AC1.1
Emerging developments of employee voice approaches have really come to the forefront of many organisational discussions surrounding performance, especially since emerging from a rocky Covid environment where management of workforces during this time varied greatly in success, XpertHR podcast (2022).  
Remote and hybrid working is a prime example. December 2019, only 5% or 1.7 million of the UK workforce were based at home most of the time, against a huge increase to 14 million people come the Spring of 2020 states Ellis (2022, p.37).  Central to this is the persuasive case that many workers have proven they can work from home as effectively as in the office (Ellis, 2022, p 37.).   
An increased capability and willingness to embrace a digital workplace, where Teams meetings have become the norm over physical meetings regardless of whether employees are home workers or not.  Digitalisation of workplace communication has come in many forms including online training and through an increase in online workplace forums which encourage employee voice. 
Work-life balance, flexible working, equal opportunities are all examples of qualities employees see as critical to wellbeing and a good working life but not without the critical requirement of having an employee voice and involvement whilst working alongside office-based peers.

AC1.2
Employee participation can be defined by employees participating in organisational decision making through their representatives, which functions like a Union but isn’t one, according to Ellis (2022, p.15).  This participation can be evaluated using Marchington et al’s four-fold framework (Ellis, 2022, p.17) which encompasses to what ‘degree’, ‘level’, ‘scope’ and ‘form’ employees successfully influence the organisational decision-making capability.  The ‘degree’ can be explained by the extent to which employees are involved either directly or indirectly in decisions.  The ‘level’ relates to the level of management within the business at which participation can occur – devising a change to organisational hierarchy, for example, wouldn’t be within the realms of a Team leaders’ knowledge.  The ‘scope’ of participation relates to the sheer variety and gravity of topics that employees could inform upon.  Finally, the ‘form’ of participation, relates to a combination of direct, indirect, informal and financial involvement that an employee can expect to be involved with.
Employee involvement differs from that of employee participation in that refers to the level of influence staff members have in deciding which corporate activities they undertake.  It also nods to a reliant relationship between the manager and the employee to embed improved communication and engagement.  Participation describes the process to which employees work as a team to achieve a shared business outcome and could be considered a more unitarist approach.  The shift to increased engagement awareness by organisations highlights employee engagement as offered by the employee rather than contractually demanded by the employer. 

AC1.3
Employee Voice tools provide increased opportunities for voice to be heard and for organisations to enable effective change.
i. One-to-one meetings lend themselves to traditional thinking yet are an opportunity for employees to use their voice to raise their thoughts and ideas on a direct basis.  ‘Face-to-face meetings allow managers to ask probing questions, sense body language and gauge responses while creating a personalized touch showing the employee their feedback, concerns and growth are valued’, says Kurter, H (2019). 
ii. Team meetings foster a sense of belonging and reinforce organisational culture. They are another way to encourage employee voice with what, some feel the confidence with others around them, to step up and speak out.  They lend themselves to allowing multiple items on the agenda to be raised by Management and hit the entire target audience at one time. 
iii. Employee surveys are equally considered a great way to amass employee voice and therefore engagement. The CIPD rates their usefulness as an opportunity for organisations to identify and enforce change stemming from the results of these.  A balance between pulse surveys and annual engagement surveys to avoid survey fatigue is advised.
To embed this:
i. Focus upon Leadership style
From the top down, embody a culture of employee centred leadership. Senior management should reflect the business culture and set the tone for operations. Consider our approach to everything from our physical behaviours and body language we use in our approach to conversation, to removing hierarchical barriers that prevent the enablement of voice and ensuring information like financial performance, company news, decision making processes, is actively shared through a variety of channels.
Detert and Burris (2012) found a positive relationship between transformational leadership and employee voice.
ii. Incentives and rewards
Anthony, (2018) found ‘that Organizations that motivate managers to engage employees by making engagement as an important dimension of performance .performance criteria and rewarding engagement through incentive programs indicate that their organizations more effectively foster employee engagement and motivation than those organizations that do not.’.  Primarily, attract the kinds of Leaders who have a proven track record in encouraging engagement among subordinates and offer them a total rewards package that motivates and recognises.  Also, look at partnering with organisations that offer lifestyle benefit packages which parallel DO Quests organisational culture.

