Review Emerging Developments to inform approaches to employee Voice and Engagement 
At a time when the way in which people work is evolving new approaches to the way employees and employers communicate are emerging. Innovation is essential to ensure that employees continue to have a voice in the workplace enabling individuals to influence work matters that apply to them. A rise in remote and hybrid working practices has seen many companies shift from traditional in-person forms of employee voice to the use of social technology. Peters (2022) suggests a rise in the use of digital meeting platforms over the last few years has created new opportunities for employee’s to have their say in work. Woodfield (2022) found a number of companies supported these ideas, reporting online meeting platforms enabled employee voices to be heard more easily. However, Woodfield also found through her research that many companies reported the rise in remote working significantly impacted on organic forms of employee voice for example, coffee break discussions. She reported the decline in impromptu communication had a negative impact on employee engagement and in some cases employee morale. It is essential to find new and innovative ways to ensure employees have equal and fair opportunities to share their thoughts and communicate with employers if employee engagement is to remain high. Woodfield (2022) reports the decline of organic employee voice has seen a rise in the use of more formal methods for example, online surveys. The Involvement and Participation Association (2023) state the use of surveys to be one of the most common forms of employee voice in the workplace today however, they argue surveys can be one of the least meaningful forms of voice if follow up feedback is not given. Using a multi-channel approach that incorporates both organic and formalised methods of employee voice practices is essential when creating an inclusive and positive working environment. Employees must be given appropriate opportunity to express their ideas and influence their working life if engagement and employee satisfaction is to remain high. 
Differentiate Between Employee involvement and Employee Participation and How it Builds Relationships
Ellis (2022) states one way to facilitate employee voice in the workplace is through the use of employee involvement and participation practices. She defines employee participation as giving individuals an active role in company decision making, suggesting the use of methods such as partnership working and employee forums to incorporate employee participation in the workplace. The act of employee involvement is described by Ellis as the method of introducing practices directly with employees to gain their thoughts and cooperation. Email communication, newsletters and management briefings are seen as some of the most effective ways to foster employee involvement in the workplace. Employee involvement and participation practices when used correctly can be hugely beneficial for both an organisation and employees. An employer can use voice to build trust with a workforce and develop a positive reputation whilst Ellis states “from an employee perspective, EIP can contribute to good work and job quality and be beneficial for job satisfaction” (Ellis, 2022 P17) The NFU (….) supports these ideas stating consulting with the workforce to gain the thoughts of employee on matters that affect them aids motivation which in turn drives employee engagement. Fostering employee involvement and participation practices in the workplace is highly recommend to develop a positive company reputation and build relationships whilst promoting job satisfaction and wellbeing. 
Assess Three Employee Voice Tools and Two that Might be used to Drive Employee Engagement
Ellis (2022) states there are a number of ways an employer can introduce employee voice in the workplace for example, employee surveys, one-on-one meetings and through recognising and working with trade unions. The Involvement and Participation Association (2023) state employee surveys are a common form of employee voice used to gather feedback and assess employee engagement. However, findings suggest the use of surveys can be one of the least meaningful forms of employee voice if not done correctly. Walden University (2023) argue should employees fail to see changes in the workplace following a survey this can lead to a build-up of mistrust. For the use of surveys to be affective the CIPD state “Employers should provide clear and transparent follow up information to demonstrate how employee voice is influencing change.” (CIPD, 2023) It is important that employees are not just given the chance to give employers feedback, but they see their ideas put into action if employee voice is to promote engagement and motivation. 
Direct approaches to employee voice for example one-on-one meetings are essential to develop relationships and create opportunities for individuals to influence work matters that directly impact them. Birt (2023) states one-on-one meetings work to benefit both the employer and employee through enhancing employee relationships, building better teams and improving morale which in turn increases productivity. By getting to know employees on an individual basis managers are able to understand what motivates and encourages individuals building stronger relationships. Time must be scheduled regularly for one-on-one meetings and discussion points considered beforehand to ensure meetings have clear a purpose and do not result in time wasting for both the employee and employer. Holding meetings in private promotes the feeling of confidentially giving employees the space to speak openly and in confidence. Arguably the most important part of one-on-one meetings is the follow up after the meeting. For employees to feel valued and motivated they must know their thoughts and ideas are making a difference. 
