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Question 1 – 
Explain the role of employee voice in relation to engagement and wellbeing, the range of employee voice tools and approaches and how the concept can contribute to the design of better working lives (1.1, 1.3, 1.5).
Answer:
 (1.1) – Review emerging developments to inform approaches to employee voice and engagement.
Employee voice is the way employees communicate their views to their employer and influence matters that affect them at work. For employers, effective voice helps to build trust, innovation, productivity, and organisational improvement.  According to the CIPD (2014), ‘Employers want engaged employees because, as well as being happier and healthier, they deliver improved business performance’. (Taylor and Woodhams, 2016).  
The way employers build and maintain relationships with their employees is complex., and managing it effectively is a challenge for HR professionals as it is essential for an organisation to have positive relationships with its employees. (Taylor and Woodhams, 2016).  
There is a wide range of legal provisions in the UK which apply in managing employee relationships:
· Contract of employment
· Employers’ handbooks
· ACAS codes of practice
· Employment Right Act 1996
· Equality Act 2010 
Employee voice has been shown to enhance job satisfaction and psychological well-being. (CIPD, 2012).  Employee participation takes several forms, including effective discussions and problem-solving approaches.  In 1990, William Kahn identified three main dimensions of employee engagement which include:
· Emotional Engagement – A positive relationship between employer and employee will employees to trust and believe in the organisation’s values and goals.
· Physical Engagement – This refers to the amount of effort, both physically and mentally, and employee puts in whilst completing their work.  
· Cognitive Engagement – Employees need to know what their employer’s strategy is if they are to be engaged at this level.  They need to know what performance they ar4e to deliver to contribute as mush as they van to them. (Sinclair, 2020).
An employee’s point of view is considered more than a catch-all phrase.  Discussion, communication, and advisory panels are effective ways for employees to engage in decision-making.  To establish a healthier and stringer workforce, employees’ opinions should be appreciated. 
Low levels of engagement with employees can have detrimental implications for an employee, and lead to:
· Burnout
· Work intensification
· Lack of work-life balance.  (Taylor and Woodhams, 2016).
(1.3) – Assess a range of employee voice tools and approaches to drive employee engagement.
There are several approaches to drive employee engagement.  Approaches include:
· Collective representation – negotiations between senior management and employee representatives to jointly agree on conditions of employment. 
· Partnership schemes – employee representatives and managers try to work together to solve problems.  This includes ahigh commitment t to information sharing.
· Joint consultation – this is for discussing issues that are of common interest or of importance to workplaces of all types including non-union and unionised workplaces. This can be used on organisations to address issued that are not covered by collective bargaining. 
· Employee forums – non-union members, or a mixture of union/non-union employees meet with management for consultation and to share information.
· Employee satisfaction surveys – find out what employees think about the organisation.  Can be conducted in person or anonymously on-line.  This is a cheape4r and quicker way of reaching all employees. 
· Regular employee meetings – face-to-face interaction is essential for employee retention.  When employees are asked for their ideas, they are more driven to make decisions. (Employee Voice, 2022).
In 1999 the European Works Councils extended to the UK.  The main directive is to make sure employees have the right to information and consultation.  The directives are designed to pressure employers to consult with employee representatives on various EU and national specific issues.  (Gilman and Marginson, 2002).
Social media plays a significant part of employee engagement.  It allows an employer to reach all employees as 1:1 time for each employee is time consuming. It is one of the easiest ways to connect with employees, customers, and potential customers.  Social media provides employees with a central location to discover news and easily share to other networks such as Instagram and Twitter.  As Smith et al (2011) said, social media has ‘provided individuals with a voice in public space’.  The disadvantage of social media is that employers have minimal control over what employees post or discuss. 
(1.5) – Explain the concept of better working lives and how this can be designed.
Improved working lives are linked to the concept of work-life balance, which is critical for employees at all levels.  Work-life balance has t components, both as important as each other.  It is impossible to stress the necessity of establishing a balance between work and personal obligations. (Barber, Conlin and Santuzzi, 2019).
Recent research by Benenden Health has found one third of people feel their mental health has been negatively affected by the Covid pandemic. Almost 1 in 5 of those people said work is causing them the most stress (employees may feel compelled to work harder than they have in the past due to the current economic condition). (Benenden Health, 2020).
