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Task 1

1. Review emerging developments to inform approaches to employee voice and engagement. (AC 1.1)

When discussing employee engagement, there are different dimensions which can include intellectual, affective and social engagement (CIPD, 2021b). Organisations are adopting employee voice strategies to increase motivation within teams, well-being and productivity (Busher, 2019). It is in the best interest of both the employees and employers when organisations give employees more say over how their duties are carried out and to solicit their thoughts during decision-making processes. Employee voice aids in accelerating employee engagement. In turn, employee’s innovation, engagement, effectiveness and retention can help boost workplace productivity (Rasheed et al, 2017).
 
Trends currently on the rise include the use of technology-enabled communication platforms as well as the increased focus on workplace wellbeing. This underpins the recognition of the importance of workplace wellbeing.
 
It is noted by Marchington et al (2020) that there are four main forms of employee involvement and participation (EIP).
 
1.    Direct EIP which includes one to ones with line managers and team briefings.
2.    Representative EIP which includes work councils and consultation committees.
3.    Informal EIP which includes the frequent, day to day interaction with management.
4.    Financial involvement which includes share ownership schemes. 
 
Phycological drivers with regards to engagement and motivation are also worth monitoring as this enables the understanding of what matters most to the organisation’s employees. It’s important to develop two-way communication where both parties are listened to and that managers can act on the employee voice. People professionals should continuously strive to develop policies and practises where employee voice is part of the organisation’s culture (CIPD, 2022c). 

 
2. Differentiate between employee involvement and employee participation and how it builds relationships. (AC 1.2) 
 
Employee participation refers to employees playing their part collectively in the company to achieve a shared goal (Bai et al, 2019). It is about giving employees a voice on what goes on and how it functions.  Here, more inclusive workplaces are established and morale is boosted. Employee participation is beneficial in creating a collaborative climate, one that’s team oriented which focuses on using every individual’s specific skill set (Gratton, Erickson, 2018)
 
Employee involvement involves allowing employees to participate in decision making processes at work. Employees can express their thoughts and contribute to the decisions that are made within the workplace. Employee involvement empowers employees to take responsibility for the company’s success as it is a direct relationship between management and the employees (SHRM, 2019a).
 
Both employee involvement and employment participation can aid in achieving a common objective and are beneficial in building the relationships between the employees and employers. The difference lies in that employee participation is the use of a collaborative approach with using the varied skill sets to reach the goal whereas employee involvement refers to the influence that the employees have in the decision-making process (CIPD, 2021b). Having said that, both include the employees in decisions that are made which in turn means the employees are more likely to support the decisions. 
 
Alan Fox declared a theory in 1966 suggesting there are two ways to view employee management. A pluralist relationship which describes that the organisation and employees have similar and different employee relationships. Employees are likely to want to develop their careers and income for personal gain whereby the organisation will want to maximise profits (Taylor, Woodhams, 2022). On the other hand, a unitarist employee relationship will view the employees and organisation as one team who work together to pursue the organisation’s goals (Taylor, Woodhams, 2022). 
 

3. Assess three employee voice tools and two approaches that might be used to drive employee engagement. (AC 1.3)
 
There are multiple employee voice tools that can be used to drive employee engagement. These include management holding one to ones with their direct reports, team meetings and social functions, employee surveys & polls as well as the use of online platforms (CIPD, 2022c).
 
Surveys are a convenient way of gaining feedback and understanding on how the employees are feeling with regards to their work experience. If analysed and understood, this data can help the organisation to make changes that will create a more positive work experience for the employees (Morrel-Samuels, 2002).  Similarly, but used in a group session, team meetings allow for feedback to be brought to the table with the goal being to improve how things are done within the organisation, using the feedback provided will improve the employee experience (Ryba, 2021). Another tool is the use of the collective bargaining process which allows employees to protect their employment interests by engaging in negotiations with employers through unions and authorised representatives (UNISON, 2022). 

Examples of approaches that will drive employee engagement include reward & recognition, affective social engagement, the focus on a positive organisation culture and supportive leadership engagement. Examples or reward packages include bonuses, paid sick leave and pay rises (Holbeche, 2018). These rewards help engage the employees on their long-term development within the organisation. A positive culture within the organisation where the employees feel that their management are approachable, communication is kind and clear and there is a clear organisation direction will also increase employee engagement (CIPD, 2022b). 


4. Critically evaluate the interrelationships between employee voice and organisational performance. (AC 1.4)

Market conditions are ever changing and for organisations to adjust promptly and effectively there must be an environment where people feel free to speak up (Bai et al, 2019). Employee voice also supports organisations wanting to create better working lives for their employees. 
 
