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1.1 Review emerging developments to inform approaches to employee voice and engagement. 

Taylor and Woodhams (2022, pp. 15-18) states Employee voice is an important aspect of society, it allows employees to voice their concerns or share an opinion/idea formally or informally. Their voice can influence the organisation that relates to any issues that affect their interest or work. Engagement is showing commitment and expressing themselves emotionally & physically. It means putting in the effort, being enthusiastic and taking pride in one’s work.  Employee voice should be a part of the organisations strategy to ensure employees are kept motivated, improve business goals and to build relationships. The benefits include building trust and confidence between leaders, workplace, and employees. The organisation will be able to build an inclusive place and prioritise employee’s wellbeing as well as business values. 
EIP is key to employee voice. CIPD (2013) states that the use of social media promotes employee voice and allows people to connect, communicate and share information. Social media is being used in organisations to help employees with career development which allows employees to create their own personal organisational profiles and manage their own careers, this is not controlled by management. When working on projects, social media can be used for colleagues to communicate and share knowledge and can keep track of their success and manage the projects effectively. This also benefits those who wish to work remotely with the increase in communication channels. It also increases engagement allowing employees to create vlogs, participate in forums with those who have similar interests, it can also be used for training and learning purposes.  

1.2 Differentiate between employee involvement and employee participation and how it builds relationships.  

Employee Involvement – CIPD (2017) states that EI in the organisations decisions is beneficial to both themselves and the workplace as it drives positive attitudes and enhances the workplace performance. This helps the employee stay committed and feeling valued when their voice/involvement matters. To increase EI, the manager should take appropriate approaches to push this and build relationships. EI is different to employee participation as employees are given an opportunity to have say in decision making and discuss the outcomes and processes. EI builds trust and allows the employee to take responsibilities of their own which can make an employee feel empowered. Taylor and Woodhams (2022, P. 15-16) states that managers approach employees directly to gather their thought and ideas when introducing practices, their voice can be facilitated by EI.
Employee Participation - Taylor and Woodhams (2022, PP. 15-17) states that employee participation is when the worker participates in the decision-making process through their representatives, it includes partnership working, forums and joint consultation committees. Employee participation allows an employee to take part in the organisations activities and can use their unique skills to contribute to the business. This increases job satisfaction and builds an inclusive workplace. This is a great way to boos their confidence and work well in a team environment which builds relationships. 

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

CIPD (2022) states employee engagement is a way for employees to express themselves emotionally, physically and cognitively when they interact with their jobs. It’s a definition of a job satisfaction where an employee is recognised for their work, receives support and motivation along with support for personal development. There are many benefits to employee engagement such as, improved performance and good customer service. There are tools to use to ensure employees have a voice to drive employee engagement, it is important for workers to feel supported not only by their managers, but colleagues also and receive good quality feedback.

Three Employee voice tools: 
1. Focus Groups – Holding a focus group help employees to engage together, share ideas, opinions, and knowledge. They can have a voice when asked clear questions making sure to include everyone. Focus groups allow an organisation to receive more information rather than using surveys. This tool can help the organisation learn about their employees and their opinions. It is also important to understand that others may be more confident to speak up whilst introverts may be more nervous. Creating a mind map is beneficial to allow those who are quitter to write ideas down as their thoughts and ideas are equally important. It’s also important to follow up after focus groups to ensure all employees are kept informed which makes employees feel valued and their voice matters in decision making (CIPD, 2023).
2. One-to-one with manager – CIPD (2023) states that holding a one-to-one meeting helps build trust and improves relationships. This is an opportunity for an employee to openly express their concerns, goals, and performance in private. This feels more personal to an employee and provides a safe space. It’s beneficial for quieter employees who prefer to voice opinions just between themselves and their Line Manager. 
3. Employee apps – CIPD (2023) states that technology is changing continuously and a great way for communicating and is beneficial for workers to receive support. Employee apps can keep internal workers engaged especially for those who are working from home. It is a way to update employees and keep them informed of any work-related news such as updates in policy or any plans. Employee apps include features that allow workers to send direct questions to the leaders, submit employee surveys, access blogs and sharing exiting employee events. Employees can tailor the content to their liking to build engagement. The app can also encourage employees to manage their holiday requests, meetings and performance meetings with manager. 
Two approaches to drive employee engagement: 
It is important to acknowledge that manager behaviour is key to employee engagement and their health and wellbeing. Managers can influence engagement with good leadership approaches (CIPD, 2017). 
1. Listening – Carefully listen to what employees are saying and gain knowledge and clarity of their needs. Having an open and clear discussion can drive employee engagement by making them feel safe to have a voice and are feeling listened to. By listening, the manager can offer support, guidance and personal development, this builds strong relationships between managers and employees (CIPD, 2017). 
2. Actively making changes – another approach for sustainable employee engagement is to always act after an employee voices an opinion. This could be regarding bullying in a workplace & conflict. Being fair and open is key, managers need values such as integrity and stay consistent. A manager needs the skills to deal with emotions and personal issues that employees may wish to discuss. Conflicts between employees need to be dealt with using the organisations resources and it’s also important to show empathy towards employees and have personal interaction to build a sustained relationship (CIPD, 2017). 

