Review emerging developments to inform approaches to employee voice and engagement (AC 1.1)
Employee voice is the method through which people communicate their opinions to their employers and have an impact on decisions that have a bearing on them at work. Employers' ability to effectively communicate with employees helps foster innovation, productivity, and organisational growth. Employees who express themselves verbally frequently feel more respected, have more fulfilment at work, have more influence, and have better development chances. In order to create inclusive workplaces, employee voice is crucial too (Peters, 2022a).  

Digital technology and the growth of remote work has had an influence on employee voice and engagement.  According to a survey conducted by CoSo Cloud, 77% of remote workers say that they are more productive when working from home (CoSo, 2022). Another important benefit is the capacity to accomplish more work in a more peaceful setting with fewer interruptions.  Remote working can increase productivity when you take into account that many employees claim to be less stressed and take less sick days (Cleave, 2022). Social networking, instant messaging, and online forums are just a few examples of the digital tools that have made it easier for co-workers to communicate and collaborate. This has led to the emergence of new forms of employee involvement and voice, such as online employee communities and virtual employee networks (Peters, 2022b)
More recently, an emerging trend on employee empowerment with the idea that employees will be more satisfied and effective if they are given the tools, power, chance, and motivation to complete their tasks.  Giving employees the freedom to take charge of their responsibilities has significant, long-lasting beneficial benefits on the business and its people (Jouany, 2023). According to Forbes, empowered employee’s are 67% more willing to put in extra effort on the job (Folkman, 2017).
Differentiate between employee involvement and employee participation and how it builds relationships. (AC 1.2) 
“Employee participation refers to business activities that employees take part in together to achieve a common goal” (Quain, 2018). The group as a whole makes decisions rather than the management dictating everything and the staff obediently carrying them out. Participation in decision-making is growing in popularity and is a component of employee empowerment. In order to empower employees, power must be gradually decentralised within an organisation and given to individuals who are higher up in the organisational hierarchy. “The employee involvement meaning is all about the opportunities you give your employees to help make decisions at their workplace” (Quaine, 2018). The phrase "employee involvement" refers to a management-employee relationship that encourages people to accept responsibility for a project's success. Employees have an impact on the process through collaborating with management on important decisions. 
Employee participation encourages a team approach in which a group of employees completes a project using their varied skill sets to accomplish a shared goal. However, employee involvement is all about establishing a direct line of communication between employees and management in order to promote increased communication and greater empowerment in how choices affecting the workplace are made. Both strategies have the potential to create a strong sense of commitment to a shared objective (Indeed, 2022). An employee who is encouraged to be involved and to participate is more than likely to build good relations with the stakeholder due to feeling heard, valued & involved. It helps to improve communication as employees are more likely to identify problems with a process or creative new approaches to solving problems if they have a safe channel to express their opinions and concerns about the direction the firm is taking. It boosts productivity; employees have less stress, a happier workplace, a sense of value, and a desire to see positive changes come to pass (Brown, 2022). Overall, it boosts a non hierarchy approach in the workplace.
Assess three employee voice tools and two approaches that might be used to drive employee engagement. (AC 1.3)
When a company views its employees as the core of the solution rather than the problem, employee voices are crucial. They want their workforce to be engaged, listened to, and invited to offer their experience, knowledge, and ideas (Southern, 2023). Formal examples such as surveys and polls are a great way to collect accurate, useful information that companies can utilise to boost collaboration, employee experience, and employee engagement.  Informal examples of employee voice could be to introduce communication initiatives, such as suggestion boxes or forums.  Alternatively, the use of Representative Participation is useful as it allows for the collective voice of employees and involves representatives from trade unions or non-unions speaking with management on their behalf (Peters, 2023). Employees have the ability to protect their job interests through collective bargaining.
Organisations might promote employment strategies to increase employee engagement, such as Employee Recognition, where People can clearly see how they fit into the goals of their organisation when they are rewarded for their hard work. Additionally, it will inform them of the type of work and conduct that will be rewarded (Azizi, 2021). Another approach is to create a Culture of Openness and Feedback.  Employees  put more effort into the work they're doing if they can feel that their ideas and opinions are valued and that they can have an impact.

