
Employee voice can be defined as employees’ ideas, opinions, suggestions, thoughts or concerns about work-related issues conveyed in an informal and discretionary manner to persons they believe will address the problems or take up the suggestions and bring improvements (Morrison, 2014). It is a crucial aspect for organisations as they rely heavily on their workforce to develop innovative ideas (CIPD, 2023a).

There are a variety of formal and informal channels available to obtain employee voice. Formal channels like surveys; a well-designed survey could get valuable insight on various work-related issues.  However, workplace surveys generally ask the same set of questions and heavily rely on Likert-type responses, which could be boring and uninteresting for the employees (CIPD, 2013). On the other hand, informal channels like adequately trained people managers and voice champions can encourage employees to voice out their opinions and gain effective inside intelligence on organisational issues (CIPD, 2023b). 

On the other hand, the emergence of social media and the incorporation of technological advances achieved more engaged voice behaviour from employees. This bridge the gap between the senior managers and employees and encouraged and enable employees to express their opinions on various work-related issues and managed to achieve authentic feedback from employees. In addition, the social media offers a multi-directional conversational platform rather than a monologue followed by the traditional channels. (CIPD, 2020).

Employee voice is positively associated with their performance, engagement and job satisfaction (Ruck et al., 2017). All the same, the effectiveness of these approaches may largely depend on employees’ perception of their workplace, if they worry that their reputation might be affected or isolated from their colleagues, then they tend to withhold their opinion (CIPD, 2020). Furthermore, articulating an idea or suggestion may require more cognitive resources and may lead to burnout (Shipton et al., 2013). The organisations need to ensure to offer a psychologically safe environment for the employees to voice out their opinions, suggestions, concerns etc. without fear of facing consequences (Edmondson & Lei, 2014).
Employee involvement and participation are related concepts and are sometimes used interchangeably (Taylor & Woodhams, 2022).  Employee participation could be defined as more strategic and asserts the power of employees to question or influence organisational decisions. At the same time, employee participation is more operational and focuses on employee contribution in their direct line of work, increasing performance Gifford (2005).

Employee Participation
Research suggests that participating in organisational decisions such as collective bargaining gives a sense of control to employees over their job and organisational decisions, which has proven to increase job satisfaction and performance. On the other hand, it may improve the quality of the organisation’s decisions as well (Gifford, 2005). For example, when organisations seek out employee views either via their representatives (trade unions) or directly via surveys and focus groups, it helps the organisation to tap into their workforce’s expertise and experience on business decisions. At the same time, the group decision making seems to build a positive image of their employer; which in turn build trust and positive relationship between the organisation and the employees (Gifford, 2005). 

Employee involvement
Employee involvement is related to participation as when they can influence local decisions at the workplace it seems to increase their involvement (Taylor & Woodhams, 2022). Lawler (1986, as cited in Grawitch et al., 2009) noted communication, effective job practices that fulfil the employee’s needs and providing learning opportunities are some of the critical aspects in establishing employee involvement. These will positively impact employees’ attitudes towards the organisation, build trust, and, in turn, contribute to positive relationships and get them more engaged with their work.

However, there is a dark side of employee engagement, it might result in burnout, health issues and disengagement. The organisations need to pay attention on whether their expectations about employee engagement is within the limit of affecting employee wellbeing (Taylor & Woodhams, 2022). 
										
Voice Tools
Internal Surveys 
Organisations use this tool to obtain employee voice periodically, such as in annual staff satisfaction surveys. The responses can be compared with previous years, and the effectiveness of improvements, such as staff wellbeing, happiness, etc., can be evaluated. On the other hand, employees may need help to complete a similar set of questions year after year. The responses essentially get in the form of numerical values.  These cannot always give an accurate picture of the issues or their reasons (Morrison, 2014). 

Employee voice applications
Since technological advances, employee voice applications such as Hyphen has gained popularity and are widely used by organisations. The customisable graphical interface and ease of access encourage employees to voice their opinions and suggestions on the given issue. In addition, the responses can be obtained in real-time, which will likely be authentic. The lack of digital familiarity may be a barrier to using these applications; again, in-depth feedback is unlikely to be obtained from these channels.
Social Media
Research shows that social media is increasingly gaining popularity among employees to raise their voices. The main reason for this could be that employees can’t share their opinions frequently with traditional tools. But social media has broken that barrier. Using a well-structured and directed approach, management can gain insights into issues that concern the employees. Hence, managers can attain the employees’ authentic voice without translating the numerical values obtained via traditional surveys (Ghani and Malik, 2022).

