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[bookmark: _Int_0Ibn1MQH]AC 1.1 Review emerging developments to inform approaches to employee voice and engagement. 272
[bookmark: _Int_5QkR1YXM][bookmark: _Int_qmN9Xr1h]Since the trade unions' fall after reaching their height in 1979, management has taken a significant role in deciding the day-to-day status of the employment relationship and has emerged as the dominant party in ERM (Taylor, S. 2022). Employee voice is the process through which individuals communicate their views to their employers and take part in decisions that affect them at work. A key part of creating inclusive workplaces is employee voice. Giving employees more say over how they perform their jobs and asking for their input when making decisions would benefit both workers and the company. 
[bookmark: _Int_ln00SOnU]According to research, effective worker voice can provide favourable results for both individuals and companies. People's health and motivation depend on their ability to take part in decision-making because it increases the quality of their work experience and job overall. Go Quest can gain from increased creativity and production as well as less conflict and absenteeism at work. (Peters, R. 2022)
The Taylor Review of Modern Working Practices says that people may feel more positive about their work if they have a bigger say in organisational decisions that have an impact on their job. Additionally, it can contribute to a more collaborative atmosphere between management and employees, enhancing satisfaction and raising productivity. The Review learned that people's wellbeing suffered when they had no control over how they worked. (Taylor, M 2017)
Employee trust in senior management and the relationship between the employee and line manager serve as mediators in the direct association between feelings of voice behaviour and engagement, according to analysis of data from two organisations. (Rees, C, Alfes, K, and Gatenby, M 2013)

AC 1.2 Differentiate between employee involvement and employee participation and how it builds relationships. 362 
[bookmark: _Int_Rez3HRRn]Employee participation refers to the employees taking part in business activities. It is seen to make business sense to involve employees, as a committed workforce is likely to understand better what the organisation is trying to do and be more prepared to contribute to its efficient operation. But management decides whether employees are to be involved and how they will be involved. EIP in its most limited forms could be characterised as a move away from ‘you will do this’ to ‘this is why you will do this.’ From the 1980s we witnessed a sizeable growth in direct EIP and communications as managers stepped up their communication with all employees. (Marchington et al 2021)
Employee engagement has been shown to be linked to positive outcomes, from absence and retention to customer satisfaction and productivity (Rayton et al, 2012). There seems to be substantial unmet demand for employee voice; just 43 per cent of employees are satisfied/very satisfied with their involvement in decision-making at work. There is evidence that consultation makes a difference here; employees at organisations where the employer had consulted or negotiated over the most important change in the workplace were 3 per cent more likely to say they were satisfied with involvement in decision-making compared to when managers had just given information to employees, and 4 per cent more satisfied than when managers had not involved staff at all (Van Wanrooy et al., 2013).
The two main perspectives that managers have on the employment relationship are unitarist and pluralist. It is assumed that those who hold a unitarist perspective of the employee-employer relationship may see the company and its employees as one cohesive team that works under the manager's authority to achieve the company's objectives. A pluralist relationship implies that employers and employees have both similar and dissimilar interests in the partnership. For instance, it may be argued that while businesses try to maximise profits, employees prefer to advance their careers and increase their income (Taylor, S 2022)
Trade unions at Go Quest should promote awareness among their officers, and through them to the workforce, so that employees are aware of the opportunities offered by the regulations. (Dromey, J 2015)

AC 1.3 Assess three employee voice tools and two approaches that might be used to drive employee engagement. 388
Collective Bargaining: The Trade Union and Labour Relations (Consolidation) Act 1992 provides a framework for a union to engage in collective bargaining for better workplace or business standards with employers (TULRCA 1992). When dealing with management, they represent the employees' interests, yet the workforce can effectively fight for its own objectives. Confrontations between management and employees may arise, reducing employee engagement and productivity by making them less sensitive to management's directions. Workers may grow impatient if the union and management take longer than expected to reach an agreement. (CIPD 2022)
Suggestion schemes: Employees are encouraged to offer anonymous suggestions for changes, which is a simple process. It depends on how frequently and promptly the company evaluates such recommendations, and if employees disagree with them, the acceptance rate may be low. According to research, simply giving a platform for employees to share their thoughts and grievances does not guarantee that they will use it, even while employing an electronic suggestion box to collect and assess employee input provides speedier access to a broader audience. (Burris, E, 2016)
Employee Forums: A workplace forum is an excellent way to discuss issues and work towards a solution. It allows employees or representatives to contact management with questions or complaints. Businesses profit when their staff express their concerns and offer their suggestions. Employees can learn about and debate topics that are relevant to them. It is advantageous to make decisions at work quickly, with everyone's input, and in a way that reduces the likelihood of future arguments over them. It boosts both employers' and employees' confidence and trust. (ACAS 2022). 
Go Quest could look at the following two approaches to increase Employee engagement. 
Reward and recognition is an effective way to increase engagement. The Maslow Hierarchy of Needs and the seven criteria of effective work are linked because employees must have their basic needs met to help the organisation. We know that merely satisfying a person's basic and complex needs can result in job satisfaction, employee engagement, and motivation by recognising and praising their achievements. A highly engaged staff raises the likelihood of a high-performing organisation.  (Pichère, P et al 2015) 
Another approach that might be employed is effective communication, which is readily accomplished by promoting feedback, active listening, and delivering regular updates on the Go Quests achievements, goals, and any forthcoming changes/contracts.