1.4 Critically evaluate the interrelationships between employee voice and organisational performance. 

CIPD (no date) states that employee voice and organisational performance are very much connected and both very important for workers and the organisation. It’s beneficial for employers to have practices and policies which allow employees to voice their opinions and express themselves. This can make a difference to employees working lives and build better relationships. When an organisation lacks in this area, it can impact the employee’s motivation to perform and their wellbeing. 

Employee voice can create better decision making and suggest improvements to increase organisational performance. Workers can see issues that managers are unaware of, encouraging employees to express thoughts and ideas can address the problems that will only benefit the performance of the organisation. This can also reduce workplace conflict, allowing employees to have a voice can air any tension that can be solved effectively. When employees feel deflated and negative due to conflict, their performance can decrease (CIPD, 2024).

Employee engagement go together with better performance such as improved task performance and contextual but also employees go above and beyond for the organisation. Being made to feel valued and a part of a strong team creates a positive work environment that impacts organisational performance positively (CIPD 2024) 



1.5 Explain the concept of better working lives and how this can be designed


CIPD (2019) states that the aim of better working lives it to improve employee’s wellbeing, create a fair society, improve motivation and organisational performance. To achieve this the organisation practices in people and development will need to be improved by implementing 7 measures listed below: 
1. Benefits & pay – Employees receiving fair pay and in line with the NLW, pension and benefits such as flexible working or cycle to work scheme. 
2. Contracts – including details such as terms of employment, type of contract and security. 
3. Job design & nature of work – employee skills and qualification, development opportunities and workload. 
4. Work-life balance – Flexible working and how work impacts on personal life. 
5. Relationships – Good quality of managing people and strong relationships in work. 
6. Voice and representation – Promote employee voice, opportunities to express their views to management. 
7. Health and well-being – Impact on mental health positively and negatively can be an outcome of the quality of job. 

To improve job quality and the lives of employees, implementing the UK working lives survey can give the organisation insight into ways of improving and protecting job quality. Policy makers and practitioners can make use of this tool to invest in areas of improvements and the benefit of individuals. Employers need to research into ways to improve conditions and job design, this tool provides the insight needed to gather data from their employees and analyse the data from the workforce (CIPD, 2019).


Part two

2.1 Distinguish between organisational conflict and misbehaviour, and between informal and formal conflict.


CIPD (2020) states that everyone comes from a different background and have different experiences which means that people can see the world in different ways. This can result in people reacting differently to situations at a workplace and affect relationships. Employees can experience informal conflict when they misunderstood one another which needs resolving. Informal conflict can be negative when employees share harsh words, it’s a minor disagreement or two people that clash. Conflict can be positive when employees have good amount of competition to be able to reach the workplace goals, employees get the opportunity to discuss their opinions and may decide which strategy is best. However, these conflicts can have a great outcome when managed. 
Formal conflict is when the issue gets beyond the control of an employee, they make a formal complaint by filing a grievance or complaint. This can happen when an employee does not want to deal with it informally or the type of complaint is serious which can result in disciplinary action against another member of staff (ACAS, 2023). The complaint will need to be investigated and may result in a hearing or arbitration (CIPD, 2022). 
Organisational conflict is a disagreement that happens internally that affect the workplace, this can occur when there’s a clash between people with different personalities or values and interests. Employees can act a certain way which can come across rude weather this is non-verbal or verbal behaviours. Bullying and harassment can also cause organisational conflict, this can occur among staff and management. Setting unclear or impossible expectations to employees can cause frustration, it is important to communicate well and addressing conflict can help create a positive workplace culture. If this isn’t handled properly it can coast the organisation (CIPD, 2022). 
Misbehaviour is when an employee misbehaves deliberately such as not replying to emails, poor timekeeping and attendance, not valuing other colleagues’ backgrounds and views, not including others or talking over them. Misbehaviour can also mean stealing from the workplace and using bad language. Managers require the skills to act at an early stage before issues escalate. A manager needs to be a role model for the team and make it clear what behaviours are tolerated and to keep in line with the companies’ values (2022). 