Employers create better working lives for their employees by focusing on the quality of jobs available to them based on the terms of employment, employee health and safety, social support, and employee wellness.
The following variables, amongst others, need to be considered when developing optimal concept for enhanced working life:
· Flexible working hours
· Pay and benefits
· Health and wellbeing
· Employee evaluations.
Question 2 –
Critically evaluate the link between employee voice and improved organisational performance (1.4).
Answer:
(1.4) – Critically evaluate the interrelationships between employee voice and organisational performance.
Employee engagement has gained importance over time. Because many motivational writers regard employee engagement as an intrinsic motivation to improve employees' performance, it is critical in enhancing organisational performance (Salamon 2000). 
Employees' input promotes communication and supports staff retention by ensuring that they are treated fairly. Where employees have not been able to express their opinions on organisational matters, it has resulted in a significant drop in productivity, resulting in a significant impact on the performance and productivity of the organisation.  Employees capacity to have their say in their workplace is being challenged by key developments such as remote working, increased workforce diversity and alternative work arrangements.  By adopting an ‘employee voice system’, the organisations aim is to attain the acceptance of employees to its actions based on commitment and not control. (Gennard and Judge, 2003).
The Taylor Review of Modern Working Practices, commissioned by the UK government in 2017, underlined the power imbalance in the employment agreement and the significance of an effective employee voice for generating excellent work because of the development of work fragmentation and mobility.   (Gov, 2017).
Question 3 –
Explain	a) the difference between employee involvement and employee participation and their link to unitarism and pluralism (1.2).
Explain	b) the role and typical approaches taken by the key parties in employment relations: trade unions, management, government and its employment relations agencies and the reasons why collective bargaining is used (4.1, 4.2, 4.3).
Answer:
(1.2) – Differentiate between employee involvement and employee participation and how it builds relationships.
Employee participation differs from employee involvement.  The main difference between the two is that participation refers to the day-to-day activities that an employee engages in.  Employees who feel their opinions are valued feel happier in work and are more motivated to work for the success of the organisation.  Employee participation is a pluralist approach.  It gives many opportunities for employees to voice their opinions.  
 Involvement refers to the degree of input that employees contribute when deciding which activities, they will participate in. (Henry, 2019). Employee involvement thrives in organisations that have purposefully developed work cultures, structures, and processes that encourage and use employee input and feedback. (Kok, Lebusa and Joubert, 2014). Employee involvement is a unitarism approach.  It perceives the organisation where everyone shares goals and purposes.  
There are similarities between the two approaches, the main one being that they can both be used to establish a sense of belonging and commitment towards the attainment of organisational goals.  Employers can boost motivation and job satisfaction by combining the approaches, and employees will feel like they are a vital part of the organisation, resulting in increased productivity. (Richardson, 2010).
(4.1) – Explain the main provisions of collective employment law.
A collective agreement is a contract between an employer and an employee's representative, such as a trade union, which allows for the negotiation of terms and conditions such as compensation and working hours. (Employment contracts, n.d.).  Collective bargaining's main goal is to improve mutual understanding between the employer and the employees (Vaibhav, 2018).  As a result, the goal of collective bargaining can be assessed from the standpoint of management, which is to get the job done, make a profit, and pay employees the least amount of money possible.  The goal of collective bargaining power, according to trade unions, is to prevent employers from acting unilaterally on issues that impact employees, such as pay and working hours (Vaibhav, 2018).
Only when a collective agreement is declared in writing and the repercussions are mentioned in the employment contract can it be legally binding. The statutory implications are determined by the collective bargaining agreement, which must be supported in writing. (Reuters, 2022).
Collective bargaining agreements are formed and terminated in accordance with the laws governing collective employment.
(4.2) – Compare the types of employee bodies, union, and non-union forms of employee representation.
Employee bodies are divided into two categories: unionised and non-unionised.  Employee groups include trade unions, employer forums, work committees and government bodies.  
Members of a union have the legal right to engage in collective bargaining with an employer, and the company is legally compelled to bargain with the union.  Through collective bargaining a collective agreement is produced.  This sets out terms and conditions to be included in the contract.  Union types of employment interactions include environmental representatives, union health and safety legislators and assisting employees with grievances. (Bray, McCrystal and Spiess, 2020).