Everyone  is encouraged to provide feedback, suggestions, and critiques in a feedback culture; the Big suggestions aren't just reserved for people in higher positions within the organisation. Participation is encouraged from all levels of employees, allowing for the flow of suggestions and criticism (Gotter, 2023)
Critically evaluate the interrelationships between employee voice and organisational performance (AC 1.4)
Too frequently, businesses develop a practise of developing plans and strategies without consulting the individuals who will be working to accomplish these goals. However, there is a direct connection between employee voice and organisational performance. You can demonstrate to your staff how much you value their input by empowering them to participate in high-level strategies. This will also enable you to find fresh, creative approaches to advance your business (Sinclair, 2022). Negative feelings such as resentment and rage might surface in situations when employees feel unable to express themselves. These feelings can "shut down creativity" and undermine motivation, productivity, and performance. 
The total performance reduction might be significant if it affects a whole department or organisation, which can cause further issues including higher turnover rates. Because of the psychological pressures of being required to remain silent, organisations that have strong channels for employee voice are protected from a variety of problems (investors in People, 2019). Strong employee voice and participatory management enable firms to access a tremendous amount of information and insight dispersed throughout the organisation. As a result, management will be able to make decisions based on information that is more thorough and from a wider range of sources, which will provide better results (CIPD, 2023).
Explain the concept of better working lives and how this can be designed (AC 1.5)

An individual's professional and personal lives should be in a healthy balance in order to have a better working life. As balanced workers are more productive and motivated, an increasing number of companies are depending on their employees to have more balanced lives. Employees who don't have a healthy work-life balance are more stressed out than they should be, which can lead to greater problems with their families, their relationships, and their physical and mental health. It should come as no surprise that their performance at work suffers as well. Staff turnover rises over time as productivity, engagement, and creativity all suffer (TRC, 2022). “Employees with the right work-life balance are typically happier, healthier people and better team members” (Hall, 2022). Introducing new policies around Flexible working and setting boundaries for employee’s is a great way to implement the change to drive employee engagement.  For example, allowing flexible working hour options so that employee’s don’t have childcare stress and by setting boundaries,  this ensures that obligations from work do not interfere with personal time (Indeed, 2023). Employers can also enhance business lifestyle infrastructure by adding things like sport or exercise programs, facilities in the staff break room like games consoles, pool tables etc depending on business budgeting. There are a lot of options to be explored, leading by example and ensuring management take their annual leave entitlement / participate in such rules will help to create a culture at work that respects work-life balance.
Distinguish between organisational conflict and misbehaviour, and between informal and formal conflict (AC 2.1)

When employees / employers disagree with one another, conflict in the workplace arises. The reason for this could be difference of opinions, lack of communication or unfair pay. Workplace conflict can then result in employee strikes, a decrease in motivation and cause a rise in absence and turnover (Peninsula, 2023). Conflict is different from misbehaviour because it happens naturally in all companies, associations, and groups where people from different backgrounds interact. Workplace misbehaviour refers to any deliberate employee action that could be detrimental to the organisation or to those who work there. Deviance, hostility, antisocial behaviour, and violence are the four ways it manifests in organisations (Definition, 2021). In order to handle inappropriate behaviour at its source, managers must be proactive in spotting it. 

Informal conflict refers to interpersonal conflicts within the setting of the organisation, whereas formal conflict involves disagreements between an organisation and its workers over organisational policies and procedures (CIPD, 2023). Informal conflict can occur when two people have a brief altercation or dispute. A formal dispute could include a claim made against your company in an employment tribunal (NCVO, 2022).

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

In accordance with the organization's policies and procedures, official employee action is defined as any action that an employee takes that is within the scope of their job obligations. A supervisor or other higher-level employee may need to approve or monitor these acts, which are documented and recorded. Attending a meeting or training session and delivering a report or presentation to a manager or supervisor are examples of formal employee actions (Qureshi, 2018) Any paid function or occupation that is purposefully stopped by a group of employees is regarded as an official action. Strikes that have been approved by a trade union are one instance of this action. The ACAS best practises state that a legal vote must be cast in order for it to become official. The voting process involves each and every union member. The vote should only be considered valid when it shows that a majority of voters support continuing the strike. This action's important component is that organisations should receive at least 2 week notice as soon as the union's members make a choice (Currie, 2023). Industrial action that is not organised by or under the control of a trade union is referred to as unofficial industrial action. A crucial aspect of an unofficial action, such as a strike that has not been authorised by a trade union, is that any union member who participates in it risks being terminated by the employer. Official and informal activity differs in a number of ways, including how they are defined. One more distinction is that while members of a union cannot be fired for taking an official action, they can be fired by the organisation for taking an unofficial action (NIDirect, 2023)

