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Section 1:

Review emerging developments to inform approaches to employee voice and engagement. (AC 1.1)
Employee engagement is primarily viewed as psychological state driven by personal perceptions, organisational values, job design, perceived leadership, and interventions by an organisation (Taylor and Woodhams, 2022a). 
Approaches to employee voice and engagement have had to develop at a rapid pace through recent years especially following both the good work review commissioned by the UK Government recommending the review of Information and Consultation of Employees (ICE) regulations to drive good engagement in the workplace (Taylor, 2017). 
There has been a shift in communication strategies from the more direct communications with individual managers formally or informally to more indirect collective discussions. The people powered communication that has come from the developments in social technologies gives strength to the collective multi-directional voice; allowing forms of collaboration, collective decision making and evidences the reciprocal nature of the employment relationship (CIPD, 2013a). 
In general, employee engagement and a clear employee voice will drive increased productivity, innovation, a sense of psychological safety and a happier workforce (CIPD, 2021a). However, there is evidence that suggests engagement can also have a detrimental impact in the form of burnout, intensification of work and reduced balance between work and home life (Taylor and Woodhams, 2022a). The potential of over-engagement and the perceived exploitation of the employee’s goodwill emphasises the need for good avenues of concern raising underpinned by a speak-up culture; these methods, formal or informal, will increase psychological safety. 
Engage for Success (2021) identifies four fundamental aspects to develop successful conversations supporting the approach an organisation may take to employee engagement. 
· Successfully creating a safe space and climate for employees to speak up without fear of a detrimental impact on roles or development. 
· Active listening; being open and accepting of all views.
· Listen to all, not just the eager to share; invest time in the harder to reach employees 
· Be willing and prepared to act on findings. Engagement will come from action not lip service. 
Seeking employee feedback can be a risk as the leaders may not find the feedback pleasant; however, a fully engaged workforce and open collaborative team would be the reward. 
Differentiate between employee involvement and employee participation and how it builds relationships. (AC 1.2) 
Employee involvement is unitarist, individual in nature and is focused on trying to generate employee contributions and commitment to the organisation. Contrary to this, participation is power-centred and pluralist, intended to gain representation through trade unions or employee representatives as such is collective in nature (Lewis, Thornhill and Saunders, 2003).  
Employee involvement and participation (EIP) is focused on economic efficiency; it allows employees to have voice allowing for staff to potentially influence their working lives (Marchington, 2021). 
EIP has four dimensions that when analysed would denote the extent of influence. The four-step framework consists of degree, level, scope and form. Degree refers to the degree of influence the employee has at any level of the hierarchy; greater degree is where there is direct or indirect influence on the decision whereas a lower degree is evident when the employee is informed of the decision.
Level is concerned with the level at which it takes place, is it at an appropriate management level; thirdly the scope of EIP consists of the topics on which contributions can be made; and finally, the form of participation whether informal, direct, indirect or a combination (Marchington, 2021). This framework provides insight as to the involvement in extensive worker participation empowering the employees. 
Whilst involvement and participation differ from each other, they both have the potential to improve employee engagement and contribute to employee wellbeing; or adversely impact this based on the differing views of loyalty and conflict.  
Employee participation, being a unitarist concept promotes collaboration, innovation and collective working to strengths to achieve a shared goal. However, it views conflict as dysfunctional. Whereas employee involvement, being a pluralist concept, accepts that conflict exists but views it as a positive benefit that can broaden conversations; however, may not have a unified common goal.  

Assess three employee voice tools and two approaches that might be used to drive employee engagement. (AC 1.3)
There is no single accepted definition of employee voice; however, it is widely accepted that having a voice in the workplace makes a difference to working lives. Through use of differing tools, genuine dialogue can be achieved between the organisation and its employees (CIPD 2022c). 
Employee voice tools can be individual or collective. Two common tools utilised to facilitate employee voice are surveys and suggestion boxes. Whilst these allow anonymity for the employee and a representative view of experiences across an organisation; a more in-depth understanding can be obtained through qualitative methods such as focus groups allowing insights into why the workforce is feeling as it does in their own words (CIPD 2021). 
There can be many drivers of engagement. These can be economic, intrinsic or social and can be influenced by the working environment, rewards systems and leadership. One approach for driving engagement lies in good quality leadership. Through strong, transparent management employees have sight of the aims of the organisation and the role they play in achieving these goals, instilling a belief among the employees that the values of the business are lived, embedding trust and integrity (Armstrong 2010).  Another driver to good staff engagement lies in the autonomy and ability for the employee to help influence and design their job to be meaningful and fulfilling (CIPD 2021).