Approaches
Keep the doors open policy. 
This approach signals that employees can reach out and share their ideas, suggestions, and opinions with management. It will signal to employees that they are valued and are part of the organisation. However, this method should be planned with caution because employees need feedback on their views. If management doesn’t provide this or ignores their suggestions, it will affect employees negatively and strengthen the widely circulating belief that the organisations didn’t consider their feedback. 

Recognise idea champions
Organisations can recognise employees who come up with ideas, suggestions and opinions on organisational issues by appreciation, giving them bonuses or pay raises.  Research shows that employee ideas help organisations launch new products and services, make strategic decisions, and resolve issues.  However, this approach may not have a knock-on effect on reserved or shy employees. Organisations offer alternative approaches to encourage voice from these cohorts.

									
Employee performance is one of the extensively researched areas, as researchers and employers alike need to understand the reasons for facilitating high performance in the workforce (Atatsi, Stoffers, and Kil, 2019). Significant research has been done to find the links between employee voice and organisational performance. The results were mixed, and researchers couldn’t replicate the same results. Hence, the links between direct voice behaviour and performance haven’t been established yet (Markey and Townsend, 2013).
For example, Black and Lynch (2001) found that involving employee voice in decision-making improves organisational performance. Morrison (2014) showed that employee voice contributes to a more open and constructive office environment. However, the psychologically safe environment encouraged employee voice, and their suggestions, opinions, and ideas helped improve business designs (Edmondson and Lei, 2014) and organisational performance. 

Similarly, it improves the organisational culture when employees feel safe speaking up freely about their ideas and concerns. This increases job satisfaction, increasing their productivity and overall performance. The benefits of this would be that with employee participation, organisations find innovative solutions for organisational issues, which will help to improve productivity and overall performance. On the other hand, employees will feel valued and part of the organisation. This will increase their job satisfaction Morrison (2014) and improve their organisational citizenship behaviour, increasing their performance (Groen, Wilderom and Wouters, 2015).

The currently available evidence couldn’t establish direct links between employee voice and performance.  Further research is required in this area.  

The better-working-life concept could explain an individual's job satisfaction, fulfilling working life, and achieving their true potential (CIPD, 2023d). It gives them a good work-life balance (Newaz and Zaman, 2012). 

CIPD (2023d) elaborates on this concept further and states that good work should be accessible to all, offer fair rewards, provide opportunities to develop skills and knowledge, allow people a sense of safety to make a living, create a harmonious environment for people to forge productive working relationships, and voice their opinions. This, in return, will motivate workers and contribute to productive organisations and a strong economy.
Organisations should align their HR policies and practices accordingly to achieve the above. The CIPD's good work index outlines seven focused areas where this could be achieved. This is summarised below.

First, employees need fair pay and benefits, and contracts need to offer job security. HR practices must focus on work-life balance, considering commute time, the amount of time work intrudes into the personal life, etc., and offer alternatives, such as flexible working. Job design is another area that needs attention; the job and related tasks must be meaningful and match the person's skill set, and employees need adequate resources to do their job with the required autonomy. Similarly, employers find ways to create a psychologically safe environment where employees have social support and cohesion. Employees should be able to voice their thoughts and suggestions confidently without fearing being judged. Finally, employers should also be attentive to the job's impact on them; if it is negative, it needs to be addressed.

The main reason is that modern-day job seekers are savvy and increasingly making their employment decisions based on how well the organisations offer work-life balance. Organisations focus on employee needs more than ever.  (Lewis et al., 2016). However, critical literature increasingly points out that work-life balance policies are not achieving their fullest benefits as they don't always go hand in hand with organisational change such as culture, workplace structure and practices Lewis and Beauregard (2018).

Work-life balance is an essential concept for both employers and employees to achieve their objectives. Employers need to listen to employees' voices to come up with solutions to address the barriers in work-life balance practices.















Organisational conflict and misbehaviour are significantly different but interconnected phenomena. Although it is hard to define conflict, as the term has different meanings in different situations, conflicts in the organisational domain are inevitable because people from various backgrounds, personalities, life experiences, and viewpoints must work together to achieve common organisational goals. Conflicts generally manifest as differences of opinion, interpersonal conflicts, personality clashes, or manager-subordinate disagreements (CIPD, 2020c).