Another well recognised form of employee voice is collective voice, which is often seen in the form of trade unions. CIPD (2022) argue there are a number of benefits to supporting collective voice in the workplace for example the development of better working relationships, improved productivity and innovation. Whilst collective voice can have huge positive impacts on an organisations performance it can also promotes positive well-being and job satisfaction among employees. The National Statistics (2021) released a bulletin in 2021 that reported a fall in trade union members reporting the fall in trade union members was greater in the private sector than the public sector. IPA (2023) found staff forums to be a more commonly used form of collective voice in the private sector along with information and consultation committees. The use of collective voice in the workplace can be highly effective in making real change the as the Trade Union Congress Stated ‘We can all achieve more together than we can alone. When working people band together, they’re much more likely to get decent wages and be treated well at work.’ (Trade Union Congress, 2023)This is supported by the CIPD (2022) who argue collective voice can be a great influence for engagement and is still very much a key mechanism of voice. 
The IPA (2023) argue the use of direct employee voice alone is not sufficient. They suggest a multi-channel approach combining collective and direct employee voice to achieve an inclusive and engaging work environment where individuals feel valued and job satisfaction is high. Busher (2019) states employee voice strategies can be hugely beneficial to an organisation however, management must be receptive to ideas for the tool to be effective. She argues when employees feel their opinions are not listened to this could have a negative effect on engagement. For employee voice to be used as an effective tool in the workplace communication must be valued by leaders and employees.
Critically evaluate the interrelationship between employee Voice and Organisational Performance 
The CIPD (2023) argue that effective use of employee voice works to empower employees and build better working relationships, which in turn promotes better business performance. These ideas are supported by Ernst and Young Global Limited (2019) who argue any business is only as good as its employees. They suggest that for a business to grow the organisation must build a positive, inclusive working environment. They suggest by valuing the thoughts and ideas of individuals within the workforce an organisation creates an environment where employees are happy and job satisfaction is high minimising staff turnover working to retain the right people. They suggest strong leadership and an inclusive environment where employees are valued are the main drivers for moving a business forward as happy people are more inclined to go the extra mile and productivity is high. 
Parsons (2022) reports the negative impact of disengaged employees and the effects of disengagement on an individual’s productivity. They argue disengagement can be contagious among a workforce and demotivate an entire team quickly impacting hugely on company performance. They suggest a number of ways to reengage employees which all focus on empowering individuals at work. Giving people a voice and opportunities to develop ensures employees feel valued and their work is meaningful, which is a main driver for engagement. ACAS states “voice at work is one of the main drivers of engagement” (ACAS, 2020). Collective voice and individual voice are two recognised forms of employee voice in the workplace. It is important company’s foster strategies to enable employees to voice their opinions as this in turn promotes productivity and company growth.
Explain the Concept of Better Working Lives and how this can be designed 
The idea of better work and working lives was designed by the CIPD to promote and support the development of people and organisations. The CIPD (2023) state that better working lives is set out to benefit individuals, the economy and society. They argue that by looking after employee interests and by creating an environment that promotes positive wellbeing an organisation will increase their performance. Ensuring employees are happy and feel valued in the workplace aims to reduce staff turnover, illness and promote committed employees. There are a number of ways to foster positive wellbeing in the workplace with one of the main ways being listening to what the workforce wants and values. The CIPD (2019) breaks down the idea of good working life into a number of measurable dimensions which address issues such as pay and benefits, work life balance, relationships at work and well-being. There are a number of ways better working lives can be integrated into an organisation for example, ensuring employees are paid in relation to the living wage and employees are offered benefits such as pension contributions. It is important employers listen to what employees want in terms of benefits and working conditions as this supports the development of good relationships and positive well-being. Packages can be designed around the ideas and needs of individuals for example the rise in demand for hybrid working for some could have a negative impact on the well-being of more social employees leaving them feeling isolated. For better working lives to be successful there needs to be strong communication between employers and employees which is valuable and consistent. 