Non-union representation aligns employees with management goals. This ensures that the organisation's functions are conducted as efficiently as feasible. This improves workplace productivity. Non-union employee participation has also been used as a technique to ensure that employees participate in decision-making on a variety of issues affecting the firm. (Butler, 2009).
The main difference between a union and non-union workplace is determined by either the organisation or the employees.  Workplace culture includes all aspects of the workplace, such as wages, safety measures etc. The ability to define a workplace's work culture is determined by whether the employees are members of a union or not.
(4.3) – Evaluate the purpose of collective bargaining and how it works.
Collective bargaining covers all terms and conditions of employees.  The basic goal of collective bargaining is to reach a mutual agreement of terms and conditions between an employer and employee (via union representation).  They negotiate aspects such as wages, working hours, pensions, annual leave, balancing work and family life.  
Collective bargaining is important because it gives the organisation certain benefits and advantages.  Strikes, walkouts, and resignations can be avoided by collective bargaining. Employers can avoid unwanted issues by negotiating a collective bargaining agreement and incorporating the provisions into the employee contracts, policies, and terms.  (Turner, 2021).
While there is not a UK collective bargaining law, the Trade Union and Labour Relations Act 1992 covers workers right to associate and negotiate collectively. (Turner, 2021).
Question 4 – 
Explain different types of individual and collective conflict behaviour and some of the evolving approaches that can be used to manage these.  Your response should include and distinguish between:
· Conflict and misbehaviour
· Official and unofficial industrial action
· Third party conciliation, mediation, and arbitration (2.1, 2.2, 2.3, 2.4).
Answer:
(2.1) – Distinguish between organisational conflict and misbehaviour, and between informal and formal conflict.
According to Wiener and Vardi (1996), misbehaviour is defined as “any intentional action by members of organisations that violates core organisational and/or societal norms”.  Misbehaviour is individual-centred and can include harassing others, damaging property, stealing, displaying violence, and misleading others. This can have serious impact in terms of being costly to the organisation and to individuals.  If dealt with quickly by management and appropriate action is taken, it can be nipped in the bud.
Conflict means different things to different people.  It is inevitable in the workplace as people from diverse backgrounds come together.  Interpersonal conflicts result from personality clashes and difficulties working with one another, both of which can have negative consequences in the workplace, are now included in current definitions of workplace disputes (Volosevici, 2015).  Workplace complaints, such as problems with organisational policies and managerial choices, can lead to conflicts between employees and the employer, or between employees and the employer's representatives, according to the modern definition of conflict.
Disputes cannot be ignored as they can lead to organisational standstill.  Disputes can be stressful, time consuming and can lead to more issues, if not dealt with effectively.  The resolution process is divided into two main types:
· Adjudicative processes such as arbitration – (see answer 2.4).
· Consensual processes such as conciliation – (see answer 2.4).  
Dispute resolutions can be categorised as formal or informal.
· Formal – this is ‘rights-based’; when a crisis occurs between two parties and they have conflicting interests, a professional listens to both sides and determines the outcome.
· Informal – where there is a clash between two parties, both parties decide what option will meet their needs.  The discuss their issues with an independent person (not a decision-maker), i.e. coach or mediator.  Both parties resolve their differences without legal input. 
(2.2) – Distinguish between official and unofficial employee action.
According to the present condition of the labour difficulties, union membership is becoming increasingly widespread.  Some employees join the union to safeguard and enhance their working conditions. (Kamuli, Anshari, and Istilam, 2021). 
Official employee action means a trade union has stepped in and authorised action. Employees taking official action have a level of protection. An employee cannot face disciplinary for taking action that has been sanctioned by the union.
Unofficial employee action means that employees involved in an unofficial industrial action have no protection.  They can take action i.e. strike/walk-out, but it has risks as it is not authorised. An employee can face disciplinary action as it can be classed as disruptive in the workplace. (Qureshi, 2018). 
(2.3) – Assess emerging trends in the types of conflict and industrial sanctions.