[bookmark: _Int_MWfxz7ZF]AC 1.4 Critically evaluate the interrelationships between employee voice and organisational performance 304. 
Because of the growing value of engagement, academics, consultants, and businesses have conducted studies that look at the impact of elevated levels of engagement on organisational or corporate outcomes. According to this study, there is a compelling narrative to be told about the link between employee engagement and positive results. It is backed up by science and anecdotal evidence from businesses. Studies prove that higher levels of employee engagement led to better financial performance for private sector businesses, while higher levels of engagement are associated with higher productivity in the public sector. (Macleod & Clarke 2021)
Studies published in the Harvard Business Review report local customer and staff engagement can accelerate improvement and growth of overall financial performance. A performance analysis of 1,979 business units across ten companies, those with employee and customer engagement scores above the median outperformed those in the bottom half of both measures in terms of total sales and revenue performance to target and year over year growth in sales and revenue by an average of 3.4 times. (Harter et al. 2005)
Gallup emphasises the negative consequences of disengagement. In comparison to 17% of engaged people, 54% of actively disengaged people indicate that work stress has resulted in poor social behaviour. Worryingly, 54% of those who are actively disengaged report that their work life is severely affecting their physical health, compared to 12% of those who are engaged. (Crabtree S. 2005)
According to a CIPD survey, there are significant gaps in individuals' abilities to speak up at work, on both personal and organisational problems. According to the data, a significant majority of employees are hesitant to communicate critical concerns. To provide all employees a better chance of contributing meaningfully to workplace concerns, Go Quest must explore how organisational processes, as well as values and behaviours, might be improved. (CIPD 2019)
AC 1.5 Explain the concept of better working lives and how this can be designed. 330
Employees want to enjoy their jobs and feel acknowledged for a job well done. Effective time management is a key component of productive work that promotes both physical and mental wellness. The value of job satisfaction, personal development, great working relationships, and a sense of role fulfilment extends beyond compensation. Employee well-being will improve as working conditions improve, assisting Go Quest's success. (Morgan, K, 2021)
Making work enjoyable requires seven dimensions, according to the CIPD (Wheatley, D. 2022), Employees should be paid a fair wage and get benefits like health insurance and pension plans. They should be given a contract that guarantees them a job and has a clause between the company and the employee. A healthy work-life balance is important for employees' performance and productivity. To ensure that employee skills are matched to the right duties, which improves job quality and boosts productivity, tasks should be divided fairly and evenly across employees.
[bookmark: _Int_GCP7nbXh][bookmark: _Int_DnUqXUj5]Managers who can share their ideas and concerns with their employees will feel more supported. The CIPD believes that good work should be rewarded, and that people should be able to make a living. It encourages work-life balance and, ideally, a sense of completion. It also provides a welcoming environment with constructive connections, as well as the voice and choice that people require to design their working life. They also assert that completing a good job is both physically and mentally healthy, which aids in success. (CIPD 2022)
The Maslow Hierarchy of needs and the seven characteristics of successful work are related because for employees to support the organisation, their basic wants must be met. (Pichère, P et al 2015) 
The most widely used and widely recognised metric in scientific literature is the Utrecht Work Engagement Scale (UWES). Unlike other metrics, it predicts performance due to its widespread application in longitudinal research. It is also simple to use; the developers recently released an 'ultra-short' version (UWES-3) that is as stable and valid as the original. (CIPD 2021)