HR disrupted (2023) poses the theory that by focusing on four key points and making this part of the normal working life, engagement will rise;
1. Trust; allow flexibility and trust the employee
2. Care; as an individual but also about the career progression
3. Purpose; ensure impactful work and meaningful tasks to foster fulfilment
4. Good management – never underestimate the impact of the manager.
Critically evaluate the interrelationships between employee voice and organisational performance. (AC 1.4)
CIPD (2012) research suggests a positive and significant impact of employee engagement on organisations, showing higher engagement gives higher impact on productivity and profitability. Engagement is linked to wellbeing at work as it is said to be a ‘positive affective state (like happiness)’ (Taylor and Woodhams, 2022a). 
Engagement can be linked to multiple outcomes for individuals and the business. It is not isolated to performance or productivity; it can be linked to people indicators such as retention/turnover or wellbeing, reputational impact, customer, and innovation. A more engaged workforce is more resilient, work harder and are absent less. Overall engaged employees are better performing all round (Bridger, 2018).  Some may argue that engagement and overall performance are not mutually exclusive; as one increases so does the other. Higher engagement produces higher performance; similarly the higher level at which one performs will increase ones engagement and motivation leading to a happier, fulfilled, and healthier workforce. 
Whilst employee engagement is seen as a positive concept that helps motivation, commitment, and job satisfaction there has been considerable criticism surrounding the lack of agreement on what it actually is (CIPD, 2021a). This lack of agreement on the definition leads to inconsistent approaches to measure engagement as well as inconsistent advice on how to shape it. Employee engagement can also be undermined if looked at in isolation; the organisation needs to consider people’s wellbeing alongside engagement. New advances in technology, allowing employees the ability to work from any location has seen some employees with the drive to go the extra mile working harder for longer, risking negative side effects (CIPD 2012). When an employee is exposed to extended periods of pressure, they are more likely to become disengaged and are more prone to suffer anxiety or depression. This also increases the risk of burnout. 
Explain the concept of better working lives and how this can be designed. (AC 1.5)
“Work can and should be a force for good, benefitting people and societies as much as it benefits business and the economy” (CIPD 2022d). The concept of better working lives measures across the seven dimensions of job quality. It looks to understand and gain insight into jobs and how they can be improved. The fundamental purpose of the people profession is to drive better work and working lives by innovative role design and creating opportunities, fair and inclusive working environments can be a reality. 
The CIPD has continued to lead the good work agenda following the 2017 Taylor review commissioned by the UK government. In this review Taylor made recommendations to improve job quality and argued this improved quality would improve economic performance. Tylor recognises that people are driven by different motivators and thus to achieve the ambition that “all work is fair and decent with realistic scope for development and fulfilment” (Taylor, 2017 p10). It is imperative to gain insight into what makes up good quality work. 
Managers have great impact on job quality for their employees; however, job quality can be affected not only by the line manager but by the employee, government legislation, labour market conditions and internal policies. Good work is seen as being flexible and allowing a work-life balance, giving opportunities to develop, provide support and build constructive relationships whilst ensuring employee voice and choice along and maintaining physical and mental health and wellbeing (CIPD 2022d). 
Creative and effective job design is key to the concept of good working lives. For effective job design there needs to be careful analysis, considering human, motivational and growth factors along with internal and external factors (CIPD 2021c). Whilst the design may vary according to organismal demand there are several influential factors, such as enough flexibility and challenge to keep employees engaged and motivated without placing them under excess stress which may risk their wellbeing. 

Section 2:
Distinguish between organisational conflict and misbehaviour, and between informal and formal conflict. (AC 2.1)
Organisational conflict is deemed to be the obstruction of another’s goals whether, individual, group or organisational level, whereas misbehaviour is usually seen as anything not accepted by management or what you are not supposed to do such as fraud, deliberate acts of sabotage or fraud (Mullin and McLean, 2019).  
Whether pluralist or unitarist in view, conflict is inevitable in an organisation and can have both positive and negative impact on the organisation. Traditionally organised collective action such as strikes, or work-to-rule are associated with conflict at work, however it can also manifest on an individual basis, not just collective (Taylor and Woodhams 2022a). 
