individual disputes, however, for collective arbitration it is binding in honour.
 

5)	Explain the principles of legislation relating to unfair dismissal in respect of 
capability and misconduct issues. (AC 3.1)

The main source of legislation relating to unfair dismissal is The Employment Rights Act 1996. The principles set out state that all employees have the right to fair treatment throughout the process. ACAS (2015) set out a code of practice to ensure the minimum service levels that employers must provide throughout disciplinary and grievance issues at work. This states that employers should firstly establish the facts by carrying out relevant investigations without delay. Next, employers must inform the employee of the problem by writing, if there is a case to answer. When invited to a disciplinary meeting, employees have a statutory right to be accompanied by a worker, union representative, or an official employed trade union. Following the meeting, appropriate action is taken and the employee should again be notified in writing. All employees will have the opportunity to appeal, should they feel the decision is wrong. 

5) Analyse key causes of employee grievances. (AC 3.2)

An employee grievance normally arises from a complaint about work. Whilst it can be about the workplace, it can also be about their work specifically, or someone they work with (BrightHR, 2021). Grievances can be brought individually, or as a collective. This is where a group of 2 or more employees can raise a grievance, normally via their union representative (ACAS, 2022). There are many different types and causes of grievances, some of these include pay and benefits, working conditions, poor management, and bullying and harassment. According to Webber (2023), the top cause of grievances was bullying and harassment. Employees subject to this often become unmotivated and lose self-confidence which leads to poor performance at work (Unison, 2013). Furthermore, Webber (2023) argues that this was also caused by managers not dealing with issues in the workplace correctly. This also then leads to another cause of grievances, relationships/poor management. In contrast, Baker (2010) believe that poor working relationships with managers is the main cause of grievances, however, they state that the cause of this comes from managers not wanted to hold difficult decisions, this is also supported by Webber (2023).     


7)	Explain the skills required for effective grievance and discipline-handling procedures. (AC 3.3)

To handle grievance and disciplinary procedures, individuals must possess excellent technical, interpersonal, and communication skills. The process is often very sensitive and people react differently, however, it is important to ensure fairness, objectivity, and to work in line with organisational policies (Parkin, 2009). 
Active listening is one key skill required when handling grievance and discipline issues, ACAS (2021) argue that it strengthens relationships between individuals. They state that it allows individuals to notice subtle signals, along with what is being said. Trevelyan (2009) further develops to suggest active listening allows deeper understanding, so it can often highlight reasons for behaviour. Furthermore, Trevelyan (2009) argues questioning is also a key skill when managing cases and links closely to active listening. According to Trevelyan, the quality of answers starts with the quality of question.  
Another key skill during the process is to ensure objectivity throughout, this means removing potentially biased individuals from the process where possible, and being sure to decide an outcome on the evidence given. ACAS (2022) support this and suggest that instead of trying to prove guilt, the process should be about obtaining balanced evidence from both sides to see if there is an issue that needs action. As seen during the Blackburn v Aldi case, it was decided that the case was not impartial and so the grievance was not held effectively as a result (UK Government, 2017). Note taking is also a key skill during grievance procedures, King (2023) supports this by saying that note takers are completely impartial and will not find it hard to keep track of what is being said. King argues that individuals that are involved in the dispute will often get caught up in the moment and forget key things. Instead, the use of a neutral party note taker can further enhance the fairness and objectivity to the process.

8)	Advise on the importance of handling grievances effectively. (AC 3.4)

Effective handling of grievances is essential for organisations to ensure a positive environment and culture (Khan, 2020). Furthermore, McConnell (2014) argues that failure to handle grievances effectively can lead to legal action, along with a detrimental effect on the relationship between employee and employer, which can result in resignation. For example, in the case of Blackburn v Aldi Stores Ltd, an employee resigned following an unsuccessful appeal of their grievance outcome. The employment tribunal found that the grievance was not handled correctly because the appeal was impartial and the dismissal was seen as unfair (UK Government, 2017).
Posner (2019) argues that beyond legal action, grievances can impact individuals, as well as teams. She states that often bitterness, frustration, and resistance can come as a direct result of poor grievance processes. This is because normally a grievance will give a result of right or wrong, so if the process isn’t handled correctly, organisations can be seen as taking sides. However, Godfrey (2017) suggests that this happens because organisations take the process too formal too quickly, which results in side taking from HR and line managers. Carlyon (2022) supports this and suggests that the overall impact of legal proceedings and negative behaviour impacts on the wider organisational reputation to become poor. Therefore, if processes are not handled correctly, there becomes the risk of legal action, organisational unrest, and damaging the organisation reputation. 