AC 2.1 Distinguish between organisational conflict and misbehaviour, and between informal and formal conflict. 227
Go Quest must be proactive in discovering and addressing workplace misbehaviour. 
Anything you do at work that is against company policy is considered organisational misbehaviour. This action is unacceptable to the organisation's management since it interferes with normal company operations. Individual and "unorganised conflict," such as illness absence, bullying or harassment, and employee turnover, can be just as costly and destructive to a firm as a coordinated strike action. (R. Suff, CIPD 2022). 
Conflicts can arise at work in both informal and formal settings. Informally escalating conflict can start with a small disagreement between two people. An employment tribunal claim brought against the company can qualify as a formal dispute. Conflict at work can result from a variety of issues, including poor management, inadequate training, and poor communication. It is best to resolve conflicts as soon as they arise. It may result in grievance and disciplinary proceedings as well as employment tribunals if left unattended to. By assisting parties in arriving at amicable solutions, mediation avoids these more formal and expensive paths. (Young, J. CIPD 2022)
Conflict differs from misbehaviour in that it occurs naturally in all companies and groups where people of diverse backgrounds interact. Conflict arises more frequently when expectations are not realised or when the parties involved are forced to work together for an extended period to achieve personal or corporate goals. (CIPD 2020)
AC 2.2 Distinguish between official and unofficial employee action. 240
Official action is where a trade union will be involved to help resolve the conflict in the workplace. Strikes involve working to rule, in which employees refuse to take on any new responsibilities, work more slowly, and refusal of overtime that is outside of their contracted hours. Industrial action shall be protected if it is authorised, coordinated, and falls under the legislation of the Trade Union and Labour Relations (Consolidation) Act 1992 section 226 to 235 (TULRCA 1992). Balloting, for example, if voting by mail is a possibility it must include the name of the independent scrutineer, return address, and the deadline must all be clearly mentioned on the voting paper. Voters must be able to express their intention to join in strike action with a clear "yes" or "no" response. (Daniels, K. 2022).
Unofficial action is industrial action that has not been organised by the union and does not adhere to the law, hence providing participants with no legal protection. If taken, the employer may get an injunction to halt further action. It is typical for an employer to begin by trying to get an interim injunction given the urgency of the situation (UK 2010). This issues a directive for the illegal activity to stop up to a specific date where it is intended that the case will have been thoroughly heard, the application will have been rejected, or a permanent injunction will have been approved. (Daniels, K. 2022)

AC 2.3 Assess emerging trends in the types of conflict and industrial sanctions. 219
ONS reports that more strikes occurred in a variety of industries between June 2022 and February 2023. Since the summer of 2022, there have been more working days lost because of labour disputes. The number of days lost increased from 93,000 in June 2022 to 843,000 in December 2022. Since November 2011, December 2022’s monthly total was the highest ever (UK 2023). There were 29.4 million lost working days at the height of the strike activity in 1979. However, these days, conflict is more often conveyed through individual channels, such as complaints made to employment tribunals, absences, and grievances. (Taylor, S 2022)
By organising a strike (or other forms of industrial action), a trade union may be guilty of the tort of creating a breach of contract. However, the trade union will be protected from legal action if it follows the statutory standards for immunity. If the procedures are not followed, the employer may be entitled to seek an injunction, however this may just delay the process (Marsden, T 2022). According to research by Personnel Today, it is becoming more frequent to use High Court injunctions to stop unions from going on strike. Before taking harmful industrial action, an employer might consider obtaining an injunction if they can prove that a trade union's ballot was unlawful. (Baker, K. 2010).
AC 2.4 Distinguish between third-party conciliation, mediation, and arbitration.225 + 178
A third party is a third person or organisation less directly involved in matters than the main people or organisations that are involved.
Mediation is a form of ADR (Alternative Dispute Resolution) and is a way to solve problems between employers and employees. Independent and neutral, mediators do not pass judgement on situations and instead focus on how parties might cooperate going forward. (Podro, S. et al CIPD 2013). Mediation can help resolve relationship breakdowns between employees and can be used during the first stages of grievances and disciplinaries to encourage solutions. It is a confidential process that allows people to reach a suitable solution supported by both parties (Young, J. CIPD 2022).
Arbitration is an out-of-court hearing used to resolve disputes between an employer and employees and is used instead of going to an industrial tribunal or fair employment tribunal. The arbitrator's ruling is legally binding on both parties. Individual conflicts or issues brought forth by a group of employees can both be resolved (ACAS 2022).
The procedure of conciliation is the same as that of mediation and arbitration because a conciliator will be a neutral third party who hears all sides of the argument before agreeing to a definitive settlement. Employment tribunal claims are successfully resolved by conciliation, which also manages conflict situations to reach a legally and morally acceptable compromise (CIPD 2022).
Table for Go Quest Managers: 
	
