


Review emerging developments to inform approaches to employee voice and engagement. (AC 1.1) 
Employee voice is described as the formal and informal ways that employees seek to voice their thoughts on issues that affect their work, either as part of a group or individually (Taylor and Woodhams 2022a, p.15). 
According to research, effective employee voice practices can have a positive impact on organisations and individuals (Peters, 2022). Being involved in decision making enhances job quality, which is essential for employee motivation and well-being. Employers also benefit from decreased absenteeism and workplace conflict and increased production and creativity (Peters, 2022).
Since the Pandemic, Go Quest have had to look at alternative ways to communicate and engage with staff which calls for new methods of operation (Terry, 2021). Digitised channels have swiftly superseded conventional communication techniques such as printed newsletters and in-person meetings. Due to so many workers working remotely, the organisation must adapt their communication strategies to reach every employee (Terry, 2021). In addition to Coronavirus itself, there are also significant Mental Health Implications to consider. In a survey conducted by Mind (2020) 60% of adults reported a decline in their mental health with feelings of Isolation, stress and anxiety all being worse. Virtual spaces, employee engagement apps and pulse surveys are emerging trends that are providing organisations with feedback and are beneficial to employees feeling valued, supported and less isolated (Terry 2021). 
Since the pandemic with hybrid working, rising costs of living and the great resignation, employee engagement continues to decline. According to Gallup (2022) only 32% employees are actively engaged with 15% of employees actively disengaged. Employee engagement in is no longer just about a job and a salary, employees are looking for autonomy, commitment, and development (Powell, 2023). By creating a strategic initiative and focusing on a holistic wellbeing approach, Hybrid and Flexible working approaches, Staff Voice platforms and Learning and Development opportunities, Go Quest will not only benefit from a happier and healthier workforce but will also be more like to see an increase in productivity, innovation, and performance (Young, 2023). 
Differentiate between employee involvement and employee participation and how it builds relationships. (AC 1.2) 
According to Achievers (2022) Employee involvement is encouraging individuals to actively speak up and be a part of the decision-making process within an organisation. There is usually a circumstance in which management introduces practises to its employees directly to gain their input, ideas and collaboration. (Taylor and Woodhams 2022a, p.15).  Examples of Employee involvement practices that currently exist through Go Quest include, problem solving or task and finish groups, suggestion boxes or staff surveys to gather thoughts and ideas (Taylor and Woodhams 2022a, p.15). By allowing employees to express their thoughts, concerns and viewpoints employees feel more empowered and listened to, with figures showing 90% of workers are more likely to be loyal to an organisation that accepts and responds to feedback (Achievers, 2022).
Employee Participation is the process of involving employees in activities that directly impact the organisation usually through representation.  A team approach is often required for participation, with working groups and teams of employees taking responsibility for a certain business activity (Indeed, 2022). According to Abbas (2022) Employee participation is one of the essential components for change management, therefore its critical for Go Quest to involve their staff in the process. Examples of how employee participation approaches can be promoted throughout Go Quest include joint committees for consultation, partnership working, and employee forums (Taylor and Woodhams 2022a, p.15). 
According to Taylor and Woodhams (2022. P.17) Both Involvement and Participation initiatives can promote a stronger, more honest line of contact between staff members and management, which in turn improves relationships. Collaborating on decision making can make employees feel more valued and at ease sharing their thoughts with co-workers, managers and other business leaders. This promotes an inclusive environment at work where everyone has a voice and communication channels are open at all levels (Indeed, 2022). 
Assess three employee voice tools and two approaches that might be used to drive employee engagement. (AC 1.3) 
Employee voice is the means in which employees convey their opinions to their employers regarding issues that impact them at work (Young, 2024). To encourage honest feedback and open communication inside Go Quest, employee voice tools are crucial. Employee forums, suggestion boxes, and surveys are three popular methods for gathering employee feedback. Surveys are a useful tool for getting input on a range of workplace issues, such as employee engagement and satisfaction (Wong, 2020). Employees can anonymously voice their concerns and ideas using suggestions boxes. Physical and virtual employee forums facilitate candid conversations and communications between staff members and management. 