AC1.4
Matthew Taylor, chief executive of the Royal Society for the encouragement of Arts, Manufactures and Commerce (RSA) quoted in HR Magazine ‘Employee voice isn’t just a warm and cuddly agenda – it’s a hard-edged agenda about making sure your company is productive and innovative’.  He stresses making the working environment one where employees are happier through the enablement of their employee voice and therefore one which is more productive through increased collaboration with management. 
Engage for success, Darea Flanagan, Wellbeing Engagement Manager at Eon, talks on this podcast about organisational wellbeing correlating with individual wellbeing, stating that ‘when they marry up and they join together and their purpose becomes a joint purpose, we all do better from that. Actively listening to each other in an organisation leads to action and therefore organisational connection’.  Hunton, Price, and Hall (1996) showed in their studies of the effect of voice, that voice, when ignored, resulted in a 41% decrease in output compared to when it was acted upon, as cited in Bashshur, M. R., & Oc, B. (2015). 
In direct opposition, Burris (2012) believes management may see voice as unnecessary and even unhelpful which would mean employees could be subject to consequences for having a voice. Negative reactions to voice ultimately lead to poor workforce satisfaction levels which ultimately lead to lowered productivity which affects organisational performance. 
Furthermore, management-employee relationships could be adversely affected by employee voice, as managers see a threat to their decision making and knowledge capabilities (Frese & Fay, 2001)  

AC1.5  
Better working lives is borne from the CIPDs vision to ensure employees enjoy a working life that is fulfilment rich, from having complete job satisfaction to achieving personal success.  The CIPD annually reports on what good work looks like in the UK, benchmarking what good work looks like in the UK.  2023’s recent survey outcomes of 5,139 employees spanning the UK, suggest that there has been a decrease in job satisfaction over the last 4 years and that employers and Government need to refocus upon instilling good work within the workplace and nurturing job quality.
To meet this requirement, we will need to strive to exceed the expectations of employees by embedding a multitude of factors in following the CIPD’s practical recommendations from this year’s survey.  These include ensuring policies are regularly reviewed to reflect the protection of our employee’s rights. In addition, we need to consider how we are engaging with our employees, how we enable their voice, look to empower them to make career-based decisions, and how we value their voice to raise important issues so that we can take action on these for a better working environment for all. 
Critically, we also need to ensure we review our wellbeing schemes, voice platforms, colleague working arrangements and look at job design. And with the current economy, reflect upon how we can support our colleagues through the current cost-of-living financial crisis CIPD (2023).

2.1 
Organisational conflict can present itself as misbehaviour through employee’s informally taking action through “playing up”, calling in sick, lack of participation and poor attitude to work.  Without a solution, it can manifest to more formal and organised employee-led conflict, where employee’s utilise formal methods to voice their discontent through organised means.  Where employee’s feel their voice is not heard, they may seek to be recognised as a collective group of like-minded individuals and choose to raise a collective voice to seek resolution.  This is evidenced through Novembers 2022’s huge 461,000 days lost to strike action across the public sector up from 93,000 in June 2022, as referenced in the BBC series Strike: Inside the Unions (2023), stemming from the impact of the Cost-of-living crisis on workers lives and the increased strength in Trade union voice that employees are recognising in this tough economic climate. 