Employee voice also supports retaining talent. When the employees feel comfortable and have avenues to speak up this helps reduce grievances as they are more likely to be managed at source (CIPD, 2022c). This means well-being and job satisfaction can be maintained and the psychological contract is less likely to be damaged. 
 
An inclusive culture must exist within the workplace where employees feel like they can speak up and there is trust between the employees and management so they know their suggestions will be taken seriously. Regular communication and feedback as well as opportunities for employees to play their part in decision making aids in building an inclusive culture (Romansky et al, 2021).
 
For organisations to succeed, it is important to have a passionate, knowledgeable and competent workforce and that’s why it is critical that existing employees are nurtured and engaged. Employees that feel involved in the decision-making process are likely to be committed to their work and motivated to succeed on behalf of themselves and the organisations. It is also very costly to replace these employees (Bai et al, 2019). 
 
 
5. Explain the concept of better working lives and how this can be designed. (AC 1.5)

In 2018, Matthew Taylor introduced the term ‘good work’ to the UK government. His recommendation was “that all work should be fair and decent, and for employers to offer opportunities that give individuals realistic scope to develop and progress.” (Lota, 2022). The 6 key dimensions of job quality are:
 
1. Pay and other rewards.
2. Intrinsic characteristic of work.
3. Terms of employment.
4. Health & Safety.
5. Work-life balance.
6. Representation and voice.
(CIPD, 2017). 
 
 
A better working life refers to a better work life balance between an employee’s professional and personal life. Employers are keen to achieve more balanced lives for their employees as it has been proven that employees with balanced lives are more productive and driven when they’re at work. When employees are overworked this leads to higher stress levels which in turn leads to health issues and poor performance which will only drive disengagement within the organisation (HR Magazine, 2017).
 
Ideas to promote a better working life include the review of job design and nature of work. The use of skills, control and providing training and development opportunities and reviewing the employees sense of purpose (RSA, 2018). The pay and benefits which refers to the actual pay and satisfaction of pay are also key measures of job quality (RSA, 2018).  Organisations that look after their employers are likely to have higher levels of productivity and lower staff turnover (CIPD, 2021a). 
 
Today we see better work-life balance being created by employers using flexible hours, home working and four-day weeks. Employers can also encourage better working lives by providing workplace perks such as healthcare benefits, for example the use of a gym or discounted rates as well as children’s day-care facilities (Bai et al, 2019). 
 
When good work is reached within an organisation there is a better working relationship between the employer and employee which leads to retaining talent, higher levels of job satisfaction, progression and succession. (Lota, 2022).


Task 2 

1. Distinguish between organisational conflict and misbehaviour, and between informal and formal conflict. (AC 2.1)

Organisation conflict is common and natural within the workplace. When managed properly it can benefit the organisation as it will naturally create competition and motivation as well as build meaningful relationships between groups of people (Smiley, 2018).  However, in some instances it can have a negative impact. Misbehaviour as an example refers to a deliberate act that has gone against the rules of the organisation. The term gross-misconduct refers to behaviour, conduct or actions of an employee that is serious enough to warrant immediate dismissal (DavidsonMorris, 2022). 
 
When employees have organised conflict, this can look like strikes, overtime bans, protests or disruptive behaviour (GOV.UK, 2012c). Unorganised behaviour is also known as misbehaviour. There are a variety of acts that can be deemed as misbehaviour which can include fraud, theft or harassment (Taylor, 2021).  If misbehaviour is not managed properly it can lead to a decrease in productivity and morale, affecting other employees (SHRM, 2019b). 
 
 
When conflict is informal it can be resolved quite quickly in most instances. The issues are often minor such as spontaneous arguments and disagreements or are a result of a personality clash and different opinions. Informal conflict can also be based on cultural issues (CIPD, 2020).  When the conflict is informal, the parties are likely to be able to resolve the instances between themselves. 
 
Formal conflict is normally more serious and the parties are less likely to be able to come to a resolution between themselves. Formal conflict is normally brought to light by debate and parties that have differing perspectives. A big cause of formal conflict can also be due to leadership styles when there is a lack of communication, direction, authority and trust (Matthews, 2019). 
 

2. Distinguish between official and unofficial employee action. (AC 2.2)


Official action refers to a trade union formally supporting employee action. When employees are a part of an official union, their employee interests are protected. It is the role of the union to step up and negotiate on behalf of the employees with the goal being to reach a solution (CIPD, 2023).  Balloting is a requirement with trade union involvement (GOV.UK, 2012c). When a solution cannot be met where both the employer and employee agree, this is where action such as strikes begin. To ensure action is protected, legal procedures must be followed (Harcourt et al, 20201).
 