Section Two 
1 Distinguish between organisational conflict and Misbehaviour and between formal and informal conflict
Organisational conflict is defined by Herrity (2023) as a disagreement that occurs between colleagues. Herrity suggests some of the key causes for conflict in the workplace are lack of communication, differing personalities and unclear expectations. The CIPD (2020) support these ideas arguing the differing backgrounds and experiences of the employees who make up a workforce can lead to disagreements between individuals. However, the CIPD state that on some occasions organisational conflict can be positive, for example when problem solving differing opinions can cause conflict which may lead to a new creative result. It is important to recognise then line between conflict moves from constructive to negative and intervention is made at the appropriate time to avoid the breakdown of relationships.

Organisational misbehaviour is defined by Mbagwu (2018) as when an individual decides to act in a way which violates organisational rules for example misuse of company property or anti-social behaviour. One of the most common reasons for an employee to engage in organisational misbehaviour is lack of engagement and job satisfaction. The impact of misbehaviour in the workplace can be detrimental to individuals and teams’ relationships. Intervention is needed early to rebuild trust and engagement. 

There are two key types of conflict in the workplace, formal and informal. Ncvo (2022) describes informal conflict as a disagreement between two people whereas formal conflict may involve a claim brought against an organisation in an employment tribunal. It’s important an organisation understands all situations involving conflict are individual and every situation is to be dealt with a strategy appropriate to the matter at hand. It is suggested where possible to try and resolve conflict informally this could be a conversation between the involved parties before proceeding to more formal methods. 

2 Distinguish between Official and unofficial employee action
When employees feel they are undervalued, mistreated or their working conditions do not meet statutory requirements they may feel the need to take action against an organisation. There are two main types of action an employee may take, which are defined as official employee action and unofficial employee action. TUC (2023) state the most common form of official employee action is strike action which can be seen a lot in the news today with public sector workers taking official action over pay and working conditions. However, they suggest other forms of action which can be taken officially are picketing, go-slows and overtime bans. For employee action to be official and for the union and its officials to be protected against dismissal it must meet the strict requirements set out by law which includes holding a ballot for members to vote. Should an individual or group of people decide to take unofficial action for example, wildcat strike the employees are not protected from dismissal. 

3 Assess emerging Trends in the types of conflict and industrial sanctions 
The Guardian (2023) reports the last 12 months has seen the greatest wave of industrial action for decades as workers dispute over wages and poor working conditions. The dispute over pay is an ongoing issue for many workers with a large number of public and private sector workers opting to take part in industrial action. Leal (2023) reports on a number of unions supporting junior doctors, rail workers, teachers, civil servants and nurses who have opted to strike in the last year reporting that following industrial action some workplace disputes have since been resolved with some Criminal barristers seeing a pay increase of up to 15% however, he reports many workers such as nurses and teachers continue to take action as they continue to dispute.  

