5HR01 – Employment Relationship Management 

Task 1
1.1 Review emerging developments to inform approaches to employee voice and engagement 
Looking at employee engagement there are three main areas, which are the intellectual engagement, this looks at how the employee thinks about the job and how they can do it better. The affective engagement looks at how you are feeling towards the job, and if you have a positive outlook and feel positive within your role. The third would be the social engagement, this would see if your employees were actively taking opportunities to discuss work-related improvements with others at work.
‌Gifford, J. and Young, J. (2021) looked at REA’s which are rapid evidence assessments, these look at what constitutes employee engagement, how can it be measured, and what is the evidence surrounding employee engagement and does it predict performance. 
With a large organisation such as Bluestone it is important that people analytics looks at an understands the strengths and weaknesses of an organisation. How do we look at employee engagement? Is this doe through surveys, or qualitative methods such as focus groups. It is a vital part of an organisation to give their employees a voice and allow them to have effective channels to be listened to and for the employee to be heard. 
Using different approaches can influence better working lives as employees feel valued, have an increased job satisfaction, greater influence on their role/department and give better opportunities for development. It is all about creating an inclusive and safe working environment for your staff.
1.3 Assess a range of employee voice tools and approaches to drive employee engagement 
According to Practical advice for HR professionals (2021) there are several employee voice tools that can be used. These range from team meeting, committees, forums, focus groups and surveys to name a few. By introducing a wide range of employee communication channels, they can promote and build relationships and create and cultivate an environment of trust. 
People Insight Model - PEARL TM. (n.d.). has undertaken a comprehensive study which looks at the employee engagement including the organisational factors which influence it.  It looks at five main global factors which drive employee engagement, these are Purpose, Enablement, Autonomy, Reward and Leadership. 
This would be a great employee survey to implement, as per the questions provided below. It can then provide vital information to access all elements of employee engagement, and provide a robust, well-benchmarked engagement score, which could also improve and drive employee engagement, as they feel as though the employee is being listened too.
I also think its important to assess and look for the best tools for your organisation, and the number of employees that you have. As what works for one, may not work for another. 
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1.5 Explain the concept of better working lives and how this can be designed
The definition of better working lives is that the organisation should set out to achieve and ideal balance between an employee/person’s working life and private life. Having this balance can maximise happiness and can fuel the productivity and allow workers to be fulfilled. For this to be possible it is vital for both employer and employee to be responsible.
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Since the pandemic it is vital that we build better working lives, and workplaces for everyone. We need to ensure that trust wins out over fear. We need to look at new opportunities that present themselves for the organisation. It is important to look at adapting certain dimensions of the working day and what this looks like to help contribute to wellbeing, productivity and good employment relationships.
www.acas.org.uk. (n.d.). has looked at a series of questions that we should be looking at to see if we can improve our employees working, and some of the core elements surrounding this, from the psychological contract, namely respect, compassion, fairness and, critically, trust. To include these elements ACAS has included a series of questions. How can we create a fair balance between flexibility and fairness? How do we review and revitalise voice mechanisms to build fairer, more inclusive workplaces? Can we make flexible work arrangements the norm? How do we balance the needs of employee wellbeing and business productivity? Can we accept that short and long-term conflict will emerge; prepare for it and see it a creative force for positive change?
All of which are relevant to trying to create better working lives for your employees.

1.4 Critically evaluate the interrelationships between employee voice and organisational performance
There are string arguments linking both employee voice and organisational performance. Lavelle, J., Gunnigle, P. and McDonnell, A. (2010) look at patterning employee voice in multinational companies. They define that the employee voice is a type of mechanism, structure and practice, which provides organisations and employees to express their opinions, along with having the opportunities to make decisions for the organisation. There are two areas, which can be evaluated, these are direct voice, and indirect voice. Direct voice looks at the impact and involvement that the employee has when making decisions affecting their jobs, and immediate working environment. This can be done through focus groups, surveys, suggestion schemes, appraisals and direct meetings between managers and workers. Indirect voice looks at how the employees’ views and inputs are presented through a collective employee representation. This can be through trade unions, or non-unions structures, for example consultative committees.
The argument is, does having an employee voice lead to improved organisational performance? And the answer is yes! It can pay a crucial role in enhancing work productivity, not only through engagement, retention, effectiveness and creativity. It can also leave employees feeling valued, having the feeling of greater influences and better opportunities and increased job satisfaction. 
The difficulties could be that the organisation find it difficult to measure performance, and weather or not the best means of methods can be used and effective. For example, my organisation has used 360 reviews in the past to gauge and create a high performing culture. This has allowed employees to self-evaluate, and provide a comprehensive look at efficiency, productivity, contributions and work behaviour.