There are two strategies that Go Quest can utilise to increase employee engagement. The first is to encourage a transparent and open culture of communication. Employee engagement and investment in their work are higher when they perceive that their opinions are acknowledged and heard (Evoke, 2023). This can be accomplished by implementing employee voice tools, holding frequent feedback sessions, and having management communicate consistently (Waite et al, 2021. P.136)
The second approach focuses on creating a supportive and inclusive work environment. By adopting a culture where diversity and inclusion are celebrated and promoted, Go Quest can create a sense of belonging and engagement among employees. This can be achieved through initiatives such as diversity training, mentorship programmes, and employee resource groups (Taylor and Woodhams, 2022. P. 215-217).
To conclude, the implementation of employee voice tools and engagement initiatives is vital in cultivating a constructive and productive work environment. Go Quest may improve overall performance and boost employee happiness by putting these strategies and tools into place (Young, 2024). 
Critically evaluate the interrelationships between employee voice and organisational performance. (AC 1.4)
There are multiple ways in which employee voice and organisational performance are related. The act of promoting employee voice, ideas, concerns, and proposals can enhance decision-making and problem-solving processes inside Go Quest. This can lead to enhanced innovation, increased morale, and higher productivity (Taylor and Woodhams, 2022. P. 171). 
According to Young (2024) Employee voice can also increase motivation and job satisfaction given that it makes employees feel valued and involved in the organisation. Having robust practices in place provided a safe space for employees to speak up, which increases their sense of value and trust (CIPD, 2024). Research Highlights that merely half of workers are content with their degree of voice, which impacts their motivation and performance (CIPD, 2019b). 
Further research does demonstrate the beneficial relationships between voice and consultation and productivity and performance, with high performing work setting being facilitated by efficient consultation techniques (Dromey, 2015).
However, it is crucial to assess these partnerships thoroughly, as having employee voice alone does not always translate into better performance. The culture, leadership, and degree to which employees believe their opinions are valued all play a role in how effective employee voice mechanisms are (Hive, 2023). Organisations must also make sure that employee voice is heard in a clear and transparent manner and that action is taken in response to suggestions and feedback, or the repercussions of this are disengagement, lack of trust or morale and higher absenteeism (D’angelo, 2023). 
In summary, research indicates that employee voice and organisational performance are positively correlated. However, it is crucial to evaluate the circumstances surrounding this relationship and make sure that employee voice is successfully incorporated into organisational policies and procedures to reap the benefits of effective employee voice practices (Young, 2024). (286 words)
Explain the concept of better working lives and how this can be designed. (AC 1.5)
According to CIPD (2019a) Better working lives refers to the idea of creating a work environment that supports employee welfare, job satisfaction, and productivity. The UK Working Lives Survey (CIPD, 2019a) identified 7 components and measures of good work; including professional happiness, personal growth, mental and physical health, and work-life balance to name a few. 
Encouraging flexible work arrangements, such as compressed work weeks, variable hours, and remote working alternatives is one method to build better working lives. Offering these choices can lessen stress and assist staff in managing their work life balance (ILO, 2023).  It is imperative to acknowledge that what constitutes a health work-life balance for one person may not be for another. Since everyone has different responsibilities and commitments, flexibility and compassionate leadership is crucial (Kohll, 2018).  
Additionally, investing in employee wellness programs and initiatives can help promote physical and mental health, leading to happier and more productive employees (Linked In, 2023). According to research, wellness initiatives can also promote a healthy workplace culture, which in turn can boost morale, increase job satisfaction, and strengthen team dynamics (Linked In, 2023). 
Furthermore, offering development opportunities to staff increases their sense of worth and engagement in their roles. Training programmes that are tailored to individual learning needs and professional goals can improve productivity, inclusivity and competence and elevate a sense of purpose and belonging (Employer News, 2023).
Overall, Go Quest can create better working lives by creating a culture of wellbeing and ultimately increase employee satisfaction by putting an emphasis on employee's holistic wellbeing, providing flexibility, promoting wellness, exercising compassionate leadership and creating a positive and inclusive work environment (CIPD, 2019a). 