Conflicts can be categorised as formal and informal. Informal conflicts generally involve minor clashes or disagreements and may happen between individuals or two groups. In contrast, formal conflicts occur when employees bring a claim against the organisation to the employment tribunal (NCVO, 2022). 

As mentioned above, misbehaviour is interlinked with conflicts and usually stems from them. Misbehaviour is generally defined as an employee doing something in the workplace that they shouldn't do. Examples of misbehaviours are sabotaging organisational progress, performing domestic chores during work time, social loafing, dishonest acts in the workplace, being aggressive towards colleagues, etc. (Richards, 2008). 

Although not all conflicts are necessarily harmful, addressing them at earlier stages is essential. Organisations can train their managers to be resourceful in handling disputes, understand employment law, get to know their team and use active listening, communication, problem-solving, and decision-making skills when addressing conflicts (NCVO, 2022). Also, it creates a psychologically safe environment for employees to voice their opinions and concerns (Edmondson, 1999).

Employees attempt to have their voices heard through their representatives representing the labour unions. Employers' non-engagement with these employee representatives will result in employee action against their employer because of a work dispute (CIPD, 2022).

The official action is where the trade union complies with all the legal rules, such as inviting all its members to take part in a voting process (ballot) to decide on strike action, giving the employer a week’s notice of the ballot starts, etc., before engaging in employee action. The official employee action could be striking; here, employees refuse to turn up to work. Another action is called ‘picketing’; here, the employees and trade union representatives stand outside the workplace and explain to people the reasons behind the strike. The third form of employee action is called ‘work to rule’. Here, the employees refuse to carry out anything noted as optional in their contract, such as overtime. (ACAS, 2024).

Unofficial employee action is when the trade union acts without following the legal rules or employees act without being authorised by a union. For example, if the trade union strikes without following the regulations, such as not holding a ballet before undertaking strike action, another example could be when employees go on strike without the involvement of their union (ACAS, 2024).

The industrial action law protects employees who take official action. If they engage in unofficial action, there may be consequences, such as disciplinary procedures (ACAS, 2024).
										

Workplace conflicts are part of the organisational lives as conflicts arise naturally among individuals who have different personalities, life experiences, and attitudes had to work together for long periods to achieve common goals (CIPD, 2020c). Powell (2021) noted that workplace conflicts cost UK employers £28.5 Billion annually.

However, it is hard to understand the reasons behind human conflicts as the relationships are versatile and nuanced. However, a CIPD report (2020) states that the common cause of conflict primarily comes from differences in personality or working styles, and new trends are emerging as the conflicts move to digital platforms and manifests as bullying, remote working causes conflicts as different people follow different communication styles, also discrimination and isolation reported by employees as the cause for conflicts (CIPD, 2020). If unaddressed, these result in industrial action such as strikes, picketing and work to rule; this will affect the organisational productivity (CIPD, 2017).

Most of the conflicts can be resolved with intervention.   It even can be prevented by creating a psychologically safe environment for the employees and training the people managers to identify and step in at the early stages of conflicts. A CIPD survey (2020) informed that although 35 % of the respondents experienced some form of workplace conflict, only 5% took part in some form of mediation, and 75% reported their issues were either partially or fully resolved (CIPD, 2020b).                                                          
Mediation
Mediation is less formal and used when informal discussions aren’t resolving the issue. Here, the mediator, who is an impartial, less formal independent party, facilitates an environment for both aggrieved parties to find solutions (ACAS, 2022).


Conciliation
Conciliation is as voluntary as mediation. Here, both parties can approach a conciliation service provider such as ACAS before the issue progresses towards an employment tribunal (early conciliation) or after the claim reaches the employment tribunal to find a resolution outside the court (conciliation). The conciliator will be an impartial third party who talks through possible options (Gov.UK, no date). 

Arbitration
Here, both parties agree to accept the resolution offered by the arbitrator, who is an impartial third party. They approach a mutually agreed arbitrator, who hears both sides of the argument and decides to resolve it. Both parties usually try mediation or conciliation before moving to arbitration. This process is more formal than mediation and conciliation. This service can only be used if the issue is about flexible working or unfair dismissal (ACAS, 2022)
 
All three services are used to resolve an employment issue without spending much time and money and are offered by third-party, impartial providers such as ACAS. However, agreements reached in mediation are not legally binding unless otherwise stated in an agreement. If an agreement is reached by both parties in conciliation, a formal agreement called COT3 will be drafted, which will be legally binding. In arbitration, the decision made by the arbitrator is legally binding (ACAS, 2022).