2.2
ACAS has found that the continued trend in the decrease in trade union membership coupled with an evolving change in how HR managers form HR organisational strategy, has meant that employees are increasingly finding it difficult to obtain means of effective conflict resolution. ACAS (2014)
Whilst unofficially, employees can misbehave and cause fairly minimal disruption on an individual basis, when it comes to a legal perspective, employees must take action within the realms of the law for their grievance/concern to he heard.   From an employee’s point of view, where issues are not resolved through discussions with management, membership of a representative group or Trade Union can be an attractive prospect to confront unresolved concerns.  Membership allows them to feel protected by the anonymity of being part of a large collective and can also help employees feel protected against repercussions.  
[bookmark: _Hlk141028347]Where unofficial employee action takes place, the employees have taken action without following due process and are acting illegally to detriment of their employer.  In August 2007, an unofficial strike was instigated without fore warning, over a pay dispute by members of the Prison Officers Association (POA).  The Government sought an injunction to pull Prison Officers back to work over this unlawful act and was granted this.  Should the guards have delayed their return, they may have risked personal as well as organisational fines against the POA, Daniels (2022). 


2.3 
[bookmark: _Hlk140419813]With Trade Unions heavily impacting on working days lost at 29.4 million in 1979, Ellis (2022, p.21) to now-dwindling levels of Trade Union membership, the presence and effect Trade Unions have over worker unrest has evolved due to the regulation of Trade Union activity within the eyes of the law. The TULRCA 1992 and The Employment Relations Act 1991 and 2004 as well as the Trade Union Act 2016 stipulate a strict process for Unions to adhere to, to ensure lawful activity occurs in the result of employee work stoppage. Trade Unions must give adequate notice of a ballot to the employer, hold the ballot at an agreed time and give sufficient notice of any impending action (of 14 days, unless agreed by both parties 7). 
The 2023 BBC documentary ‘Strike’, shows the most prevalent period of strike action UK wide since the 80’s, with RMT, RN and Amazon workers all striking in 2022 to much social disruption and many lost working days due to strike action across the public sector.  As well as strike action, there is an emergence of newer forms of industrial action, through social media campaigning and lunchtime protests, as workers in HMRC Telford workers showed when they instigated protests on their lunch breaks to dispute rates of pay, asserts Pugh (2018).
Ultimately, Trade Unions are acting in strategically, striking at key points of operations, such as Royal Mail’s 2022 Christmas strikes, which caused significant disruption to highlight the value of their employees.  Strikes are shorter and in line with what the law allows but cause more damage to a company’s reputation and considerable financial cost.  Without following this legislation, sanctions will be put in place to fine Unions whose activity goes against lawful practice. Fines are dependent on union size and can reach up to £250,000 for unions with members of more than 100,000 members. 



2.4 
ACAS has contributed enormously to how employers and employees alike can access impartial employment advice and resolution services.  Dependent on the situation and the gravity of the conflict may depend on the best service to resolve this:
Third party conciliation is a process whereby the 2 parties of a dispute are brought together to find a solution which can be prior to conflict (early conciliation) or after conflict has taken place.  The process can be undertaken relatively informally and can be resolved privately.  The main consideration of conciliation is to seek the solution whilst repairing working relationships and preventing escalation to Employment tribunal. This is a relatively quick process and is voluntary in nature where either party can agree or not, to talks.  
Mediation is where the third party is brought in to review a situation and will make recommendations upon possible solutions.  Both parties to the disagreement will be focussed upon a resolution as the main goal and the Mediator in the absence of a successful agreement of both sides, will make suggestions for both sides to consider.  It tends to be less formal than Arbitration and there is usually no legal requirement for parties to take this advice in mediation solutions.
Arbitration is more formal and can be used where alternative methods of dispute resolution have failed.  Both sides to any employment dispute must agree to pursuing arbitration as a solution.  There is less bargaining and negotiation available within this process as both parties present their sides to the Arbitrator for review.  The case is held formally, allowing both sides to present uninterrupted at a hearing and where the Arbitrator makes the final decision called an ‘award’.  In individual arbitration situations, the decision is legally binding, whereby in Collective Arbitration cases, there is a moral obligation to accept the final decision of the arbitrator and there can be no further pursual of overturning the recommendation of an Arbitrator should either party decide to go to court.