2.2 Distinguish between official and unofficial employee action.
When an employee acts against their employer over an issue that’s happened in work, it’s called an industrial action which is organised by the trade union. When there’s a conflict in a workplace, managers should resolve the issue to make sure it’s not escalated. Employees may wish to take informal or formal action when the organisation has failed to address any issues. Industrial action law is covered by the ‘Trade Union and Labour Relations (Consolidation Act 1991’ and ‘Employment Rights Act 1991’ (ACAS, 2024).
Official action is when an employee is supported by a trade union who protect their rights as an employee including official strikes. Worker have joined trade unions over the years to safeguard their interests and their rights. Trade unions take official action to negotiate and secure resolution on behalf of their members. Only if no solution can be identified action is taken. To make sure the action is protected, official actions must be conducted in compliance with the law. Striking is when employees act by refusing to work and picketing means when the trade union representatives stand with employees during the strike (ACAS, 2024). 
Unofficial action is when the trade union acts without considering the legal rules, it also means when employees act without the authorisation of a union. When employees decide to take unofficial action, they are not protected by industrial action law but still have their rights as an employee. However, employees can be dismissed for taking unofficial action, the employer would need to follow a fair disciplinary procedure (ACAS, 2024). 

2.3 Assess emerging trends in the types of conflict and industrial sanctions 
CIPD (2022) states that the lates research shows that a tight labour market along with the cost-of-living crisis and wages could encourage more industrial action in the upcoming months. As an employer is it recommended that you engage with your employee representative and trade unions to avoid this from happening. The lack of engagement with employee representatives can result in strike action. Employers can expect an increase in industrial action in the next year as we enter an unstable time of employment relations. The tension between employers and employees are high as strikes continue this can cause conflict however, having employee representative can avoid this. 
Acas (2024) states that trends on conflict in the workplace shows that there is an increase in collective disputes and collective individual cases going to the ET. The challenges employers face is still ongoing in the current environment. The increase of complex cases includes reasons such as whistleblowing and discrimination which has risen by 37%. The Employment Tribunal is faced by high volume of claims brought forward by employees. Acas however has an increased volume of calls and web page visits regarding dismissal, grievance and discipline. The most common reasons for these calls are:
· Unfair dismissal by employers
· Employees with less than two years’ service facing dismissal 
· Insolvency dismissal 

2.4  Distinguish between third-party conciliation, mediation and arbitration
Mediation – It’s led by a third party who resolves conflict voluntarily, both parties must agree on an independent to appoint as the mediator. Before a workplace conflict between colleagues escalate, mediation can avoid the issue potentially resulting in tribunals or grievance procedures. Mediation can help resolve the dispute by helping both parties come to a mutual agreement by holding a meeting. Both parties can communicate openly in hope to gain a better understanding of each other’s emotions and concerns and be able to problem solve the matter together. The mediator helps both parties, however the agreement comes from those in the dispute only. Once an agreement has been reached the mediator will write the agreement and provide both parties a copy each. Mediation can be used in any stage of conflict such as conflict between a line manager and staff, employees in the same grade or for those with different roles (CIPD, 2023). 
Conciliation – This is a voluntary process where a neutral third party (conciliator) help resolve differences between parties experiencing conflict, both parties must agree to conciliation beforehand. The conciliator helps both parties to communicate better and provides support. Like mediation, it is all kept confidential however conciliation helps both parties receive a settlement agreement (GOV.UK, no date). Conciliation is used for legal disputes, ACAS also offers ‘Early Conciliation’ to help resolve disputes when an employee considers claiming at an Employment Tribunal. However, before Employment Tribunal, ACAS provides the service first (ACAS, 2022). 
Arbitration – This is when the third party (neutral person) resolves a dispute by deciding themselves instead of those involved. The arbitrator must not take any sides and be considerate of both parties in the meeting. There’s collective arbitration which means, resolving disputes involving employees and the employer, and individual arbitration means resolving disputes regarding unfair dismissal or flexible working arrangements between the employee and the employer. Once the arbitrator listens to both parties, they must consider the evidence and issue a written decision, called an ‘award’. Arbitration is used when the issue couldn’t be resolved themselves or after the use of conciliation, their decisions are like an ET outcome (ACAS, 2022). 