Capability and conduct were listed as potential reasons for dismissal under section 98 of the Employment Rights Act 1996. The employer must follow certain rules and procedures before making the final decision (Daniels, 2022).
Capability
The employer must ensure that the employee understands the job requirements and likely penalties for not meeting them; also, address any training needs by providing adequate training. Before making the final decision, provide more training and education to upskill them to meet the job requirements. 
If the capability is related to an illness. In that case, the employer needs to understand the nature of the illness and explore any reasonable adjustments or options which enable the employee to fulfil the job requirements with the Equality Act 2010 in mind. For example, in O’Brian v. Bolton St Catherines Academy (2017 as cited in Daniels, 2022), a teacher was absent, followed by an assault done by a student and dismissed eventually. Still, the employment tribunal overturned this decision due to the school failed to show adequate evidence and failed to act sensibly.
Misconduct
It is divided into two categories: gross misconduct and misconduct that is less serious. Examples of gross misconduct are theft, vandalism, and assault. Although dismissal for misconduct could be acceptable as fair, the employer has the responsibility to show that they acted reasonably when making the decision, investigate and, establish the facts thoroughly.
Less serious misconduct issues could be investigated and resolved via disciplinary warnings, examples for this is using bad language, poor time-keeping etc. If a claim is brought to the employment tribunal, the tribunal will focus on whether the employer determine and established the facts thoroughly (Daniels, 2022).
										

The grievance is an employee’s dissatisfaction or perception of injustice related to their employment situation that is brought to the management’s attention (Monish & Dhanabhakyam, 2022). The leading causes of employee grievances are compensation and employee benefits (C&B), workplace discrimination, work hours, and favouritism (Versari, 2021).

C&Bs have proven to be a great motivator in employee performance. However, organisations need to pay attention when designing them for a culturally diverse workforce. For example, Employees from individualistic cultures, such as Western cultures, are likely to respond better to C&D packages. In contrast, employees from collectivistic cultures prefer team-based pay rather than individual benefits (CIPD, 2017).  On the other hand, transparency on C&B is essential as it will not only motivate the employees but also give them clarity and help to reduce grievances (CIPD, 2020).

Workplace discrimination could be described as an employee’s perception of unfavourable treatment based on their social group memberships such as ethnicity, race, gender, sexual orientation, etc and it negatively affects performance (Dhanani et al., 2015). Although, there were laws were put in place to protect people from discrimination, it is still present in workplaces. As a remedy, HR practitioners should align their practices and policies to provide a psychologically safe environment for the employees to voice their opinions (Edmondson & Lei, 2014).

Work hours seem to be aggrieved employees when they do not get enough hours to do their jobs or are scheduled to work too many hours (Versari, 2021). On the other hand, a lack of resources and equipment could also trigger grievances at work. Again, it is the HR’s responsibility to ensure there are alternative working arrangements such as flexible working and employees have adequate resources to do their jobs (CIPD, 2023c).


First and foremost, the grievance and disciplinary issue handler should understand the organisational disciplinary and grievance policies and the current law. They need to be open-minded and engage with the employee without any preconceptions. They should take the process as an opportunity to improve the team member’s contribution at work (CIPD, 2023c).

It is easier to resolve issues related to grievance and discipline informally in the early stages. The handler requires attentive listening and empathetic skills to understand the employee’s viewpoint. They must clarify the problem and establish the facts immediately (CIPD, 2023c). They must also understand the employee’s circumstances and gather information about what caused them to raise the grievance or cause the disciplinary issue. Open and honest communication helps to settle things quickly and informally (ACAS, 2020).

Problem-solving and conflict resolution skills are another prerequisite for handling grievances and disciplinary procedures. These should include promoting peace, supporting justice and equality, being creative within the official policies and procedures, and being able to deliver knowledge on the terms and conditions of employment (Daud et al., 2013).

The handler should be organized in keeping a log and maintaining written records and documentation throughout to maintain a clear record of evidence. They should also be aware of their own boundaries and get help from the HR team where required. Similarly, the handler should respect confidentiality and inform the employee at each stage of the process (CIPD, 2023c).
Grievance is when an employee brings dissatisfaction to the management’s attention or an injustice they perceive about their employment situation (Monish & Dhanabhakyam, 2022). The following explains the importance of effectively handling grievances. 