 Task 2 

 (218 words per question). 
Distinguish between organisational conflict and misbehaviour, and between informal and formal conflict. (AC 2.1)
Organisational conflict and misbehaviour are two different ideas in the field of workplace dynamics. According to Taylor and Woodhams (2022) ‘Under a Pluralist view of the employment relationship,’ Disagreements or disputes between individuals or groups inside an organisation that result from opposing objectives, beliefs or interests are referred to as organisational conflicts (Peninsula Group, 2024). These disputes frequently stem from problems with power dynamics, resource distribution or poor communication.
Contrarily, Misconduct occurs when an employee exhibits improper behaviour or violates the organisations code of conduct (ACAS, 2022a). Examples of misbehaviour include but not limited to (ACAS, 2022a):
· Bullying and harassment
· Assault or threats of assault (gross misconduct) 
· Discrimination 
· Offensive language
Depending on the level of misconduct, it may lead to a tribunal and eventual dismissal (Daniels, 2022).  
Informal conflict refers to disagreements or disputes that arise spontaneously and are not governed by specific organisational procedures or protocols. These conflicts are often managed through informal channels such as mediation or peer intervention. This enables all parties to maintain control over the process and to negotiate a mutually beneficial solution (Taylor and Woodhams, 2022. P. 23). 
Formal conflict, on the other hand, is conflict that follows a structured process dictated by organisational policies, such as grievance procedures or disciplinary actions (NCVO, no date).    
Distinguish between official and unofficial employee action. (AC 2.2)
According to ACAS (2023) employees who refuse to work and partake in strikes are taking formal action. A trade union or other worker organisation plans and approves official action. These activities are often carried out in accordance with the law and according to a formal procedure, such as a member ballot vote (ACAS, 2023). A union runs the risk of losing its immunity and facing legal action from an employer if it does not follow the proper official action guidance (GOV.UK, 2017).
On the other hand, unofficial action is not organised or sanctioned. This type of action may take the form of spontaneous walkouts or other forms of protest initiated by individuals or small groups. As this action is not sanctioned, participants may face repercussions and have minimal legal protection (Gilligan and Marsden, 2022). Employees may have their pay withheld (Gilligan and Marsden, 2022) and are not protected against wrongful terminations because it is unofficial and does not adhere to legal requirements (CIPD, 2022).
In conclusion, while both official and unofficial action serve as a means for workers to exercise their rights, they key distinction lies in the planning and coordination of the action. Official action is more structured and legally binding, while unofficial action is more impromptu and unpredictable (Gilligan and Marsden, 2022). 
Assess emerging trends in the types of conflict and industrial sanctions. (AC 2.3)
Over the past 5 decades, there has been a significant shift in the function of trade unions, marked by a decline in membership rates since 1979 (Suff, 2022). However, a resurgence in industrial action has been observed recently, characterised by employee led initiatives to assert workplace rights, with trade union support. 

Between June 2022 and February 2023, numerous industries experienced strike action, with a significant prevalence in the public sector centred around salary disagreements (ONS, 2023). According to the data from ONS (2023), wage disputes have persistently fuelled industrial actions, predominantly from 2022 onwards, due to rising inflation rates.
According to the ONS (2023), there has been a dramatic surge in the number of working days forfeited due to labour disputes since the summer of 2022. Specifically, the data reveals that 93,000 days were lost in June 2022, escalating dramatically to 461,000 days by November and reaching 843,000 days by December 2022, which represents an increase of 83% (ONS, 2023). 