 
Unofficial action refers to employee action that is not protected and is not backed by Trade Unions (Gilligan, 2022). This action is brought to life when they feel their grievance has not been heard or considered. There is also lack of legal protection with unofficial action and there is a risk of dismissal due to the fact they are not protected (Harcourt et al, 20201).
 
Both official and unofficial employee action have a negative impact on the organisation and the performance of the employees. Therefore, as a manager within Go Quest, the best situation you should aim for is to ensure any complaints or grievances are resolved promptly to avoid escalation and the need for any employee action (SHRM, 2022).


3. Assess emerging trends in the types of conflict and industrial sanctions. (AC 2.3)

In any organisation, including Go Quest, there will be some form of conflict within the workplace and this isn’t always a bad thing. During the 21st century there have been significant changes in the types of conflict and industrial sanctions (University of Manchester, 2018). Today, employees will seek new spaces that allow them to raise their concerns. Modern forms of conflict include social media campaigns, lunchtime protests and solidarity protests. As an example, we now see students joining their lecturers in their strikes (Hughes and Dundon, 2018). Workers can easily communicate and coordinate action using social media platforms and they can also be used to raise awareness and support for their cause.
 
In 2023 it can be noted that there is less industrial action from trade unions and there is more direct communication between the employer and employees (NI Direct, 2019). Today employees are searching for more immediate solutions to their issues. 
 
In more recent times, much shorter, strategically planned strikes are implemented reducing the number of working days lost. This is due to the fact that trade unions and employers have established better relations and organisations seem to be responding to the strikes in a timely manner (Nash and Hann, 2020). This trend has the strength of ensuring that employees are listened to quickly, but it also has a weakness whereby employers overlook the demands of workers once the strike has ended.
 
Another trend that can be witnessed is the rise in employment tribunals that are raised. Between 2017 and 2018 there was a 65.5% rise in the number of employees reporting unfair dismissal (Holland et al, 2019). 


4. Distinguish between third-party conciliation, mediation and arbitration. (AC 2.4)

Mediation- When there is conflict between two parties, assistance may be taken by using a third-party individual which can promote dialogue in a possible solution to reach a desired outcome and resolve the dispute for all parties. Mediation is often used as it can be a quick process, less stressful and less expensive compared to litigation (Nash and Hann, 2020). Mediation is often used in the early phases of a conflict however both parties must consent to take part in mediation (ACAS, 2022b). The objective with mediation is that the employment relationship can be maintained and restored where necessary. 
 
Third-party conciliation- Conciliation can be used to resolve specific legal issues instead of general issues and is often used to settle employment tribunal claims (Citizens Advice, ND). In these instances, an independent expert would speak to both parties separately and collectively in order to encourage a mutual agreement. The conciliator urges the parties to reach the agreement among themselves compared to the mediator who proposes a solution; however, the objective is also to resolve the dispute for both parties (Patton, 2020). The conciliators’ role is to explain the legal issues with both parties, analyse potential resolution options and assist the parties in achieving a legally enforceable agreement (Nash and Hann, 2020).
 
Arbitration- Here a third party that is neutral is used as a judge who will decide between the opposing viewpoints and will decide on a definite ruling on the case. With arbitration, the parties will often agree ahead of time if the outcome is legally binding or not. If it isn’t decided to be legally binding, the case could continue to be disputed and pursued to court or in front of a tribunal (Nash and Hann, 2020). The arbitrator's role is to manage any potential conflict and achieve the consensus both legally and ethically (ACAS, 2022a). Trade unions could consider an independent arbitrator to assess a situation and reach a rational conclusion. Again, both parties must agree to arbitration. 


5. Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues. (AC 3.1)

There is legislation within the UK, the Employment Rights Act 1996 which protects employees from being dismissed unfairly and the law states that employees are entitled to fair treatment (GOV.UK, 2012a). The two key grounds for a fair dismissal of employees are if they are no longer capable of carrying out their job duties either due to illness or injury or if they have behaved in an inappropriate way which is harmful within the workplace (GOV.UK, 2012a). Examples include theft, violence or gross misconduct.
 
A comprehensive investigation must have taken place however the employer does not have to have as rigorous evidence as would be required in a criminal court (Holbeche, 2018). Instead, the disciplinary manager must demonstrate that following the investigation they have a reasonable belief that the offence was committed by the employee resulting in the decision to terminate can be justified (ACAS, 2019a).
 