The first step in effectively handling grievances is that the grievance process should be easy to understand and accessible to the workforce. It will allow the workers to bring their frustrations, fears and doubts to management before they get out of proportion and affect the whole organisation (Saluja & Kaur, 2014).  Further, employee grievances allow the management to understand the issues, concerns, and dissatisfaction of the workforce related to their employment situation and enable them to find solutions to address them before they become huge problems.  Further, it will increase the employee’s perception of workplace justice and boost their morale and productivity. Ineffective grievance handling affects organisational relationships and reduces productivity (Monish & Dhanabhakyam, 2022).

Effective grievance handling informs the management about the supervisors’ and managers’ attitudes towards the subordinates, which will immensely help in designing their training to train the managers and supervisors to communicate and handle employee relations (Saluja & Kaur, 2014). Equally, the management’s commitment to handling grievances effectively will encourage managers and supervisors to pay attention and care when dealing with employee relations, as they know they could be challenged by the grievance process (Saluja & Kaur, 2014).
	
Collective employment law is a part of it that focuses on and regulates the activities and behaviours of trade unions while protecting them (CIPD, 2017).

This collective employment law allows employees to form and join trade unions and participate in their activities. It also prevents employers from dismissing or discriminating against their employees for forming and/or joining trade unions or taking part in their activities (Woodham & Taylor, 2022). This law sets a platform for the employees to voice their concerns and issues via their chosen representatives and find resolutions via collective bargaining and agreements (ACAS, 2024).

On the other hand, collective employment law also sets out regulations for trade unions. These regulations require unions to follow specific rules, such as conducting fair balloting before organizing strikes. They are also required to inform the employer of their intention to strike and provide a one-week cooling-off period before the balloting and action (Woodham & Taylor, 2022). Trade unions that adhere to these basic rules are protected under the Employment Regulations 1999 and cannot be sued by the employer. On the other hand, employers failing to comply with their legal obligations such as undertake consultations with the chosen trade unions during significant organisational change may risk damaging their organization’s reputation and be taken to an employment tribunal (Woodham & Taylor, 2022).
Different employee bodies represent employees across the UK.  These can be regulated by trade unions or non-union bodies such as employee forums or work councils, which employers usually set up to participate in consultations (ACAS, 2014a). 

Regarding training, trade union representatives have the right to have time off to undertake training and are trained by the unions. In contrast, non-union representatives have no statutory rights for training, but the training is made accessible by employers. With trained representatives, workers can have meaningful representation (ACAS, 2014). During consultations, non-union representatives may be biased towards the employers as they were supported and trained by them. In contrast, union representatives will have the comfort of backing their union.

There are nine areas of statute where the trade union representatives have statutory rights to perform their duties, and non-union representatives have seven areas of law to perform their duties (ACAS, 2014a). Both types of employee bodies participate in representation on different employment matters and are protected by various legislations to do so. For example, health and safety representatives appointed by trade unions in the workplace are covered by the Safety Representatives and Safety Committees' Regulations 1977. A non-union health and safety representative will be protected by the Health and Safety (consultation with employees) Regulations 1966 (ACAS, 2014).
										
Collective bargaining is the negotiation and joint decision-making process between employers and chosen trade unions representing employee interests. 
(Doellgast and Benassi, 2020). It involves negotiations regarding employment terms and conditions, such as pay, hours, and holidays (CIPD, 2023d). 

A trade union or unions are chosen to represent the workers during the collective bargaining process. This process involves determining the composition of the bargaining unit, the frequency of meetings, dispute resolution methods, and the dynamics of discussions if multiple unions are involved. It's important to note that these discussions only hold legal recognition if incorporated into an employee's contract.

Collective bargaining corrects the power imbalance between the employer and employees by representing employees via legal intervention and collective action. However, the discussions between the organisation and the chosen trade union over various matters will not make it legally recognisable. The collective agreement needs to be incorporated into the employee's contract to be enforceable.

Collective bargaining was criticised for only focusing on job security and wage-related issues; it has little impact on practices such as working paces, methods, and working conditions that directly affect employees (Doellgast and Benassi, 2020).
                                                                                                                             



