Strategically coordinated labour actions have emerged as a recent trend designed to maximise impact by ensuring that union walkouts occur simultaneously (The Guardian, 2022). This trend was observed in February 2023, when strikes by ambulance and nursing staff overlapped, leading to the cancellation of more than 35,000 outpatient appointments (ONS, 2023). 

In the latest legislative updates, the government introduced “The Strikes Bill” (GOV.UK, 2023) mandating that public sector entities and labour organisations maintain the provision of secure services during sanctioned actions. However, the TUC (2023) contends that this legislation serves as a punishment measure against employees who voice their concerns. Non-compliance with the stipulations of this bill could result in unions being stripped of their legal safeguards (GOV.UK, 2023). 

Distinguish between third-party conciliation, mediation and arbitration. (AC 2.4)
Third party conciliation, mediation, and arbitration are all methods of alternative dispute resolution that aim to help parties resolve conflicts outside of the courtroom. While these processes share a common objective, they differ in their key characteristics and approaches (Citizens Advice Bureau, 2024).
Conciliation entails the involvement of an impartial third party to aid the participants in achieving a mutually beneficial resolution before its gets to an employment tribunal (Taylor and Woodhams, 2022. P.23) The conciliator may provide recommendations and facilitate between the parties yet lacks the power to enforce a decision on either side, It is important to note that the process in non-binding, thereby allowing the parties the option to decline the conciliator suggestions (ACAS, no date).
Mediation consists of the involvement of a neutral third party who aids in directing parties towards a resolution. Using communication and problem-solving strategies, the mediator assists the parties in reaching a mutually advantageous agreement. Typically, mediation is a voluntary procedure, affording the parties greater influence over the result in contrast to conciliation (Taylor and Woodhams, 2022. P.23). 
Arbitration, conversely, entails the participation of an impartial third party serving as an adjudicator to issue a conclusive decision to settle the dispute. Both parties are given the opportunity to present their arguments and evidence, with the outcome determined by the arbitrator being generally definitive and legally binding (ACAS, No date). 
In conclusion, while third party conciliation, mediation, and arbitration all offer alternative wats to resolve conflicts, they vary in their level of formality, the role of the third party, and the enforceability of the outcome (Taylor and Woodhams, 2022).  
Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues. (AC 3.1)
The Employment Rights Act (1996) aims to ensure that employees are treated fairly in the workplace when addressing performance and capability concerns.  The legislation emphasizes the importance of fairness, as unjust dismissal can occur when employees are terminated without valid justification, lack of sufficient evidence, or failure to adhere to appropriate procedures. It is recommended to follow ACAS Code of Practice (ACAS, 2022b) to ensure fairness. 
In situations involving issues of capability, employers are mandated by legislation to offer sufficient support and training to assist employees in enhancing their performance (ACAS, 2020). Dismissal should only be viewed as a final option only after all appropriate measures have been implemented to aid the employee. This guiding principle guarantees that employees are afforded a fair opportunity to rectify any performance-related concerns prior to being dismissed (GOV.UK, No date).
In instances of misconduct, employers are mandate to carry out extensive investigations through a formal disciplinary process and present proof to substantiate any claims of misconduct (ACAS, 2020). Dismissal based on misconduct may be deemed justified, but employers are obligated to demonstrate that their decision to dismiss was made reasonably. (Daniels, 2022. P. 171) 
Fairness and support are fundamental principles outlined in the ACAS code of practice regarding capability and misconduct matters. These principles are crucial in ensuring that employees are treated with fairness and respect during each process (ACAS, 2022b). 
 
Analyse key causes of employee grievances. (AC 3.2)
Employee grievances refer to concerns, issues, or complaints brought up by employees against their employer. Typically, regarding their employment contracts, instances of bullying and harassment, workplace relationships, and discrimination (CIPD, 2023). It is crucial that these issues be regarded with seriousness as they have the potential to affect the morale of staff, consequently leading to decreased productivity and retention rates (Bright HR, 2010). 
Grievances can be raised by employees individually or collectively. In the case of collective grievances, multiple individuals address the same issue simultaneously (ACAS, 2020). 

