Emerging developments of employee voice and engagement. (AC 1.1)

Employee voice gives employees more control over how they carry out their obligations and including them in decision-making, offers significant advantages for both employees and employers in today's firms. For colleagues working in go quest by expressing themselves through a union representative, management, or in a private conversation promotes innovation, an engaged workforce, lowers absence rates, and gives workers a sense of purpose.  

“Employee voice is an expression of the desire of workers to have their own say over matters that affect their working lives.” (Armstrong and Taylor, 2023, P:479)

	When looking at emerging developments another organisational feature that is becoming popular is, employee engagement, it helps increase employee happiness and trust, thus increasing a workforce productivity. Employees that are actively involved in their jobs are happier, more productive, and stay in their positions longer. 

“There’s a two-way relationship, with work engagement and performance influencing each other..” (CIPD E, 2021)

Go Quest Managers should consider how improving the workplace might support employee voice. When given a voice, employees are more likely to feel devoted to their business and involved in their work, more inclined to contribute to and suggest small improvements to their job. 

“Effective employee voice can mean better relationships with their employees and, ultimately, improved organisational performance” (CIPD H, 2023) 

Recent years have seen the emergence of various new trends that have impacted employee voice and engagement and have manifested in many firms. Significant changes like technology and workforce diversity are changing the nature of voice in the workplace, according to (The future of employee voice / CIPD E, 2017). Social media at work has become a tool for employees to engage with each other and their employers. Another recent development is the growth of the gig economy, which has led to an increase in people who trade their time and skills online. Examples of gig workers in this economy include uber drivers and Deliveroo couriers. 
Differences between employee involvement and employee participation. (AC 1.2) 

The evolution of an organisation depends on the interplay between the two ideas, which are similar yet approached differently. Together, these ideas promote participation among workers and strengthen the bond between the two parties.
Employee engagement is important since it influences how engaged the workforce is, according to (CIPD F, 2021), in determining how to evaluate an organization's strengths and flaws. Involving workers actively in organisational decision-making is known as employee participation. It offers staff members a sense of empowerment and helps them believe they are helping the company grow. Employee participation enables them to own up to some managerial decisions. Unitarism unites the people in the group to establish a workplace where relationships are characterised by harmony, cooperation, and task completion using a relaxed approach.

“Organizations are assumed to be ‘harmonious and integrated, all employees sharing the organizational goals and working as members of one team.” (Armstrong and Taylor, 2023:P.28)

 By promoting employee participation in organisational decisions and activities, employers can boost employee retention, increase staff satisfaction, and foster relationships between the two parties. 
Employee involvement is the process of ensuring that workers are in line with the organization's principles and work ethics and giving them the chance to take part in decision-making at work. It builds the relationship between employer and employee and will make employee more local resulting in increased retention. A different perspective on how relationships are built through employee involvement can be seen through pluralism, where employees and organisations have both similar and divergent interests in their interactions and where employers and employees have both similar and different interests in their relationship. This different relationship can result in tension and conflict, but it is a normal part of doing business.
The employee-employer relationship, where money is the primary factor, and the psychological contract, which is based on perceptions and contains obligations shared by the employee and the employer, are both examined from an economic perspective. 

Employees tools and approaches to drive employee engagement. (AC 1.3) 

An effective employee voice plan involves a variety of strategies including meetings at work, communication initiatives, surveys and polls, employee forums and feedback sessions, and social activities. 

“Self-expression in voice often results in feeling valued, increased job satisfaction, greater influence and better opportunities for development.”  (CIPD B, 2022) 

The types of tools that can promote employee engagement, surveys, social media, and suggestion programmes are three tools that organisations can use to better understand employee engagement and lifecycle. Surveys provide feedback and support informed decision-making. Armstrong and Taylor (2023) assert that despite how frequently surveys are completed, organisational trends can emerge swiftly and can never provide feedback in real time. “Such as group meetings or online discussion forums, provide more opportunity for dialogue” (CIPD G, 2022)
As social media becomes a more and bigger part of people's life, companies are modifying social media platforms like Facebook groups and Yammer to provide a venue for employee opinions. Enabling people to communicate more freely than they might in a one-on-one or  “They allow people to post opinions, join in discussions and respond to questions.” (Armstrong and Taylor, 2023) 
Suggestion plan is used to encourage employees to generate new ideas. Employees are given the chance to contribute, review, and be recognised for ideas that can increase productivity. It is a formal conduit that welcomes comments from all employees for ways to address or avoid problems. 
Two Approaches that can be used to drive employee engagement are comprehensive reward strategy and leadership engagement. A company that uses a comprehensive rewards system offers incentives, pay raises, more time off or paid sick leave, and improved benefits.  Such a strategy fosters employee engagement by giving a worker a variety of long-term objectives and projections for which they may be rewarded.
Leadership engagement is another type of employee engagement. Enabling leaders to have reasonable expectations will have a good impact on workforce engagement. Giving workers the chance to receive praise and recognition is beneficial because it raises engagement. Through praise and appreciation, a person's personal investment in their actions can be compensated in both direct and indirect ways.