	Advantages
	Disadvantages

	Mediation
	· Reduces stress for all parties involved
· Avoids formal processes like grievances or disciplinary procedures
· Avoids costs of tribunal claims
· Quicker than more formal processes
	· Does not always result in an agreement
· Decisions cannot be legally binding
· Either party can withdraw from the process at anytime
· Not compulsory
· If one party is unwilling to cooperate the process is a waste of time

	Arbitration
	· Free
· Informal
· Confidential
· Parties have greater control through arbitration than any other ADR 
· Neither party wins nor loses, they come to an agreed decision 
	· Unable to appeal the decision
· Can be expensive if a quality arbitrator demands a fee
· Unpredictable
· The arbitrator has limited powers
· Lack of transparency

	Conciliation 
	· [bookmark: _Int_Gc6mxUVX]The conciliator is a legal expert in the disputed field
· Private process
· Flexible with a date and time to suit both parties
· Cheaper than taking the dispute to court
· Informal 
	· Not legally binding
· No decision is guaranteed at the end
· Process could be seen as informal so parties may not take it seriously
· Unable to appeal 
· No legal aid



AC 3.1 Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues.224
Statutory protections against unfair dismissal apply to employees. The Employment Rights Act of 1996 governs unfair dismissal in England, Scotland & Wales (UK 1996). To effectively defend an unfair dismissal claim, the employer must show that the dismissal was fair and managed correctly. (Suff, R. 2022)
If an employee cannot perform their work anymore, they may be dismissed based on capability. Capability difficulties, which arise when a person is unable to perform their job due to illness or a disability and adaptations or help have not been successful, are beyond the control of the individual. (ACAS 2022)
Conduct is classified into two categories: gross misconduct and misbehaviour, both of which might result in dismissal. It must be thoroughly investigated, with a reasonable belief that the act was committed and a course of action taken. This is referred to as acting within the ‘range of reasonable responses. (Daniels, K 2022)
The Acas Code of Practice on disciplinary and grievance procedures is the minimal standard that Go Quest must adhere to, to conduct a comprehensive and fair procedure for any discipline or grievance case (ACAS 2015). If the case goes before an employment tribunal, the steps the employer takes, and the behaviour of the employee will be taken into consideration. Anyone lawfully classified as an employee is subject to the Acas Code of Practice (ACAS 2020).
AC 3.2 Analyse key causes of employee grievances.237
A grievance is a complaint made by an employee to their employer, which requires the employer to take further action. It is a disagreement at work that a person has brought up with their employer, and if possible, informal solutions should be looked for before formal ones. Grievances typically cover pay and working conditions, terms of employment and workplace rules, disagreements with co-workers, allegations of unfair treatment at work. (UNISON Nd). A collective grievance occurs when several persons have the same problem at the same time. If a dispute involves more than one person, it should be resolved in accordance with the organisation's collective grievance procedure if one exists. (ACAS 2020)
Employee complaints have increased for employers over the past two years, according to a report by Personnel Today, with relationships with managers or colleagues and payment being the most prominent causes. The top three causes of employee complaints are bullying or harassment (67%), relationships with managers (54%), and relationships with coworkers (49%). The main cause of complaints, according to 37% of respondents, was payment and grading. Others claimed a lack of training had left managers unprepared to manage complaints, while some claimed supervisors did not want to be perceived as the "bad guy." (Webber, A. 2023)
Go Quest must ensure management are aware of the grievance system and treat all employee complaints fairly. When handling complaints of harassment extra considerations come into play. (Suff, R. 2022)
AC 3.3 Explain the skills required for effective grievance and discipline-handling procedures.164 
The ACAS Code of Practice on disciplinary and grievance procedures, as outlined in 3.1, should be adhered to by Go Quest to manage the process effectively. Managers must keep objectivity, even if they disagree with the employee. Also, to gather data and present the findings objectively, you must be able to communicate verbally with each party. (ACAS 2020). In disciplinary or grievance processes, taking thorough notes is crucial since they will be the only record of the talks that took place in the meeting and will be referred to in the case of an employment tribunal. Managers conducting the investigation must be allowed to pose open-ended inquiries to get more information about the case. An investigative manager must be able to uphold objectivity to manage a disciplinary or grievance effectively. The management must be able to balance the needs of the business with the complaints of the employees; they may do this by being impartial and preventing unconscious bias from arising. (Suff, R 2022).
AC 3.4 Advise on the importance of handling grievances effectively.191 
Go Quest must exercise caution while managing concerns. Following the Acas code of practise on disciplinary and grievance procedures is critical. If the employee prevails in their claim, it may enhance the amount of any award by up to 25%, so be sure your grievance procedure conforms. Go Quest must be able to demonstrate that the policy was followed and that any infractions were minor enough to not risk the duty of mutual trust and confidence. If problems arise and are resolved through an employment tribunal, there may be reputational harm. (McConnell, A 2014).
Employee disagreements or complaints about coworkers can have a detrimental impact on morale and lead to absenteeism and resignations in the workplace. You must ensure that such concerns are addressed sensitively and compassionately, and you should urge future team members to build ties and collaborate. Employees may be reluctant to testify if an inquiry is underway because they are concerned about how their coworkers, you, or their employer will see them in the future. The goal of disciplinary and grievance procedures is to ensure that all employees understand their obligations to coworkers, clients, and customers. (CIPD 2023)