Working conditions is another large contributor to workplace conflict as employees in 2023 strive to achieve a better work life balance. Morgan (2023) reports on the shift of employees valuing flexibility in the workplace and hybrid working approaches as individuals strive for a better work life balance. However, Stewart (2023) reports whilst non-management employees support the ideas of remote working a survey of people in senior management positions felt working from home made workplaces feel lonely and the lack of socialisation in the workplace resulted in some individuals experiencing stress and loneliness. Geddes (2023) argues both office working and hybrid work can create their own challenges however, ultimately a company must build a strong organisational culture that promotes productivity and wellness therefore finding a balance between remote and workplace work is important to build community. An alternative approach to flexible working is the idea of a four day working week. A number of companies have recently taken part in a four day working week trial with the aim to improve the working lives on employees. Christian (2023) reports has been a huge success for a large proportion of the people involved in the trial. As employees continue to dispute over better working conditions and work life balance the trial found many of the workers reporting reduced levels of burn out but also improved physical health and wellbeing. The four-day working week is something that could work for many private and public sector roles with the correct organisation by employers. 
4 Distinguish between third party conciliation, mediation and arbitration
Mediation, conciliation and arbitration are all ways in which an employee can seek help from a third party to solve a dispute with their employer. 
Mediation is the voluntary process where a trained mediator strives to resolve a dispute by reaching an agreement for the involved parties. Agreements must be decided by the persons involved in the dispute not the mediator. Mediation lends itself to conflicts involving colleagues of similar role where relationships need to be rebuilt or to address issues relating to varying personalities, communication, bullying and harassment. Acas (2021) suggest the use of mediation for a less formal, quicker result to resolving workplace conflict. They argue mediation approaches aim to reduce stress and improve communication striving to reach agreements everyone agrees to. 
Gov (2022) state conciliation is similar to mediation in terms of finding a solution however, conciliation takes place before or after a claim is made to an employment tribunal. For the process to take place before a tribunal this is known as early conciliation. Acas suggest the use of early conciliation to diminish any cost, aid the speed of the process and agree outcomes which cannot be reached in tribunal. 
Gov (2022) describes arbitration as when all issues relating to a dispute are considered by an impartial person before a decision is made. Both the employee and employer must agree to the final decision for the outcome to be legally binding otherwise the case can still be taken to an employment tribunal.
5 Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues
Acas (2022) state for a dismissal relating to either inappropriate behaviour or performance to be fair it must follow the Acas Code of Practice on Disciplinary and Grievance Procedures. However, in the guidelines set out by Acas in 2015 they state ‘failure to follow the Code does not, in itself, make a person or organisation liable to proceedings. However, employment tribunals will take the Code into account when considering relevant cases.’ (Acas, 2015). Should employers be found to of unreasonably failed to follow the guidance any award given can be increased by 25 percent however, this can also be applied in the reverse should employee’s fail to follow the guidance set out by Acas any award can be reduced by 25 percent. Acas (2015) advises employers and employees to where possible resolve disciplinary and grievances in the workplace to minimise the damage to relationships and reduce stress on individuals. 

The code of practice set out by Acas (2015) states a very clear process to follow to ensure the handling of disciplinary issues are fair and reasonable. First facts must be established through necessary investigations then once it has been decided there is a disciplinary case the employer must notify the employee in writing. Details of the alleged misconduct along with a time, date and a venue for the disciplinary meeting should all be enclosed in the letter. It is essential employees are given the option to be accompanied to the meeting. After the meeting has been carried out and the facts have been established the employer must decide on appropriate action to take and inform the employee in writing. Taylor and Wilkinson (2022) state for cases of poor performance and capability the employee concerned should be warned of their poor performance formally and then be given clear measurable performance targets and an agreed period of time to improve. Should improvement not be seen in the given time performance is then to be reviewed at a further hearing. The outcome could then result in a futher sanction from a final written warning or the decision may be made to dismiss. Acas state ‘A decision to dismiss should only be taken by a manager who has the authority to do so. The employee should be informed as soon as possible of the reasons for the dismissal, the date on which the employment contract will end, the appropriate period of notice and their right of appeal.’ (Acas 2015). Finally, employees should always be given the option to appeal if they feel the disciplinary action was unfair. Appeals must be dealt with by an impartial person who ideally was not involved in the original process. 


6 Analyse key causes of employee grievances 
Ellis (2022) argues some of the biggest causes of employee grievances are disputes over pay, bullying in the workplace and working conditions. She argues these are often expressed by individuals in the workplace through actions such as complaints to managers and/or employment tribunals, resignations and absence. Brignall (2023) states the dispute over pay is an ongoing issue as a large majority of private and public sector workers battle to ensure their wages reflect the rising interest rates and inflation. Many union members have taken to industrial action such as strikes and refusing to work overtime as employers fail to address the issue. 

Another key cause of employee grievance is concerns around working conditions with flexible working being a common issue raised by many workers in the current climate. As many people aim to improve their work life balance and wellbeing the push for hybrid and flexible working arrangements to meet the needs of individual continues to rise. Thomas (2022) surveyed a number of people which found 60% of people preferred hybrid and remote working over office working however, Research by the CIPD (2022) found 46% of employees said their employer did not have flexible working practices in place. The CIPD state there are a number of ways in which an employer can support flexible working for example, a four-and-a-half-day week where employees finish early on one day. This approach to flexible working is something that could work well in the retail industry with different employees finishing early on different days would help manage workload whilst also improve the working lives of employees. 