In recent years, there has been a significant 30% rise in grievances, primarily attributed to relationships with colleagues and management (Webber, 2023). Furthermore, concerns regarding wages are mounting due to the ongoing cost of living crisis, with more than 37% of respondents citing this as they underlying cause (Webber, 2023). 

It has been noted that having poor relationships with managers is a common problem and is a significant cause of complaints. According to Webber (2023), 40% of individuals believe that their concerns are not effectively being addressed, especially during the informal resolution stage. This is troubling because account to ACAS (2021), workplace conflicts result in an estimated annual cost of £2.85 billion, indicating that early resolution of these issues at the informal stage could lead to substantial financial savings for employers.  
Explain the skills required for effective grievance and discipline-handling procedures. (AC 3.3)
Challenges may occur throughout the course of the employer-employee relationship, and disciplinary and grievance procedures have been established to ensure that these difficulties are addressed in a fair and consistent manner (Suff, 2023). 
Initially, conflicts should be addressed informally between employees and their line manager (Suff, 2023). Hence, it is crucial for managers to undergo proper training. Suff (2023) emphasises the importance of enhancing and preserving the following key areas to effectively manage informal disputes: 
· Manage conflicts and ER issues – which included recognising early indicators, maintaining impartiality, and addressing issues promptly. 
· Fostering and maintaining positive relationships – by demonstrating empathy, understanding, and trust is essential (Opala, 2023)
While skills for informal conflict resolution have been discussed, it is imperative to apply these abilities at a formal level as well. 
In official complaints and disciplinary actions, it is imperative that those participating demonstrate emotional intelligence and possess a comprehensive understanding of the organisations grievance policy and procedures as outlined by ACAS (2020). Employers should demonstrate their comprehension of procedures by informing those involved of their rights, such as the right to be accompanied by a union representative (Suff, 2023). 
Utilising active listening skills, recognising concerns, and eliminating bias enables managers to effectively communicate and respond proactively by attentively comprehending discussions rather than hastily formulating responses. Various strategies, such as posing open questions to stimulate dialogue, asking probing questions, and using closing questions to establish facts, should be used during grievance and disciplinary processes (Suff, 2023). 
Accurate records should also be maintained during the process, in line with ACAS Code of Practice, and should include; the complaint, any findings, actions taken and any notable developments during the process in the event it goes to employment tribunal (ACAS, 2020).  
Advise on the importance of handling grievances effectively. (AC 3.4)
To prevent legal claims and protect the organisations reputation, it is crucial that grievances are managed effectively (McConnell, 2014). Organisation must demonstrate that they have followed a fair and comprehensive process. If an organisation does not have a formal process in place, it is recommended that they follow the ACAS Code of Practice on disciplinary and grievance procedures. This Code represents the essential standard that workplaces should adhere to. Although the code is not legally binding, if a grievance reaches and Employment Tribunal, the judge will assess whether he employer has reasonably and fairly complied with the ACAS Code (ACAS, 2023b). 
It is also important to remember that navigating a grievance procedure can be highly stressful. Employers must prioritise the wellbeing and mental health of the employees involved and make reasonable adjustments where necessary to support individuals involved. By supporting employees and monitoring their wellbeing, employers can help prevent absences and avoid creating or worsening mental health issues (ACAS, 2023c). 
According to People Management (2021), almost half a million employees resign each year due to conflict, and a staggering 874,000 employees take sickness absence annually because of conflict, costing organisations around 2.2bn a year. The use of formal processes significantly increases costs. Formal procedures, including grievances, disciplinary cases and dismissals, cost businesses a total of £12.8bn annually. 
These statistics highlight the importance for organisations to address conflict issues early on, to ensure the overall wellbeing of everyone involved. Proactively managing conflicts can reduce costs and improve employee satisfaction and retention (People Management, 2021).  
Explain the main provisions of collective employment law. (AC 4.1)