Whilst creative conflict can be beneficial and bring new insights and innovation, conflict becomes a hinderance when it stems from personal views or personality clashes. Informal conflict can be seen in cultural issues and disagreements, however formal conflict can be influenced by leadership styles, encouraging good debate and constructive feedback sessions. Effective management of conflict and productive use of problem solving, along with facilitation skills, can open channels of cooperation. By embracing these differences and recognising what they can contribute to the common goal, should they be managed correctly, will result in an integrated, collaborative and effective organisation (Armstrong, 2010). 
Distinguish between official and unofficial employee action. (AC 2.2)
In official employee action such as strikes, providing the correct process and steps have been followed, employees are protected by law (ACAS, 2023).  Official industrial action must be organised by a union in a lawful manner in order to qualify for statutory immunity against liabilities such as breach of contract (Gilligan and Marsden, 2022). 
Prior to legal strike action the union must hold a ballot; this must be overseen by a scrutineer, held prior to asking members to act and include information about the producing a detailed response of total votes for yes or no as well as any spoiled papers as soon as possible following the ballot (Gov.UK, no date a). 
The full process that must be followed for the action to be lawful is detailed in sections 226 to 235 of TULRCA 1992 with amendments by the Employment Relations Acts of 1991 and 2004 and the Trade Union Act 2016 (Daniels, 2022). 
In addition to strike action there may be lawful picketing detailed under section 220 of TULRCA 1992; which allows for the purpose of peaceful persuasion or communication of information to abstain from working. There are instances where mass picketing would be deemed unlawful as seen in Thomas v National Union of Mineworkers (1985) where it would no longer be deemed as peaceful persuasion. 
Any action taken that does not fall within the defined scope of formal action is deemed unofficial and would lack any of the legal protections offered to official industrial action.
Assess emerging trends in the types of conflict and industrial sanctions. (AC 2.3)
Historically 61% of working days lost would be due a single stoppage for the period 1999 to 2018 with the highest cause of conflict generally being pay (Office for national statistics, 2022). However, we are seeing more shortened strategically planned actions in recent years. 
Go Quest should be aware that emerging trends indicate more individual forms of workplace conflict such as absenteeism, complaints or grievances or resignations. This could be linked to a lower number of trade union members or the increasing complexity around legality of industrial action making the ability to strike more difficult (Daniels, 2022). 
The average cost to the economy is estimated to be £356million taken up by an average of 374,760 formal grievances per annum (ACAS, 2011). Go Quest will need to ensure robust policies internally to manage conflict but must also ensure managers have the confidence and ability to manage these instances. By ensuring that managers can coach and take a people-focused, ethical principle led and evidence-based approach to managing conflict, will not only be consistent with the CIPD profession map but also help resolve conflict prior to it becoming an expensive grievance or legal action (Taylor and Woodhams, 2022a).
There is no sign that the decline in union members will cease, suggesting that informal and early resolutions to the conflict arising will be vital in order to coincide with the CIPDs better working lives concept. 

Distinguish between third-party conciliation, mediation and arbitration. (AC 2.4)
Third party conciliation and mediation are similar in the fact that they are both voluntary and a solution must be mutually agreed and are not legally binding. On the contrary arbitration is legally binding, but both parties must agree to be bound by the arbitration process (Daniels, 2022). 
Mediation is where an independent and impartial third party facilitates a discussion. It is increasingly being used as an intervention in the initial disagreement before it can escalate to conflict (CIPD, 2013b). Whilst it is a useful informal solution, it should not be used to solve problems which require formal investigations (gov.uk no date b). Go Quest should ensure that they have a number of employees trained in the techniques of mediation to ensure effective mediation is achievable in the company. Mediation is a timely way to manage conflict whilst maintaining effective employment relationships. 
Conciliation similarly to mediation is voluntary. However, it is usually the first step prior to taking a claim to the employment tribunal. It is a free service offered by ACAS to help settle a claim or a potential claim. Both parties can talk through Acas during the tribunal process until a judgement is made; this is conciliation. Early conciliation introduced as part of the Enterprise and Regulatory Reform Act 2013 is prior to bringing the claim to the employment tribunal (Daniels, 2022). 
For arbitration to entered into, both parties must agree to be bound by the arbitrator and the award which will be delivered in writing within 21 days for collective disputes and 14 days for individual disputes; the arbitrator’s decision is legally binding (ACAS, 2022). 
Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues. (AC 3.1)
For a dismissal to be fair the decision must be within the ‘range of reasonable response’ and procedures must be followed fairly (Daniels, 2022). Section 98 of the Employment Rights Act 1996 provide five reasons dismissal that are potentially fair; Capability, conduct, redundancy, statutory ban or some other substantial reason.  
Unfair dismissal law only applies to employees who have completed a minimum of two years’ service. Should a dismissal be based on any of the protected characteristics it is unlawful and a claim can be brought by all workers at any stage of employment (Taylor and Woodhams, 2022a). 
There are two types of misconduct: ordinary and gross misconduct. 
Ordinary misconduct is typically minor infringements of workplace rules, the classification of minor breaches would differ from business to business and depend on the nature of the workplace and the breach. The law requires a formal investigation, a hearing, where appropriate a formal warning and the ability for appeals to be brought (Taylor and Woodhams, 2022a).
Gross misconduct occurs when there is a serious breach of rules, such as theft or fraud and can result in a summary dismissal. Go Quest must clearly communicate all rules so employees are aware that a breach of these rules may result in dismissal. 
[bookmark: _Hlk137816994]The employer must demonstrate they acted reasonably and within the ‘range of reasonable responses’ for the dismissal to be fair, as seen in Salford NHS Trust V Roldan (2010) if the employer does not act reasonably the dismissal will be unfair. 
When considering dismissal due to capability or performance, the employer must take reasonable steps to understand issues and potential solutions and should be mindful of the Equality Act 2010 as ill health can cause capability issues (Daniels,2022). To ensure capability dismissal is fair, the employer must take action to try and improve the performance. Similar to ordinary misconduct, a hearing should be held, a period of time agreed during which time improvements must been seen followed by a review. Appeals must be allowed. 

Analyse key causes of employee grievances. (AC 3.2)
A grievance is an issue, concern, or complaint that the employee has raised with their employer. Common causes of employee grievances include terms and conditions of employment such as pay, working conditions, colleague and work relations, bullying harassment, or discrimination (CIPD, 2020b).
Despite increased awareness through the media, bullying and harassment remain a significant cause for grievances. The terms are often interchangeable however under the Equality Act 2010 harassment is defined whereas bullying has no legal definition, nevertheless employers still have a legal duty to prevent it (CIPD, 2020c). 
As evidenced in current industrial action, remuneration is a key cause for employees to feel undervalued and unsettled, which often leads to grievances. Whilst there is legislation incorporated into the Equality Act 2010 to address pay discrimination on the grounds of gender, where an employee feels that their pay is not equivalent to a peer or that they are not adequately rewarded for their efforts a grievance is likely. Reward packages for employees are often subject to controversy both internally within the organisation and externally (Taylor and Woodhams, 2022a). 
Poor working conditions have a negative impact on employee wellbeing and engagement. A result of reduced engagement will lead to employees feeling unhappy and unproductive. In this mindset it is more likely that a complaint will be raised as a grievance. 

Explain the skills required for effective grievance and discipline-handling procedures. (AC 3.3)
Key skills for effective conflict resolution and handling of grievances lies in the CIPD profession map, promoting the principle-led approach to inform decision-making developing effective approaches to conflict resolution (CIPD, 2020c). By being proactive and engaging the challenging conversations as soon as it is seen will allow employees to feel psychologically safe. Ensure that as a manager you are seen as open, respectful, fair and consistent. To enable this, issues need to be dealt with firmly but with empathy, encourage people to talk and actively listen to identify the root cause (CIPD, 2022e). 
Managers within Go Quest will need to remain objective and need to understand what each party needs in order to be able to move forwards; if mediation and informal action is not able to resolve the issues arising then clear communication of subsequent steps need to be issued.
Conflict will escalate if not addressed and it will have a detrimental impact on the wider team and organisation, effective people and performance management will aide in the prevention of workplace conflict. By taking a problem-solving approach to help reach resolutions and only where appropriate escalate from informal to formal procedures (CIPD, 2022e). 
Go Quest need to ensure managers are trained to handle grievances both formally and informally, ensuring that they are familiar with toolkits and guidance from CIPD, ACAS and Gov.UK (CIPD. 2020b).
Advise on the importance of handling grievances effectively. (AC 3.4)
Key impacts of resolving grievances effectively and quickly are better retention of staff and improve quality (Boxall, Purcell and Wright 2008). By effectively managing conflict and grievances Go Quest can avoid the expense incurred from tribunals and legal proceedings should claim go through the court systems as well as protecting their organisational reputation.  