Workplace conflict and personality clashes are becoming more common. Discrimination among employees is also a form of conflict that originates from organisational structures. Other emerging types of conflict steer towards labour, financial, roles and leadership. (Chikwendu Nwaoma and Obioma Omeire, 2014). The results of a CIPD survey showed that in 2015, 4 in 10 employees experienced conflict at work the previous year in the UK alone. (Gifford, 2015). 
Strikes, or any other organised expressions of dispute are considered official if they are called by the trade union, and are in accordance with the law, as well as collective bargaining agreements that are procedural. (Nash & Hann, 2020). Organised strikes entail a withdrawal of labour. A valid vote must be raised to make the strike official. All union members participate, and the strike can only go through if the outcome shows a majority vote. (GOV.UK, n.d.).
(2.4) – Distinguish between third-party conciliation, mediation, and arbitration.
· Third-party conciliation - this is an informal process where a third person, such as ACAS, is asked to help reach an amicable decision over a dispute.  They must remain independent and cannot offer recommendations.  The conciliator cannot impose a settlement on the parties and usually communicates with the parties separately. (Arora, 2015).
· Mediation – this involves the help of an impartial person (mediator), who can offer recommendations. They remain neutral in the process but can quickly resolve disagreements at work.  Mediation is confidential and not legally binding. Outcomes are usually decided by everyone involved and is confidential.  (Mediation at work, n.d.).
· Arbitration – this is legally binding, where the arbitrator remains a neutral third party but is expected to make decisions based on evidence presented and are beneficial to all parties. The decision is known as an ‘award’, and once an award is made the decision cannot be changed by a court (unless on very limited grounds). (Arbitration, n.d.).
Task 2
Case Study - 
You are a stand-alone HR officer working for ABC limited, which has 150 employees at one site.  A manager has advised you that they would like to take disciplinary action against an employee who has allegedly been bullying a fellow colleague.  The manager has not yet spoken to the employee in question and has not witnessed the act himself. 
Question 1 – 
· a) - Explain the skills required for effective grievance and discipline handling procedures (3.3).
· b) - Outline the information you need to advise the manager of the actions they can take (3.2, 3.4).
· c) – if the manager had proceeded with the disciplinary without an investigation or informal discussion prior, what impact would this have had if the case had gone to tribunal; discuss the possible implications for the organisation (3.1).
Answer:
(3.3) – Explain skills required for effective grievance and discipline-handling procedures.
There is nothing to suggest that the manager of ABC has any evidence of bullying, but he has raised a grievance. Once a grievance has been raised, investigation will commence.  This will establish facts, and only once all evidence is gathered can a decision be made whether disciplinary action can commence.  Based on the evidence gathered this may be resolved informally through mediation or conciliation, providing all parties agree.  Depending on the outcome of the investigation, HR will decide whether any misconduct has taken place. 
With any grievance raised or disciplinary action, there is a process to follow.  HR (the professional in this case study) must remain neutral and must be able to display the following skills before proceeding:
· Good listening skills – this will help to understand the situation better.  It can build better professional working relationships and will help others to gain trust, which in turn helps to uncover issues.
· Good interviewing skills – this will help to take control over the questions being asked. It also helps to judge the non-verbal behaviour of the person being questioned. 
· Good note taking skills – this will help as notes need to accurate and as detailed as possible.  Focus on facts - mistakes, or inaccurate notes can lead to an inaccurate result.  Notes taken throughout the process can be used in any appeal and referred to at any time if necessary.
· Be able to remain honest, fair, and consistent – this will help as it avoids bias.  By following the Acas Codes, as well as the organisations policies and procedures HR will treat each case the same and avoid unfair treatment,
· Be aware of key policies – this will help to give clear guidance. Employees will know what is expected of them and what conduct will not be tolerated. 
· Be prepared – this will help as any inaccuracy can be time-consuming and costly. HR may also be met with resistance from the accused employee so it crucial to be prepared. 
· Be confident in their ability – this will help as HR will know the code of conduct and the disciplinary procedures.  It helps to keep employee discipline in check whilst working in a well-informed manner.   
· Good investigatory skills – this will help as it collects relevant data, which is then used to derive conclusions. In summary, accurate research, evidence collecting, interviewing and written notes is all part of a good investigation.
(3.2) – Analyse key causes of employee grievances.