Assess emerging trends in the types of conflict and industrial sanctions. (AC 2.3)
According to some theories, conflict is more likely to arise in the workplace when personalities collide and when general principles, rules, and regulations, such as absence policy, are unclear or have unclear goals. Conflict can arise between co-workers, a manager and direct report, or employee(s) and people inside or outside of the office; if the problem is not resolved quickly and efficiently, it may grow and lead to action being taken (CIPD, 2022). “One of the emerging trends in conflict and industrial sanctions is social media platforms. Social media has provided employees with the safe spaces they need to voice their issues” (Ee, 2022) Eliminating tribunal costs is another development that has given employees the freedom to file claims without having to pay anything up front. Between 2017 and 2018, there was an increase of 65.5% in the number of workers who reported unfair dismissal (Kenner, 2018). Some claim that a rise in industrial action is a result of the shifting social values. People want to be heard and demand change. Government protection and safe spaces for employees are available now more than ever. They are willing to use a more modest strategy, such as protests around lunch, in the hopes of achieving their goals.
Distinguish between third-party conciliation, mediation and arbitration. (AC 2.4)

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

The Employment Rights Act of 1996 governs the law concerning unfair dismissal in the UK. Employees must be dismissed fairly by their employer under this law. Dismissal of an employee may occur for a number of reasons, including misconduct and capacity issues (Suff, 2023). 

Employers may dismiss a worker on the basis of capability if they are not performing their duties to the appropriate standard. When employers believe a worker lacks the aptitude or abilities necessary for the job, this may occur. It's also conceivable if the employer has reason to assume that, despite their abilities, they are hesitant or unwilling to carry out their tasks correctly. In these situations, the employer may decide to address the problem by terminating the worker after completing the necessary disciplinary and dismissal procedures (Wilson, 2021). 

If an employee engages in misconduct of any kind, such as bad punctuality or unauthorised absences from work, it may be legal to terminate their employment.  “For an employee to be dismissed for misconduct, the employer must have reasonable grounds to believe that the employee is guilty of misconduct and must follow a fair dismissal process” (Employment Rights Act 1996).

When dismissing an employee for either misconduct or capability difficulties, it is crucial for companies to follow a fair dismissal procedure. Usually, this entails arranging a disciplinary hearing where the employee can present their case and be given the chance to change their performance or behaviour. An employee may be able to make a claim from their company for unfair dismissal if they were dismissed without following a fair procedure (Suff, 2023)

Analyse key causes of employee grievances. (AC 3.2)

An employee who experiences what they believe to be unfair treatment at work may file a formal complaint or concern with their employer, know as a grievance. Various issues, such as working conditions or disputes involving co-workers, might be the subject of grievances (Indeed, 2022). The most common reasons for an employee putting in a grievance are:

Remuneration

Employees may frequently feel dissatisfied with their pay, which could make them feel discouraged and less productive. An employee who raises a pay grievance is likely to say that they demand more money or that the employer should pay some of their work-related expenses. For instance, if they work remotely, this can include the expense of their commute or home office supplies. When an employee observes another person doing a similar work but getting more money, they may opt to file a comparable grievance. The manager and employer should look into the matter or reassess the salaries and benefits for the entire department or business. This proves their desire to respect and treat everyone fairly (Bright HR, 2021).

Workplace Bullying

When an employee accuses a co-worker or supervisor of bullying at work, bullying grievances may be filed. Direct insults or exclusion from meetings and social events are a few instances of actions that may result in this. Other types of workplace bullying exist and it may be difficult for employers to identify them all.

Managers or HR representatives must respond to bullying incidents as soon as possible if they want to demonstrate that their company cares about stopping it. It's also useful to ascertain whether it was a singular incidence or whether it serves to illustrate a larger issue (Indeed, 2022)

Working Conditions

Employee complaints may also be sparked by the work environment. For instance, unfavourable working circumstances including high heat, inadequate tools, unjust rules, and conflict at work may lead to employee complaints.  This may have an impact on output and make it difficult to keep employees on board because many may consider joining companies with more favourable working conditions. This can be avoided by making sure that there is a safe and healthy work environment that encourages employee satisfaction (Webber, 2023)
Explain the skills required for effective grievance and discipline-handling procedures. (AC 3.3)

“Disciplinary and grievance procedures provide clear structures for dealing with difficulties which may arise as part of the working relationship, from either the employer’s or employee’s perspective” (Suff, 2023). 