Employment law encompasses various pieces of legislation that regulate the relationship between employers and employees and their respective rights (Indeed, 2023). There are several key provisions within collective employment law that aim to protect the rights and interests of both parties. 
The key components of collective employment law encompass the right to the right to join a union, the right to engage in collective bargaining with employers, and the right to engage in activities such as strikes and picketing. All parties must follow industrial action law as outlined in the Employments Right Act (1996) and The Trade Unions and Labour Relations Act (1992) (ACAS, 2024). 
Trade Unions are essential in advocating for the rights of employees through the negotiation of Collective Bargaining Agreements with employers. These agreements typically cover topics like salaries, benefits, and working conditions (Daniels, 2022. P223). Employers are obligated to engage in discussion with unions and cannot discriminate or cause employees detriment who choose to engage in union-related activities (GOV.UK, no date, c).
Overall, the objective of collective employment law aims to balance the power dynamics between employers and employees by ensuring that workers have a collective voice in the workplace, enabling them to advocate for fair treatment and working conditions (CIPD, 2024). (206 words)
Compare the types of employee bodies, union and non-union forms of employee representation. (AC 4.2)
Employee representation can take various forms, with the most common being through unions. Unions are organisations formed by workers to collectively bargain for better wages, working conditions, and benefits from their employers (CIPD,2024).
On the other hand, alternative forms of employee representation outside of unions frequently utilise less formal avenues of communication, such as employee suggestion programmes and staff forums (ACAS, no date). Although non-unionised workers may not possess the same degree of bargaining power as their unionised counterparts, they still possess channels through which they can express concerns and address workplace issues (CIPD,2022d).   
Both union and non-union forms of employee representation have their own advantages and drawbacks. Unions provide a strong, unified voice for employees and can negotiate better terms on their behalf (CIPD, no date). However, they may also create tension between management and staff leading to potential conflicts. Non-union forms of representation, while less confrontational, may not always achieve the same level of benefits for employees (CIPD, no date). 
In conclusion, the type of employee representation chosen by workers can greatly impact their workplace experience and ability to advocate for their rights (CIPD, 2023b). Whether through unions or non-union methods, having a means to collectively address concerns and negotiate with management is essential for ensuring fair treatment and working conditions for all employees (CIPD, 2022d). 
Evaluate the purpose of collective bargaining and how it works. (AC 4.3)
Trade Unions formally negotiate with employers on behalf of their members through collective bargaining. This is only possible where an employer recognises a trade union and together, they decide on the scope of negotiations (TUC, 2024). The aim of collective bargaining is to address concerns concerning compensation, benefits, working conditions, and other employment terms in a fair and mutually agreed-upon manner (GOV.UK, no date, d). 
Three primary agreements that result from this include: Substantive, procedural and partnership agreements (Francis-Davies, 2023).

· Substantive: establish the agreed-upon terms and conditions of employment, such as arrangements known as ‘single union deals’, in which one union serves as the sole representative for all employees. (Francis-Davies, 2023). The result is referred to as a collective agreement and covers both individuals who are part of a unions as well as those who are not (Morris, 2022). 
· Procedural: outline the processes and procedures that should be adhered to to resolve conflicts. Their objective is to standardise behaviours, although they are not legally enforceable (Francis-Davies, 2023). 
· Partnership: parties agree to collaborate towards mutual advantages that mitigate conflicts in the workplace. (Francis-Davies, 2023). Under this agreement, employees have a significant level of influence. 


Collective bargaining provides significant advantages for both employees and employers. Studies indicate that the enhancements in working conditions brought about by collective bargaining contribute to decreased staff turnover, elevated morale, and increased motivation and engagement within the workforce (TUC, 2019. P 7-9). 

Alternatively, there are limitations that suggest potential bias in favour of employees. The lengthy process and lack of immediate results have the potential to negatively impact the relationship between employees and employers (HR line up, 2020). 
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