9)	Explain the main provisions of collective employment law. (AC 4.1) 

Collective employment law covers the rights and responsibilities of workers during union representation and negotiations. This covers the relationships between the workers and their employers, normally through their unions or other representations and involves the right to collective consultation, collective bargaining, strikes, and other industrial action (Heery & Noon, 2008). 
Statutory recognition provisions state that unions can apply to be recognised and start collective bargaining on issues that may surround pay or working hours, on behalf of members and workers within the bargaining unit (UK Government, 2020). If the majority of employees agree, including there being more than 21 employees, recognition is then granted. In order to picket, individuals must follow a code of practice for picketing to be carried out lawfully. Collective agreements become legally binding by law and carry on for the length of the agreed timeframe (Unison, 2022).


10)	Compare the types of employee bodies, union and non-union forms of employee representation. (AC 4.2)

If taking union forms of representation, employees benefit from official representation from a formal organisation that argue and negotiate with employers regarding issues such as pay and working conditions (ACAS, 2021). Unions also engage on collective bargaining with employers to negotiate collective agreements. Should an agreement be reached, this becomes legally binding and will apply to all union members. Choosing union representation, members benefit from strength in numbers alongside legal protection. According to DePamphilis (2020), larger the membership group, the more negotiating power they hold.

A non-union representative gives workers a voice in the workplace, but with no formal union representation. An example of a non-union representation is a work council, these are normally constructed to argue the views of its members and cover a range of issues, such as working conditions (ACAS, 2021). Council representatives are elected in the workplace and carry out duties within the workplace. Another non-union representation are forums or committees, these give workers a voice to help raise concerns and gather ideas to make new suggestions for the originations. Forums do not have legal rights, unlike official unions. In addition, non-union forums have no legal framework and so the success rate can vary, along with leaders willingness to engage in the process (Labour Relations Agency, 2019).

To conclude, all types of employment representation aims to give workers a voice in the workplace. Union forms have a structure, bargaining rights and give employees legal protection and recognition. However, non-union forms can come in the form of councils, forums and staff councils. 

[bookmark: _GoBack]11)	Evaluate the purpose of collective bargaining and how it works. (AC 4.3)

Collective bargaining is when unions negotiate with employers of behalf of their members. This is to negotiate improved terms and conditions for members within their employment (Unison, 2022). Negotiations can be for a range of individual daily issues, along with complex issues affecting the wider workforce. Some examples of these include pay awards, annual leave allowances, pensions, and even working hours.
The purpose of collective bargaining is to move forward on understanding between employees and employers to reach an agreement. Unison (2022) state collective bargaining process allows the workforce to speak with employers in a stronger position as a group. 
Unions conduct surveys and meetings to discuss the issues faced by members, they will then collate a set of demands to send to the employer during the bargaining process. At this point, unions and employer negotiate to reach a collective bargaining agreement, if this cannot be reached, mediation and arbitration can be used to help both parties come to a decision. Any agreement must be approved by members before it is official, this usually involves a vote whether to accept, or decline it. Once approved, the implementation stage sees both employees, and employer bound by the terms for the agreed length of time (Unison, 2022).
Whilst collective bargaining benefits employees, Williamson (2019) argues that employers benefit from lower staff turnover and better performance. Williamson also argues that relationships between leaders and the workforce improves as a result. However, Rudison-Imhotep (2015) argues that collective bargaining can become a political debate and often steer away from the needs of members.
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