Employers must have procedures in place for resolving individual disputes that are understood by all employees. Line managers and any other staff members handling disciplinary and grievance cases need to be proficient in the company's procedures and processes and be able to put them into practise. Every dispute should be addressed equally and consistently throughout the organisation.
In the first instance, management who are involved in these procedures should be able to differentiate between the different actions that need to be taken; depending on the severity ie using mediation instead of a formal grievance hearing can usually work well. When a disciplinary or grievance issue reaches a formal level, managers must assume control by arming themselves with the information they need. They must focus on the behaviours of the employee that may be inappropriate and determine whether they have violated any particular rules. An accurate record of the employee's timekeeping should be kept if attendance is a problem. If they have already been informed of it through regular feedback, they have been given the opportunity to get better. Discipline should therefore not be a surprise. An investigator must demonstrate that they can develop a plan that emphasises factors like timeframe and reliable sources of evidence (ConsultHR, 2018)

Different questioning strategies must be used during grievance and discipline discussions, including open questions to encourage conversation, probing questions to get the required information, and closing questions to confirm facts. Active listening involves paying attention to nonverbal clues like body language and voice tone to show that the employee's experience and point of view are prioritised while also fostering positive working relationships. The management must refrain from speaking negatively to the employee in question and instead give them a chance to express their opinions (ACAS, 2020).

Maybe this? https://www.studentsassignmenthelp.co.uk/answers/cipd-level-5hr01-employment-relationship-management-assignment/ 

Advise on the importance of handling grievances effectively. (AC 3.4)
A worker may resign and claim constructive unfair dismissal when his or her employer breaks the terms of their employment agreement and the breach is severe enough. A formal employment contract does not always contain all of the provisions of the agreement. Employers must take care to not violate the implied responsibility of mutual trust and confidence that exists between them and their employees. A number of different circumstances, such as when it improperly handles an employee's grievance, might result in an employer disregarding this responsibility (McConnell, 2015). A grievance procedure is meant to give both employees and employers a fair and open framework for bringing up and reviewing important issues and grievances. When using a formal grievance system, employees have a way to express their worries about a safe working environment without fretting about repercussions. Employee morale and productivity may increase if they know that any problems will be treated seriously and handled properly (Dobbs, 2023)
Explain the main provisions of collective employment law. (AC 4.1)

The area of employment law known as collective employment law is concerned with how employers associations, trade unions, and work councils interact with one another in the workplace. The UK's collective employment law includes a number of elements, including statutory recognition processes. It explains the steps a trade union should take to apply to the Central Arbitration Committee for recognition so that it can engage in collective bargaining on behalf of workers employed by a particular company over hours, pay, and holidays (GOV, 2022) Official and unofficial industrial action is another clause in the collective employment law. When employees who are also members of an authorised trade union engage in official industrial action, such as a strike.

When an employer and a trade union negotiate a collective agreement, the agreement may encompass specific terms and circumstances of employment, such as hiring, suspension, and firing, discipline, union membership, and the distribution of work, among other things. However, the agreement can only be regarded as legally binding if it is put in writing and has the legal ramifications described in the employment contract. The collective agreement as espoused in writing will determine the legislative implications (ACAS, 2023).

Compare the types of employee bodies, union and non-union forms of employee representation. (AC 4.2)
There are two types of employee representation: individual and group. Organisations, whether they are union or non-union, offer both formal and informal interactions between the two sides of the business. They both aim to give employees a place where they can voice their worries, share their thoughts, and offer feedback on future organisational changes that probably effect them (Indeed, 2022). Both have their similarities and differences. The legal option for an employee to select one of the two as their representative when raising concerns at meetings is one commonality between union and non-union employee representation. Group issues can be addressed through both non-union and union representations, which is another similarity. The non-union representation is frequently favoured for employees' needs and wants that are "small matters," which is a notable contrast between the two employee representation models. When the issues, such as redundancy, are more legally binding, union representations are preferred. Another distinction is that staff management is frequently involved in union representation-related matters, whereas management may or may not be involved in non-union representation-related issues (Suff, 2022)

Evaluate the purpose of collective bargaining and how it works. (AC 4.3)

“Collective bargaining is the process through which workers, with the aid of trade unions, attempt to obtain clarification on numerous elements of the company, such as salary, benefits, and working conditions” (Morris, 2022). These factors are crucial in a worker's life since they help determine the particular payment policy that an organisation will use. For instance, some businesses use permanent contracts, which give workers the right to a set annual salary payment. Other businesses use contractor agreements, where workers are paid for the work they complete. Thus, working together with trade unions enables employees to receive their full advantages since trade unions assess and guarantee that companies have chosen a payment scale that complies with the laws and guidelines established by the government on salary scales.

Employees can learn about the many benefits they should receive from the company through collective bargaining, as well. Employers, for instance, have the right to offer organisational staff development. To assess employees' talents and identify the needed development, people specialists are required (UNISON, 2023) After that, an effective training and development programme was implemented to improve employees' skills, which helped to foster employee wellbeing and boost productivity.