Employee grievances relate to any sort of job satisfaction that has a negative impact on organisational relations and production. (Discipline and Grievance at Work, 2022).  Employee grievances can arise at any time and can include:
· Salary – (regular pay delays, being underpaid, inability to increase salary over time.
· Working conditions – disagreement with management, poor equipment, poor ventilation, lack of restroom).
· Poor working conditions – (unhygienic, lack of tools or equipment, unacceptable changes to working hours).
· Disciplinary – (rash behaviour, frequent absences, lack of professionalism). (Soumita, n.d.).
Any dissatisfaction or sense of injustice about a job status that is brought to management's attention is referred to as an employee grievance. As in the case study, grievances can also be brought forward on behalf of another person i.e. the employees manager. ABC Limited is a large company and procedures must be followed to avoid unfair treatment. 
(3.4) – Advise on the importance of handling grievances effectively.
By law employers must have a grievance procedure and share it in writing with all employees.  Employees are advised to follow this once an issue has been identified and formally raised. (Macken, 2019).
In this case study, if the grievance procedure is not followed in a timely fashion, the alleged bully could submit a breach of conduct against the organisation, and ABC Limited could end up in the Employment Appeals Tribunal (EAT). ABC could face high legal costs, as well as reputational damage.  Ineffective handling of a grievance can also have a damaging effect on the alleged bully, resulting in long absences and poor morale and in the workplace.  Knowing that any issues will be dealt with respectfully and managed appropriately may improve productivity and the general atmosphere in the workplace. (Okolie and UDOM, 2019).
(The case of Blackburn v Aldi Stores Ltd proves how important it is for employers to follow their own policies and procedures).
(3.1) – Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues.
ABC Limited employees, and employees of any other organisation have the right to be treated fairly.  Unfair dismissal is a significant aspect of the UK Labour Laws, as regulated by the Employment Rights Act 1996 section 10, which requires employers to treat employees fairly and justifiably. (Howe, 2016). If the employee's contract is breached without prior notice or warnings, the termination method may be considered unfair dismissal under the Employment Rights Act 1996 section 11. (Davies, 2015). As mentioned in the Acas Code of Practice, there are many issues of disciplinary and grievances of an employee under unlawful circumstances. (Millington, 2015).  To effectively defend a claim of unfair dismissal the employee must show that they were fired, the organisation must show that the dismissal was fair, including any capability or misconduct issues, for what reason, and that it was handled correctly. (Discipline and Grievance at work, 2022).  
An employee can be dismissed if they are incapable of doing their job to the required standard or if they are capable but unwilling to do their job to the required standard.  If an employee’s capability is linked to their health, and employer should try to help them before dismissing them by making reasonable adjustments. (Dismiss Staff, n.d.).
An employee can be dismissed if they commit some form of misconduct, and any examples considered to be misconduct by the employer must be included in the disciplinary rules.  Misconduct can include unauthorised absence, theft, violence, or gross negligence. (Dismiss Staff, n.d.). 
To conclude, there is currently no evidence to suggest the alleged bully at ABC is guilty.  Dismissal at this stage will be unfair and the alleged bully can take legal action against ABC.  HR must establish the facts before acting, and they must be able to demonstrate that the investigation into the suspected wrongdoing was thorough. This will protect them from facing a tribunal should the alleged bully not be treated fairly and consistently as detailed in the Acas Code of Practice.  HR should have followed the following steps:
· Investigation – gather evidence to establish facts. (If there is sufficient evidence to suggest bullying has taken place then proceed to the next steps).
· Disciplinary meeting - discuss the issues before starting disciplinary action (new facts may be discovered). The alleged bully can be accompanied at this stage by a work colleague or representative.
· Disciplinary action – notify the alleged bully in writing of the disciplinary action to be taken, and the right to appeal.  Results can include anything from ‘no action being taken’ to ‘dismissal’.
· Disciplinary appeal – if the alleged bully feels dismissal is unfair, they can begin a disciplinary appeal.  
All decisions throughout the process on disciplinary sanctions should be taken by more than one person to help ensure impartiality. (Dismissal Procedures, 2021).  Unless employees have an automatically unfair case, then they will need to have 1 or 2 years employment with the organisation to claim unfair dismissal (depending on the employment start date). (Unfair Dismissal Q & A's, 2020).
(Approx 3650 words – excluding references).
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