 7 Explain the skills required for effective grievance and discipline-handling procedures
Acas (2015) suggest a large number of disciplinary and grievance issues can be resolved informally, arguing informal approaches can be more efficient and aim to minimise upset and disruption for all parties involved. Acas argue informal approaches to conflict handling in the workplace is not only in the best interest of the organisation however, it also in the interest of the employee. This is supported by Citizens Advice (2019) who advise employees where possible to resolve a workplace issue through informal approachs before taking formal action. For the informal process to be to effective the process relies heavily on the organisation having managers and employee representatives who are suitably trained in dealing with difficult issues effectively. Acas (2020) argue line managers must be fair, impartial and skilled in communication and listening to handle difficult conversations. Acas suggest talks be a two-way discussion that take place in private to ensure confidentially. Criticisms should be constructive striving to find opportunities for employees to improve. 

However, it is recognised not all workplace conflict can be resolved informally and where necessary formal disciplinary and grievance handling procedures must be put in place.  All employers when dealing with formal disciplinary and grievances cases must follow the Acas Code of Practice on Disciplinary and Grievance Procedures. Acas (….) state issues are to be dealt with fairly meeting a number of stages. Issues are to be dealt with promptly without delay to meeting and decision making, and actions should be consistent. Appropriate investigations should be carried out to establish facts of the case and employees should be informed of the basis of the problem and be given the opportunity to put their case forward before any decision is made. All employees have the right to be accompanied to any formal meeting and employees should be given the time to appeal any formal decision.

8 Advise on the importance of Handling grievances effectively
Acas (2020) argue the formal grievance process can be an extremely stressful process for all involved with different individuals responding differently to the situation. Ellis (2022) states in order to minimise the negative and sometimes detrimental impacts of grievance on an individual or a teams’ relationship it is vital conflicts are resolved effectively and efficiently. The process can have serious impacts on an individual’s state of mind and mental health suggesting grievance handling is to be carried out by trained managers who have the skills and knowledge to recognise signs of distress to reduce the impact of the process on an individual’s mental health.  

9 Explain the main provisions of collective employment  law


10 Compare the types of employee bodies, Union and non-union forms of employee representation 
There are two main types of employee body which are union and non-union. CIPD (2022) states a trade union is an organisation made up of workers or employees who work to protect the interests of its members. Trade unions strive to improve the working conditions of not just individuals but whole groups of people. This is done through techniques such as negotiation and consulting with employers to represent the views on the members. The CIPD  recognises a fall in trade union membership over the last few years however, states union representation still has a huge influence in the public sector. Elliot (2021) supports these ideas reporting a huge full in trade union membership among private sector works in 2021 however, she reports on a rise in union members among the public sector. Trade union representatives represent members in individual disputes such as disciplinary cases as well as in collective issues. They are not paid but do get paid time off to perform their role as a union representative.  Indeed Editorial Team (2022) argue there are many benefits to being part of a trade union for example strength, cohesion and community. 

Non-union bodies are more widely seen in the private sector which is supported by Elliot (2021) who reported in 2021 that a mere 13% of private sector workers to be a member of a recognised union. Acas (2014) defines non-unions bodies as consultative bodies formed by employers to improve communication with the workforce. Acas states the role of non-union representatives can be restricting with non-unions representatives being limited to the use of consultation methods alone. This can have significant impacts on the working conditions and lives of individuals. 



11 Evaluate the purpose of collective bargaining and how it works
“Collective bargaining is the official process by which trade unions negotiate with employers, on behalf of their members.” (TUC, 2023). Gov (2023) state the purpose of collective bargaining is to reach an agreement on changes to employee terms and conditions for a whole bargaining unit. The bargaining unit can include a whole workforce or smaller teams for example visual merchandisers or the marketing department. It is the responsibility of the bargaining team and the union to agree the terms to be covered in the negotiation beforehand for example pay and working hours. It is then down to the union and the employer to run the collective bargaining. Arrangements must be made between the union and the employer to decide when the meetings will take place, who will represent the workers, what will be discussed and what to do it an agreement cannot be met. 
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