To dismiss this way, Go Quest and all organisations must ensure policy is followed very closely which includes giving the employee a written letter which states the notice of the intention to dismiss and the reason why as well as allowing the individual the opportunity to appeal the decision. The employee that has been invited to the meeting also has the right to be accompanied to the disciplinary hearing (CIPD, 2022a).
 
If the employer does not follow policy or an employee is dismissed for a reason that is not fair it is likely an unfair dismissal claim could be raised. If a claim was to be raised, the employer must demonstrate that the dismissal was fair, it was for a specified reason and it was handled appropriately (ACAS, 2019a). In the event of an employment tribunal, as the disciplinary manager at Go Quest, you must keep meticulous records of disciplinary action and communication (CIPD, 2022a).


6. Analyse key causes of employee grievances. (AC 3.2)

Grievances are filed when the workplace rules have been violated or an employee feels they’ve been treated unfairly. It’s important that if a complaint or grievance is brought to your attention within Go Quest, they are dealt with promptly and thoroughly. Dealing with them is a crucial part of employee management. If not handled correctly, they can have legal and financial implications (Indeed, N.D). Personnel Today (2023), have reported that over the last two years, almost 30% of employers have seen an increase in employee grievances. The key causes of employee grievances are a consequence of bullying and harassment (67%), relationship with managers (54%), relationships with colleagues (49%) and pay and grading (37%). Management grievances are often raised when they feel they have been treated unfairly or their manager is unapproachable (Esphr, 2023). 
 
An individual grievance will relate to an aspect of an employee’s personal employment and a collective grievance is when the same issue is raised by two or more employees. For this to stand, the grievance must be in written format and signed by all involved (ACAS, 2019b).
 
The process of handling a grievance requires an investigation to be carried out that assesses the grounds of the grievance and then attention must turn to reaching a resolution (Loch Associates Group, 2020). 


7. Explain the skills required for effective grievance and discipline-handling procedures. (AC 3.3)

Go Quest should consider training their employees and management teams who have the potential to be involved in grievance matters. A raised grievance allows the manager to solve a workplace problem in the fairest way possible. It’s important to act quickly before the situation escalates and to avoid the colleague feeling like they’ve not been heard (ACAS, 2019b). Confidence and emotional intelligence training will aid employers in dealing with people. Having difficult conversations is also another key skill required for effective grievance and discipline-handling procedures. If handled appropriately, grievances can be dealt with efficiently in an informal manner. For this to be achieved, strong line management skills are essential (ACAS, 2020).
 
Grievance and discipline-handling procedures are there to ensure fair and consistent approaches take place for every party involved. Organisations must follow their own procedures as well as the ones stated by the ACAS Code of practice (CIPD, 2021c). 

Skills required to deal with these procedures include:
 
1.    Active listening.
2.    Questioning/ interviewing skills.
3.    Investigative skills.
4.    Being objective.
5.    Acknowledge and minimise bias.
6.    Effectiveness in note taking.



8. Advise on the importance of handling grievances effectively. (AC 3.4)

If grievances aren’t handled effectively from the beginning, it is very likely that the minor issues will fester into bigger grievances and potentially damage trust (Dobbs, 2023). It is also likely to lead to low morale within the department or organisation which in turn will reduce the productivity of the organisation. These situations can also lead to withdrawal of goodwill, resistance to change by the team and it can have a psychological impact on the employees.  Not dealing with grievances effectively can lead to a greater absence percentage as well as the number of resignations which will result in a cost to the business in both instances. A People Management study found that workplace conflict costs employers £30 billion a year (Powell, 2021).

When colleagues feel like their grievances have been heard quickly, taken seriously and fairly this manages the employees’ frustrations and they are more likely to be more motivated in the workplace, this aids in building positive organisation reputation (Demos HR, 2019).

The other positive that comes from dealing with grievances effectively is that legal claims will be minimised. When employees who have been affected are aggrieved, there is always the potential for adverse publicity (Faragher, 2018). 


9. Explain the main provisions of collective employment law. (AC 4.1)

The Employment Rights Act 1996 defines an employee as a person who works under a contract of service or an apprenticeship GOV.UK, 2014).The Act sets out the rules and regulations for how both employers and employees must behave collectively. The law sets outs numerous laws which include:

1. The right to be represented by a Trade Union.
2. The right to bargain collectively.
3. The right not to be discriminated against.
4. Grievance procedures.
5. Disciplinary procedures.
6. Redundancy procedure.
7. Dismissal procedure.
(GOV.UK, 2014).

