5HR01 – Employment Relationship Management 
Task 1
AC 1.1 
Looking at employee engagement there are three main areas, which are 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 and understands the strengths and weaknesses of an organisation. How do we look at employee engagement? Is this done 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. AC 1.1
AC 1.3
According to Practical advice for HR professionals (2021) there are several employee voice tools that can be used. These range from team meetings, 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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AC 1.3
AC 1.5
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 time, 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. AC 1.5

AC 1.4
There are strong 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 be 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. AC 1.4
AC 1.2
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, can purely be based on the specific situation or context. It’s a good tool to use to ensure that the identification of different options, such as 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 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 look at how motivation can be improved. They 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. AC 1.2
AC 4.1
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. AC 4.1
AC 4.2
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 in a consultative way, 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)
Staff councils are a peer-elected committee, they look at 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 mind, to be able to find the best use and solutions for all. AC 4.2
AC 4.3
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 as the UK’s economy has moved from an industrial base to a service base, as collective bargaining can take many 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. AC 4.3
AC 2.1
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 of 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. 
Formal 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. AC 2.1
AC 2.2
The difference between official and unofficial industrial action, this states that officially the industrial actions allow the trade union to have authority and to be able to endorse this action. Whereas employees who are involved in unofficial industrial action would have no protection at all.
Official action, or also known as lawful action can be covered by a broad range of pressures. This can include strikes, overtime bans, boycotting and working to rule. As within law a strike can be defined as both concerted stoppage of work and cessation of work by a body of an employed person. For this to be lawful you would have to provide written notice, provide sample voting papers, and have at least 14 days’ notice of intended industrial action. CIPD (2021). 
Unofficial action would be where actions such as strike, would not be authorised or endorsed by a trade union. By doing this unofficially any employee participation in this action would not have statutory protection from unfair dismissal. AC2.2
AC 2.3
Below is a table of how much working time has been lost due to stoppages, you can see there was an incline from 2017 to 2018. These were caused by labour disputes between employers and workers.
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It is believed that strikes have been on the decrease, since the 1980’s because there has been a shift in manufacturing towards the private sector, due to this it has been poorly unionised, which is a significant factor to why strikes are reducing.
New legislation was introduced in 2015 which allows strikes and the laws surrounding this to be fair for working people. This is applied to ensure that there is a fair balance for people to be able to go about their daily lives and work. This new law will ensure that strikes are clear and positive and that they reduce the disruption to millions of people.
It is important to understand your contract to see if there is a breach when it comes to strikes, as this may noy be part of your employers’ policies and principals.  There can also be sanctions applied and convictions can be given where an offence has taken place, and there would be disqualification periods. This would be 13 weeks for one strike, 26 weeks for two, and up to and resulting in a conviction of 3 years for 3 strikes. AC 2.3
AC 2.4 
Gov.uk (2012) explains the difference between conciliation, mediation and arbitration. Starting with   conciliation, this can be interpreted to be very similar to mediation. It looks at how you may be entitled to make a claim to an employment tribunal, or if you have already made a claim. This process is voluntary, and you would need a mutual agreement with your employer before it happens. 
Mediation is where a third party who is also independent can discuss any issues or problems with your employer. This is done to try and find the best solution possible and is normally used after discussions if there has not been a solution. This process is also voluntary, and you and your employer must agree to solve any disputes. 
Arbitration is where third parties can make firm decisions, once all the issues have been considered. For this to be legally binding your employer would need to agree to the decision. However, this can still be taken to an employment tribunal. AC 2.4
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‌Task 2
AC 3.3
Active listening is being able to have the right tools to deal with grievances and discipline-handling. In this instance as you are looking at possible action against an employee it is vital that you look into active listening. This is where you ensure that it is used as an effective tool of communication. It is all about listening to the content, intent and feelings of the speaker, and showing that the correct processes have been followed.
ACAS (2014) looks at active listening and questioning techniques. To be able to manage a difficult conversation, such as taking disciplinary action, could be difficult to manage, you would need to think carefully about how the situation would be approached. This would be done through your ability to take control during a meeting. How you communicate and your levels of self-belief. It is important to ensure that the tone of voice, the words that you use, and the facial and body language are not interpreted in the wrong way. Active listening is an important part of communication and can strengthen your links with the employee. It is also important to be non-bias in these situations. AC 3.3
AC 3.2
Whilst going through any disciplinary hearing it is important to ensure that all policies and procedures regarding this matter are followed, as it could be the case that a grievance is put in against your organisation. A grievance is a real or imagined cause for complaint, especially unfair treatment. This could be linked to such items as working conditions, bullying or harassment, lack of flexibility and unfair rules to name a few.
Khan v Stripestar LTD is a fine example of what could go wrong and an example of a grievance that could be made against your organisation. In this case it was bought to the employer that they had committed gross misconduct. Following this the employee bought a claim for unfair dismissal. It was later known that the disciplinary meeting only took 6 minutes, which was deemed unfair.
It is important for any organisation to follow your disciplinary and grievance process and use the Acas code as an important resource. It is important to undergo a fair investigation and hearing, and employees should always have the right to appeal. 
As an employer it is vital that you aim to do things correctly at each stage, rather than rely on the appeals process to rectify any issues.  AC 3.2
AC 3.4 
ACAS (2015) provides information on how to effectively handle grievances and to ensure that it is the most effective way possible. This includes that an employer must follow a full and fair procedure, and to ensure that this is in line with the ACAS code for any possible discipline or grievance case. This code looks at how it could be applied to anyone legally classed as an employee. 
It is important to follow this code as it can allow your organisation to avoid legal claims and uphold the reputation of the organisation and the individual.  
Due to the nature of this disciplinary it is also important to look at the possible impact that this could have on the team, but also the individual. It is about looking at how to act fairly and reasonably, to ensure that the wellbeing and possible psychological impact that this could have on both members of the team is considered, before, during and after a disciplinary.  
It is important to establish the facts with each case, inform the employee of the problem, allow the employee to be accompanied in the meeting, decide the appropriate action an provide employees with the option to appeal. It is important to deal with any grievances that have been bought to your attention in a timely manner. This can relate to such issues as poor moral, absence, resignation, resistance to change and employee frustration. AC 3.4
AC 3.1
Unfair dismissal law was first introduced by the Industrial Relations Act 1971. Because of this section 94 of the Employment Rights Act 1996. Legislation.gov.uk. (2019) explains that the employee has the right to not be unfairly dismissed by the employer. 
ACAS (2021) also explains that the employer must follow a full and fair procedure, if this is not followed correctly, an employee may have a case for unfair dismissal, even if the reason for dismissing them was valid. 
With regards to capability and misconduct issues it is important to look at issues like these separately. Capability can be described in many forms, as it can describe if someone has the power or ability to do something, it can also look at the extent of someone, or something’s ability. As capability issues can have a reasonable outcome for all parties involved. It can look at other roles that may be suitable, and reasonable adjustments that could be put in place. 
Whereas conduct in this case can be investigated, as it is regarding how the one employee has allegedly been bullying a fellow colleague. Conduct is described as the way a person behaves, especially in a particular place or situation. 
There are many outcomes of disciplinary meetings from, formal warnings to gross misconduct. All of which can be discussed at the time of the meeting to enable the fairest and most reasonable outcome.
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Table 1: Number of working days lost (WDL), workers involved and stoppages, UK, 2017
and 2018 in progress in year

2017 2018
Working days lost through stoppages: 276,000 273,000
Workers involved in stoppages: 33,000 39,000
Stoppages: 79 81
Mean number of WDL per stoppage 3,499 3367

Median number of WDL per stoppage 345 400