1.2 Differentiate between employee involvement and employee participation and how it builds relationships 
Employee involvement looks at ways in which the employee takes part in planning, making sure the work is done well and making decisions. Whereas employee participation refers to activities and measures in which employees can participate in together and use their initiative to be able to achieve the common goal. 
Situational decision-making | CIPD Profession Map (2019) describes that situational decision making is a good example of how making effective and pragmatic decisions or choices, purely based on the specific situation or context. It’s a good tool to sue to endure that the identification of different options, such and the benefits and risks that are associated with them, are in alignment to professional principles and values.
This can also be linked to unitarism and pluralism as both can be linked to employee involvement and participation. Unitarism is a more straightforward approach when it comes to what this offers the organisation, it looks at how the employees and those working for the organisation should work for the welfare of the organisation, and not just the personal growth and benefit of the individual. Whereas pluralism give due importance to every employee and management. It particularly focuses on every person within your organisation, and what their needs and demands could be, and this can strongly be linked to the strategy of the organisation ensuring that everyone benefits from this.
Mayo, 1933, 1945; Roethlisberger & Dickson, 1939 launched the classic Hawthorne studies. These looks at how motivation can be improved. The conducted a study to see if improving the environmental conditions would have an impact on the overall productivity of the staff.  In this case they were looking at changing the lighting to see of this had an overall impact on the employee productivity. What they found is that by taking an interest and listening to the employees’ opinions increased the drive-in employee job satisfaction and productivity.
4.1 Explain the main provisions of collective employment law
Collective employment law is a branch of employment law that regulates the activities and behaviours of the trade unions, work councils, and employers’ associations (Heery, E. and Noon, M. (2008). It looks at the collective agreement and advice for employees and employers and looks at the important law provisions. Under the statutory recognition processes, and employer would need to voluntarily recognise it, if this does not happen then the trade union could apply to the Industrial Court, which would look for the legal right for this to be recognised. This can allow bargaining for pay hours and holiday, this is also known as the ‘bargaining unit’. 
Picketing can be linked to the above as this is defined as a picket line which workers and union reps stand outside of an organisation to inform people of why they are striking. 
The legal enforceability of a collective agreement may not be legally binding, as it can be assumed to be voluntary unless it is in writing and contains a statement that the parties intend it to be of legal effect. They can be incorporated into employee contracts, which can be referenced to such items as the contract may change in the event of a variation to a collective agreement. The principles of a collective agreement can be applied to an employee if they are not a trade union member. 
4.2 Compare the types of employee bodies, union and non-union forms of employee representation
There are several different types of employee bodies that can be compared. The first would be a joint negotiating committee, this would be representatives who would be nominated by, for example, the public service labour unions. They would look at representing them by bilateral negotiations and consultative for a with the employers’ representatives.
Employee forums are a strong tool to use when looking at non-union forms of employee representation, it is a way to get feedback in a confidential environment, along with building a sense of trust, and can also get decisions made quickly and with everyone’s involvement. ACAS states that around half of the employee representatives in the UK are non-union. ACAS (2014)
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Staff councils are a peer-elected committee, they look staff policies, benefits, and can provide a formal way of communication for all staff. It allows staff to have a voice and input in the decision making, by listening and responding to ideas.
Work councils are representations that look at the interests of the employees. The employer must consult and inform the council of any issues that are affecting their organisation. 
As you can see all four types of employee bodies can have their benefits, depending on your type of organisation it may vary in which one works best. This can be discussed and decided with the employees in mins, to be able to find the best use and solutions for all.
4.3 Evaluate the purpose of collective bargaining and how it works
Collective bargaining is a way in which negotiations of wages and other conditions of employment are made by an organisational body of employees. Collective bargaining is a communication between relevant stakeholders, not outsiders (Sarvaiya et al., 2018)
It looks at clear evidence which shows that both parties have mutually recognised one another. This needs to be done for the purpose of collective bargaining, and evidence needs to be provided for the actual negotiations on the collective agreement. Collective agreement cannot be enforced unless this has been incorporated into an employee contract. CIPD (2021)
It is important to look at the impact and structure change that the UK’s economy has moved from an industrial base to a service base, as collective bargaining can take may forms. 
Collective bargaining has a general structure and starts from the preparation, proposal, the bargaining and then onto the final agreement. The purpose is for employees to have better working conditions, higher wages and better benefit packages. 
2.1 Distinguish between organisational conflict and misbehaviour, and between informal and formal conflict
Organisational conflict is where there is workplace conflict. It is where there is a state of disagreement or misunderstanding. This can be from the actual or perceived dissent od needs, resources, beliefs and relationships of employees and employers. There are many factors which can influence workplace conflict, such as unclear responsibility, interpersonal relationships, scarcity of resources and conflict of interest. The types of conflict can stem from relationships, tasks and the process. You can also have conflict between two people who do not see eye to eye. These can stem and have an impact from management and from the leadership style, as communication, misunderstandings and lack of accountability can cause conflict. This links to conflict and misbehaviour as all the points above can stem from how employees and employers conduct themselves and communicate. 
Informal and informal conflict also looks at two options, you have informal resolution and formal resolution. Formal resolution looks at the processes which include things such as grievances or lawsuits, whereas informal resolution looks at and is less focused on the process and more focused on the outcome. 
The positive and negative effects of conflict can cause people to consider different ideas and alternatives. This can result in increased participation and more commitment to the decisions and goals of the group. Results in issue clarification and/or reassessment, and it also helps build cohesiveness as people learn more about each other.
2.2 Distinguish between official and unofficial employee action 

2.3 Assess emerging trends in the types of conflict and industrial sanctions 

2.4 Distinguish between third-party conciliation, mediation and arbitration 
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‌Task 2

3.3 Explain the skills required for effective grievance and discipline-handling procedures 

3.2 Analyse kay causes of employment grievances

3.4 Advise on the importance of handling grievances effectively

3.1 Explain the principals of legislation relating to unfair dismissal in respect of capability and misconduct issues 
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