3.1 Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues
CIPD (2023) states that dismissal of an employee can happen when an employer terminates the employee’s contract with or without notice, or when the employee’s temporary contract comes to an end without being renewed. However, there are other common reasons such as redundancy, misconduct and capability issues. Employers should follow their own procedures when dealing with dismissal’s however, it is important to also follow the law and codes of practice to avoid unfair dismissal. 
Unfair dismissal is a statutory right in GB under the Employment Rights Act 1996. The reason for dismissal must be fair and the employer needs to ensure that they take a positive approach. If an employee is dismissed for reasons such as misconduct or capability issues, the Acas Code of Practice on disciplinary and grievance procedures must be followed to ensure a fair process. Employees have the right to appeal the unfair dismissal through the employer’s process, they can also speak to the trade union for support. If the employee isn’t satisfied after the appeal, they have the right to make a claim at the Employment Tribunal (Acas, 2022). 
Dismissals regarding misconduct can include reasons such as, someone turning up to work numerous times or someone not turning up for work at all. A meeting must be arranged with the employee explaining the reason for the dismissal, which at first, they can be issued a written warning. Create a plan of action and include details such as what they must improve on with a timescale. After the first warning, they bust be notified that if no improvements, they will be issued with a final warning. After all warnings are issued, another meeting will be held with decisions such as dismissal or to give another chance to improve (GOV.UK, no date). 
Employees can be dismissed for performance reasons or conduct such as someone unwilling to do their work, or don’t reach a certain standard. However, if the capability issues have anything to do with health reasons or disability reasons, they must be offered reasonable adjustments. The employer must support the employee and take action to help them improve performance which is under the Equality Act 2010 (GOV.UK, no date).

3.2 Analyse key causes of employee grievances
Employees may experience some difficulties in their workplace and in relationships. Grievance procedures are to ensure that employees receive support which will be dealt fairly following the Acas Code of Practice: Disciplinary and Grievance Procedures. Procedures are in place to deal with complaints that could not be resolved informally, it provides a course of action, timescales to resolve the issue without needing to involve employment tribunal (CIPD, 2023). 
Causes of employee grievance:
Bullying and Harassment – Employees can raise a grievance when experiencing any form of bullying and harassment in a workplace, this can cause an employee to feel stressed, decrease in motivation and confidence. Unfair treatment of employees can be seen as malicious and offensive. 
Discrimination – Any form of discrimination against an employee such as gender, sex, disabilities and race can cause an employee to raise a grievance. Equality act 2010 protects employees against discrimination and it is against the law to do so (CIPD, 2023). 
Poor relationship and communication with management can cause conflict and unfair treatment, or poor relationship with colleagues can result in grievances. There could also be concerns such as health and safety issues, or terms and conditions of employment, these are all possibilities as to why employees may raise a grievance (CIPD, 2023). 

3.3 Explain the skills required for effective grievance and discipline-handling procedures
It’s important to promote an open workplace for communication with consultation, issues are often settled quickly when there’s an open-door policy. Although problems are usually taken to the line managers it’s also beneficial to appoint another manager for employees to discuss problems with. Independent mediator which means a person from outside the workplace can also help issues regarding working relationships (ACAS, 2022). 
Rules and procedures will need to be put in place where integrity, fairness and transparency are promoted. For effective ways of handling grievance or discipline procedures, as an employer you should be clear and specific with rules and have it in writing. Involve employees and representatives in creating the procedure and help them to understand the procedures and answer any questions they may have. Provide training to handle grievance matters and ensure that the workplace have good management skills. Management can benefit from training in helping them boost their confidence and how to deal with people emotionally and difficult discussions. Management will need to familiarise themselves with the organisation’s procedures and how grievance hearings work (ACAS, 2022). 