3.1
The Employment Rights Act 1996 covers the rights of employees in situations of Unfair dismissal, consolidating existing law into one Act, to ensure fair working practices and treatment.  For an employee to raise a complaint of Unfair dismissal and to seek recompense or solution, they must be able to show they were dismissed prior to raising the complaint and that this dismissal was unfair.  This can happen where:
· the reason given for dismissal was not the real one
· the reason was not fair
· the manager acted unreasonably, by failing give an adequate reason or give notice of the employee’s dismissal (Gov.UK, 2023)
Automatic unfair dismissal reasons include but are not limited to pregnancy, trade union membership or non-membership and also whistleblowing.
Management, in order to have an effective defence against this claim, must be able to show the principal reason behind the dismissal was justified and that the correct procedures were followed. In instances where dismissal is linked to capability, Managers must prove they have provided adequate support and training and clearly set timeframes for improvement to take place, prior to the decision to dismiss.  Where Misconduct is the reason for dismissal, it is imperative Managers show that they have conducted a thorough investigation into the circumstances and evidence surrounding the misconduct and that the evidence provided the belief that this misconduct occurred and so dismissal was justified (Jiang and Luo, 2018). 

3.2
ACAS (2021) stated an average of 374,760 formal grievances were raised (using pre pandemic data), with ASHE (2019) sharing the average cost of management time attributed as approximately £950.50. Overall, the total cost to employers is on average £356 million and takes an average of 5 days per grievance of management time.
i. The top cited reason for employee grievances is bullying, with 67% of grievances raised under this category, Webber (2023). This can be further defined as harassment, victimisation, and discrimination. Where a bullying complaint is raised, employers should try and distinguish which of these forms, the bullying takes to fully understand and put into place effective means to resolve it. Where resolving a complaint of this nature fails, there may be a claim of discrimination or constructive dismissal against the employer at Tribunal.
ii. Pay rate disputes, lack of compensation, poor pay raises as well as salary increase delays all contribute to workplace discontent which can escalate to a grievance if the situation is not recognised or managed well by management. Many say this is the main cause of grievances within the workplace. A clear pay and benefits policy and regular performance management reviews should be available to all.
iii. Working conditions can also cause a clash between employees and management where employees deem their working conditions to be under par.  General cleanliness, facilities provided such as clean and working toilets/kitchen and temperatures of working areas are all key elements that are important to employee’s when they are in the workplace.  Regular reviews through auditing should highlight concerns.

3.3
When it comes to grievances, it’s imperative to remember that everyone’s goal is to achieve a solution to the problem.  HR Knowledge Base (2022) says “the most important thing is to build a good working relationship with union representatives. The purpose of their involvement is to ensure fair working practices and benefits for their members and that should be your shared objective”.  
i. When a grievance is initially raised, it is vital that managers are proactive in their response address the concern directly with the employee when they raise it and act promptly to resolve it.  This means Managers need to stand by organisational policy, be resolute with what expectations are of the employee and be confident in their manner and approach.  Gallo (2018) states ‘disagreements – when managed well – have lots of positive outcomes, such as better work products, opportunities to learn and grow and better relationships and a more inclusive work environment’.
ii. Managers need to be proactive in solution seeking and take the time to investigate from all angles.  Ensure that they are armed with accurate and unbiased recordings of the facts through interviewing, listening and recording all information as it is shared. It is prudent to be informed of the grievance process itself and be mindful of the time frames involved that support this.  
iii. A people-centric organization explicitly values the happiness and well-being of its people, Hougaard (no date), has written about recognising the importance of an employee’s wellbeing and therefore happiness which in turn affects retention, organisational performance and ultimately the bottom line.  Its critical to seek the core reasoning behind the complaint, find a fair and reasonable outcome through just methods, whilst maintaining compassion and sensitivity to both sides of the complaint and put the necessary means, tools and resources in place to minimise further complaints.