AC 4.1 Explain the main provisions of collective employment law.290 
Trade unions were first made legal in the United Kingdom in 1871 when the Trade Union Act went into effect. The statute was later amended in 1974 to include guidelines for trade union operations. The Trade Union and Labour Relation (Consolidation) Act of 1992 supplied a framework for collective bargaining, established trade union rights and obligations, and safeguarded workers who were on strike (Meek, F). The 1992 act is still in effect today. 
Collective employment law focuses on regulating the behaviours and activities of employers’ associations, trade unions and work councils. Picketing is one collective employment law. Picketing is a type of strike that takes place in public close to a workplace. Picketing is a tactic that can be used to consider or advance a trade dispute, as well as to peacefully gather or share information or encourage someone to forgo working. The number of pickets that can gather at a workplace is not regulated by law, but they must do so peacefully to be protected by it. In 2016, the Trade Union Act made picket supervisors mandatory whenever there is picketing (CIPD 2022). 
Collective agreements are not legally enforceable unless they are included in a worker's employment contract. It is recommended to decide if the employees at Go Quest will be bound by future revisions at the beginning of the collective agreement because doing so could be unclear (Daniels, K, 2022). 
Statutory recognition procedures are the legal steps a trade union can take to force an employer to recognise it for collective bargaining purposes. A formal request is made, which is followed by a period of discussion, a ballot, and an agreement period. The Central Arbitration Committee (CAC) oversees managing the procedure and issuing contested verdicts. (Daniels, K, 2022)

AC 4.2 Compare the types of employee bodies, union, and non-union forms of employee representation. 199
There are nine distinct categories of workplace union representatives, with unique responsibilities and needs for leave, resources, and training. These include union representatives for managing individual grievances and disciplinary issues as well as representatives for collective bargaining, training, the environment, equality, health, and safety. TUPE, collective redundancy, pensions, and other time-limited consultation and negotiation are managed by union representatives, as are representatives with multiple responsibilities. (ACAS 2014).
Non-union representatives have the right to paid time off to complete their tasks and, in some situations, to obtain training and facilities. Representatives are protected against termination or harm in certain circumstances when carrying out their duties or running for election. Employee forum representatives have no legal right to take time off to accomplish their obligations, train, or use facilities. Employers voluntarily develop these forums. However, providing these is helpful to employers because it would make it more difficult for representatives to adequately represent the workforce and participate. In practise, a non-union representative can fill four major responsibilities. These are representatives engaged in continuing consultation (ICE and EWC), dealing with problem specific consultation (TUPE, collective redundancy, and pensions), of employee safety, and representatives dealing with individual grievances and disciplinary proceedings. (ACAS 2014)

AC 4.3 Evaluate the purpose of collective bargaining and how it works.237
The process of collective bargaining occurs when representatives and their employer gather to negotiate, often to improve salary and working conditions. Reaching a compromise between employers and employees is the goal of collective bargaining (UNISON Nd).
Where formal consultative arrangements with trade union representatives are present, it is crucial to make them effective. For instance, having a clear understanding of what matters can and cannot be discussed and how they are to be managed, following through on agreed-upon actions, and being honest in the relationship (CIPD 2023).
[bookmark: _Int_Qao3sDwj]The negotiation process needs to be carefully thought out and explored, especially while gathering the viewpoints of all parties. A proposal from one side will be made, to which the opposing side will respond. Adjournments might be required if additional data or a review of novel theories is required. Both parties will participate in negotiations to reach a mutually beneficial arrangement. Analysing every option and choosing a course of action could take time. The final proposal is agreed upon by all parties and recorded for use in the future. Once both parties have made an agreement, it is signed and held in force until it expires or is replaced. For negotiations to succeed and prevent the need for industrial action, all parties must be receptive to fresh suggestions and willing to accept adaptations. “Ultimately, the essence of collective bargaining is communication between relevant stakeholders, not outsiders (Sarvaiya et al., 2018).”
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