3.4 Advise on the importance of handling grievances effectively.

CIPD (2023) states that the employer has a key role in handling grievance effectively. Firstly, as an employer, you must gather all facts and information and listen carefully to the employee raising the grievance. The employer must follow the grievance procedure to ensure that everything is handled fairly. It is also beneficial to keep a log with all documents from the very beginning and update the employee at every stage of the process. The process should be confidential and to view the grievance policy as a positive matter to learn and improve. 
Employees raising grievance can feel uncomfortable during the investigation and experience anxiety and worry around their colleagues in case their views have changed against them. Also, if not handled effectively they could feel less favourably which can affect their health and wellbeing especially when they don’t receive the correct support. By handling grievance effectively can also prevent the issue from escalating and causing conflict in a workplace, this can be avoided when dealt with early.  It is also important as this can keep the employee to work productively without any distractions and to keep their performance at a high standard. It also keeps a good organisation reputation where employees are respected and building a positive culture (CIPD, 2023). 

4.1 Explain the main provisions of collective employment law
Collective employment law is to give trade unions consent to operate and to provide employees with opportunities to join labour organisations. In the UK people have the legal right to trade union representatives when facing certain situations. Employees have the right to be collectively consulted legally in employment situations (CIPD, 2023). The main provisions are:
Trade union recognition – this is when the employer negotiates with the union regarding issues covered by collective bargaining like wages, redundancy or disciplinary and grievance matters. The four routes of recognition which are: Voluntary, semi-voluntary automatic recognition and recognition by ballot (Daniels, 2022, pp. 219-220). 
Collective bargaining disclosure of information – Employers must provide trade union with relevant information such as employment terms and conditions for negotiation. To ensure the process is carried out fairly, TULRCA have the information available to employers regarding disclosing information (Daniels, 2022, p. 223). 
 Picketing – trade union members can protest during a dispute near or at their place of employment of the person they are representing. There must be an appointed person to supervise this under The Trade Union Act 2016 and must be knowledgeable with the Code of Practice regarding picketing (Daniels, 2022, pp. 230-231). 

4.2 Compare the types of employee bodies, union and non-union forms of employee representation
Union representatives – under the Trade Union and Labour Relations Act 1992, union representatives are chosen from an independent union in an organisation. They are for collective bargaining purposes. Their roles can vary and specialise in specific roles such as, learning representatives, environmental, equality, TUPE, redundancy & pension, health and safety and grievance or disciplinary matters. Their role is to negotiate and discuss certain matters with the employers on behalf of the workers. Any employee has the right to join a trade union membership and pay a fee, they also have the right to time off for any union activities. Union representative cover a larger scope whereas non-union are involved in specific issues in a workplace (Acas, 2014). 
Non-union representation – their role is more restricted but like union representation they are entitled to time off for training & facility time or representative duties. However, in employee forums that are created by employers voluntarily, are not entitled to time off. Just like union representatives their role is similar as they both have the employees’ interest at heart and promote employee voice regarding workplace matters but they are not involved in a trade union. The roles a non-union representative can play are – engaging in consultation, TUPE, safety of employees, individual grievance & disciplinary matters. 

4.3 Evaluate the purpose of collective bargaining and how it works
Collective bargaining is when an employee attends meetings along with their representative for the negotiation process to improve certain conditions in work. It allows employees to communicate to their employers and reach an agreement together and provided employees with labour protection. It builds a good local union and allows unison representatives to build a collective group for a better working environment and to reach agreements. Collective bargaining can address issues such as holidays, pay, hours of work and more (Unison, 2024). 
Collective agreements are made by employer’s associations or trade unions from a collective bargaining process.  The agreement applies to all workers involved in the bargaining unit even if they aren’t a member of the union to ensure a fair workplace. Any agreements made regarding the terms and conditions of employment will need to be included in the employees’ contracts. It begins with a bargaining unit which is a group of employees who wish to make changes to the workplace, negotiations are made involving representatives to reach an agreement which is known as a collective agreement. The employers and representatives will need to prepare by agreeing on how the negotiations will take place and review contracts. The negotiations process is to discuss together ways of moving forward and present the employees with the details to put forward a vote (CIPD, 2024). 
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