Collective employment law sets out guidelines between the employer and employee. is there to It regulates the behaviour and activities of employer’s associations, as well as trade unions and work councils and the forming of relationships between the employers and employees (Heery and Noon, 2008) 

There are multiple topics included within Collective Employment Law, these include:

1. The right to be represented by a Trade Union.
2. The right not to be discriminated against
3. Collective bargaining
4. Grievance and disciplinary procedure
5. Redundancy procedure
(GOV.UK, 2022).

Discussions that involve employee’s terms and conditions including but not limited to payment, working hours, holiday pay and sick pay are permitted through collective bargaining where permitted (Daniels, 2022).

A Union can apply to the Central Arbitration Committee (CAC) for ‘statutory recognition’ in an organisation doesn’t recognise the Union voluntarily. If the Union meets the requirements for recognition, the application will be accepted. Organisations do have the right to challenge the application (GOV.UK, 2014).

Collective employment law also sets out the freedom to participate in official and unofficial industrial action is also a provision of collective employment law. Official industrial action refers to members of an authorised trade union participating in strike action. Strikes, lockouts and picketing are forms of official industrial action which must follow legal requirements (ACAS, 2023). Non-union members can also take part in official and unofficial action. Unofficial action is organised by the workers and hasn’t been authorised by a union. Unofficial strikes can disregard regulations and the law (Qureshi, 2018). 

Collective agreements that cover specific terms and conditions can be reached between the employer and trade union however, they aren’t legally binding until it is in writing and the binding consequence is outlined in the employment contract (Reuters, 2022). 


10. Compare the types of employee bodies, union and non-union forms of employee representation. (AC 4.2)

There are two forms of representation which are either individual or group representation. The objective of both union and non-union organisations is to provide employees with a forum to air concerns, express ideas and express their feedback on potential changes (CIPD, 2022c). Union members have a body that represents them with their employer.

A key difference between the two is that union representation is often preferred for large situations as an example, redundancy whereas due to the advantages of support, security and wages. Dobbins and Dundon, 2020 noted that employees that belong to a union are more likely to earn high wages compared directly with non-union members. Go Quest employees may opt for a non-union forum for smaller workplace issues. 

Work councils’ involvement often uses information and consultation to achieve results whereby trade unions often use collective bargaining. There are ways for employers to organise employee representative bodies that are neither trade unions nor works councils, such as staff and employee associations (Hill, 2022). Employee representative bodies are typically formed with staff or employee associations and are established with a purpose in mind however they typically have less rights and powers compared to the trade unions and work councils (Hill, 2022). If an employee felt they had received unfair treatment, when within a union, collective action can be used to support (Dobbins and Dundon).

Non-union organisations have the ability to use their employee forums and staff councils to promote active listening, engagement and welfare. These employee forums aid in fostering a transparent organisational culture and Go Quest should consider forming a forum of their own (CIPD, 2022c).

It can be noted that the downside of working within a union environment is that it comes at a cost with the union fees and as the union acts on behalf of a collective, to some extent, employees lose their sense of autonomy (Dobbins and Dundon, 2020). It can also be noted that even if the employee doesn’t agree with the final decision, they will be bound to the employment contract terms that have been negotiated (Sarvaiya et al, 2018).
 

If employees are a part of a union, they are represented within negotiations with their employer whereas non-union employees are not. Being a part of a union often means they have better benefits and working conditions as the union has more power to negotiate with the employer (CIPD, 2023). 


11. Evaluate the purpose of collective bargaining and how it works. (AC 4.3)

The purpose of collective bargaining is there to give employees a stronger voice in the workplace with the aim of securing better compensation and working conditions (CIPD, 2023). It usually involves the union and employer as the union is there to represent the interest of all employees. Both sides will present their proposal and negotiations will begin until an agreement is reached which can be referred to as a ‘Collective Bargaining Agreement’ (CBA). If a CBA is reached, this is legally binding and will set out the terms and conditions that have been agreed which will include, pay, working hours and time off agreements (Morris, 2020).

With collective bargaining, it is likely that negotiation will take place between a single organisation and a single union, this is referred to as ‘single plant bargaining’ (Dobbins and Dundon, 2020). It is also possible for the negotiations to take place with one organisation but with the employees within multiple sites. This is multiple plant bargaining and is a collective bargaining tool. Here the negotiations take place with one organisation but multiple unions (Morris, 2020). The third kind of negotiation is ‘multiple employer bargaining’ where all unions within the same industry will negotiate with the employer’s federation (Rhinehart and McNicholas, 2020).
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