When it is not possible to intervene early and avoid the escalation of workplace conflict into a grievance, fair transparent procedures should be used making the process more timely and potentially avoid damage to working relationships (Department for Business Enterprise and Regulatory Reform 2009). 
There are a number of positive outcomes from effectively handling conflict such as learning opportunities, more inclusive environment leading to better worker wellbeing and better relationships (Taylor and Woodhams, 2022a). 
Should Go Quest not manage grievances effectively, it will lead to a disengaged workforce resulting in increased absenteeism, frustration, low morale, reduced productivity, and withdrawal of the goodwill shown by engaged employees. If employee grievances are not dealt with effectively, it will impact negatively on work performance and can increase stress. Stress has a detrimental impact on employees mental health which in turn can impact physical health. By ensuring effective procedures for handling grievance this can ensure the wellbeing of employees and keep the psychological contract intact (Taylor and Woodhams, 2022b). 

Explain the main provisions of collective employment law. (AC 4.1)
The right for employee to join or not join a trade union is protected by law in the UK. These protections are achieved as; it is unlawful to be dismissed or be subject to action short of dismissal by an employer for being a union member and taking part in their activities, equally it is unfair to dismiss an employee for not joining a union; it is also unlawful to blacklist union members and to discriminate against union members in the recruitment process (Taylor and Woodhams, 2022a). 
Part of collective employment law is the disclosure of information in order for collective bargaining to proceed efficiently, this is set out in sections 181-185 of TULRCA 1992. Go Quest would need to consider that the employer is required to disclose any information that without which the unions ability to conduct discussions for collective bargaining would be obstructed and any information that would be good practice to disclose (Daniels,2022). 
Collective agreement is the formal outcome of collective bargaining, it is made up of procedural, partnership, new style and substantive agreements along with employee relations procedures (Armstrong and Taylor, 2014). Substantive agreement covers terms and conditions, procedural agreements set out process to be used, partnership agreements are based on social partnerships and collaboration between the employer and the union and new style arrangements that emerged in the 1990s would be based on the mutually agreed rights of the parties. Collective agreements are not usually legally binding unless it is written into the contract of employment. 

Compare the types of employee bodies, union and non-union forms of employee representation. (AC 4.2)
The ICE regulations 2006 give the employees’ rights to be consulted about issues within the organisation; depending on the size of the organsiations this can arranged through employee representation (CIPD, 2020d). 
Employees can be represented both by trade union representative who are elected from recognised unions, would engage in collective bargaining, be protected by UK law, and have rights that other groups would not or non-union representatives.
Non-union representatives have no legal rights to time off to undertake duties within a voluntary employee forum, however it is in their interest to set these up, as without these forums it would be difficult to represent the workforce fully (ACAS, 2014). Whilst non-union representatives may not have legal rights in relation to employee forums, there are seven areas where statue or regulations would give statutory rights these rights vary depending on the type of representation. 
Representation allows employees to have a joint voice that provides a unified view in discussions with management. This can be seen in differing approaches such as joint negotiation committee, elected staff forums, work councils, European work councils or partnership working (Armstrong and Taylor, 2014). 
CIPD (2022c) research demonstrates that 59% agree that ‘working in partnership with trade unions can benefit the organisation’ this supports that working in partnership with representatives whether in a unionised organisation or not can be mutually beneficial for employees and the business as a whole.
Evaluate the purpose of collective bargaining and how it works. (AC 4.3)
Collective bargaining allows employees to engage with the employer in a unified collective way, the process allows union or employee representatives to negotiate in meetings with the employer (UNISON, 2023). It establishes discussion, compromise and agreements on matters of mutual concern and is a joint regulatory process (Armstrong and Taylor, 2014). 
It requires information to be shared for negotiations to occur and any information disclosed can only be utilised for the purpose of collective bargaining; should the union feel that disclosure requests are not being complied with then a complaint can be raised with the central arbitration committee (CAC) (Daniels, 2022). 
Codetermined of rules and agreements whether substantive or procedural are the formal outcome of collective bargaining in the form of collective agreements through constructive compromise (Armstrong and Taylor, 2014). 
Collective bargaining may sometimes involve employee strike action as a form of persuasion or means to achieve bargaining aims, these are less common now than in prior periods in part due to the decline in union members and the increased costs resulting in lockouts or strikes. By uniting and engaging in collective bargaining the employee enhances their power over aspects of the employment relationship and shares this with the employer (Roche, Teague and Colvin 2014). 
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