3.4
Saundry et al (2021) recognises that conflict management, which is traditionally a Line manager responsibility, is still something that managers lack the capability as well as confidence in resolving.  Whilst Saundry (2021) recommends that HR professionals should take on training of line management in these tricky areas as standard practice, Susan Clews, ACAS Chief executive says, “there is a critical time to intervene.  This is before conflict reaches formal workplace procedures since at this point there is a greater likelihood of resignations, presenteeism and sickness absence”.  Without doubt, the effective handling of grievances will ensure that morale is maintained, that employee engagement and motivation is strong and that the psychological contract remains intact as employees feel safe and heard within their employment.  It goes without saying the financial impact of grievances can be substantial to businesses where grievances take a formal route and this should be avoided at all costs, as outlined above in 3.2 of this report, for the time and money grievance handling takes from an organisation’s resources.  It is deemed key, that to better manage conflict and the escalation to grievances at work, more informal methods of conciliation must be used for earlier resolution and with more confidence by the Managers as the first point of contact within these scenarios.

4.1 
Collective employment law refers to and regulates the actions of Trade Unions and other employee representative groups.  It is focussed upon the rights of employees to have access to collective consultation, trade union freedom to organise, trade union recognition, collective bargaining, strikes and other activities Oxford reference.com (2023).   Primarily, it strives to ensure that the rights of workers are just and that workers have the best possible means to obtain favourable terms and conditions through their representative groups. Recent years have seen a change in how collective employment law works in the UK, through statutory recognition.

4.2 
Union representatives can vary in their role and responsibilities according to the organization type, size and the industry the workplace sits within.  ACAS defines Union representatives as those that are non-statutory union representatives and those that have statutory recognition.  Non-statutory Union representatives have specialist areas of expertise and work within either environmental or equality realms of the business and do not as standard have statutory rights to paid time off for training, even though the work that they do may be complex and time demanding, as do their counterparts with statutory recognition, ACAS (2023).
Non-union employee representation amounts to around half of the employee representatives in the UK (ACAS, 2023).  It differs to Union representation in the way that the organisation and activities surrounding representation are employer led and employer governed.  In this respect, whilst employees can expect to have forums, focus groups and representatives for the workplace, ultimately the decision-making that results from any issues raised will be employer made and in the best interest of the organisation.  Non-union employee representation may be subject to limits on protection for time off for representation related duties dependent on the role they play within representation. E.G, both TUPE and collective redundancy representatives have complete rights in relation to paid time off for activities, training, have facilities and protection against dismissal or detriment whereas workplace agreement representatives do not have paid time off but remain protected against dismissal and detriment.

4.3 
.The process can only happen once an employer agrees to recognize a trade union (whether voluntarily or through statutory recognition) and an agreement is decided upon in how the process will be undertaken.  Issues that are covered include but are not limited to matters of; pay, holidays, trade union representative election, meeting occurrences, facilities, and provisions for Union members.
For the employer, Collective bargaining can be both cost and time saving through the avoidance of dealing with individual complaints as well as minimising the risk of further fall out from discontent through walk outs, strikes or mass resignations, Morris (2022).  For employees, a collective complaint can feel less daunting where there is strength in numbers.  This is the backbone of any Union action where there is collective bargaining in place and the risk of industrial action to encourage negotiations to take place.
When a collective bargaining process is commenced and the reason identified to negotiate, both parties to the process must agree upon how contractual negotiations will be organised, the timeliness of meetings and the identity of attendee’s, the group of employees to whom the agreement applies, the terms and conditions covered and the number of failures to agree that will be resolved.  Following this agreement, information will be requested by union representatives and provided documentation will be reviewed which will then instigate the start of the negotiation process.  This disclosure of information has guidelines as set by ACAS code of practice for this matter.
Once bargaining has reached a collective agreement, it becomes enforceable where this is written and where there is a provision stating both parties agree that it is legally enforceable.