Interrelationships between employee voice and organisational performance. (AC 1.4)

Employee voice and organisational performance are closely intertwined. Companies that solicit feedback from their employees on how to enhance their working environment routinely outperform those that don't.

“Whether businesses want to improve employee motivation, align resources with business goals, or respond quickly to changing circumstances, the need to engage with employee voice is more compelling than ever”  (CIPD A, 2021)

For many firms, implementing employee voice initiatives may be useful and successful, but only if management is responsive to suggestions and criticism. Employers and their management teams must listen to employee voice and act on it to create effective two-way communication. According to the CIPD website (2023), businesses can forge fruitful bonds with their workforces and essentially improve organisational performance by providing their employees a voice and actively listening to what they have to say. Because sustainability begins with openness and honesty, managers must pay attention to employees' feelings and listen to their voices to understand how their working environment is to get more out of them. 
Allowing employees to speak up gives them a healthy method to open about workplace challenges and helps resolve any problems that may still exist. A management is less likely to truly understand how the company runs daily if they don't listen to their staff.

  “When employee voice channels work effectively, employees can feel valued, trusted, and influential. In turn, this can increase their job satisfaction and performance.” (CIPD H, 2023) 

Employee loyalty in a company may decline if they do not receive adequate guidance or assistance. Because it allows employees a say in the decisions made by their employers, employee voice promotes employee involvement. Giving workers a voice can increase productivity and morale, which has a significant impact on overall performance. It also provides workers an incentive to lower staff turnover and helps identify the main factors that affect employee retention. “Employee turnover can have a negative impact on an organisation’s performance.” (CIPD I, 2021) 


Concept of better working lives and how they are designed. (AC 1.5)

Employees that have better work lives can successfully combine their personal and professional lives. Despite having scheduled hours, many employees find that their duties frequently extend into the evenings and weekends.

“Achieving work–life balance is a central focus of many workers, not only those in higher-grade occupations.” (CIPD J, 2019) 

Employees can be more motivated and productive if their work and personal lives are balanced. Employees may become unhappy and stressed out, which can result in subpar performance and a split between the company and the employee, if an employer interferes with their personal lives by making them work excessive overtime or under added stress.  By allowing a better work life balance can retain employment and create better constructive relationships in the workplace.
 “Encouraging flexible work is good for everyone and has been shown to have a positive impact on productivity, worker retention and quality of work.” (Taylor et al., 2017) 
The organisation, and more specifically the Human Resources division, is responsible for creating legal and informal agreements that assist employees in sustaining healthier work lives. The most typical schedule allows employees to begin and end their job whenever it is convenient for them, and it is called flexible time.  According to Armstrong and Taylor (2023), giving employees better schedules and a flexible work-life balance through a work-life balance policy enables organisations to offer their employees greater flexibility. Additionally, allowing employees to work flexible hours can help them form relationships, and giving them time off for special occasions can boost productivity and positivity at work. 
Employers can give time off for family obligations if necessary and allow employees to work from home and set their own hours if they uphold the company's standards for quality by implementing improved work-life balance policies. Incorporating these arrangements into the organisational culture is crucial for good productivity since it demonstrates to workers that the company appreciates their health and wellbeing. “Promoting and supporting employee wellbeing is at the heart of our purpose to champion better work and working lives” (CIPD K, 2022)


Differences between organisational conflict and misbehaviour, and informal and formal conflict. (AC 2.1)
Conflict consists in every social context, including the workplace. If handled incorrectly, could have major repercussions, such as strikes, work-to-rule, slowdowns, bans on overtime, protests, and purposefully offensive actions.

 “Conflict also arises when there is a change, because it may be seen as a threat to be challenged or resisted” (Armstrong and Taylor, 2023, p:479) 

Organisational conflict is a breakdown in communication that involves either management or employees, leading to poor communication, and personality conflicts. Increased workplace conflict brought on by inappropriate behaviour can have detrimental impacts on a firm being costly for both the individual and the organisation. Examples include sabotage, workplace fraud, and disruptive behaviour. The unitary perspective looks how conflict shouldn’t happen, that it hinders relationships, allows poor communication and a lack of trust in the workplace, whereas the pluralist perspective sees conflict as a natural phenomenon believing it as a natural part of a company's life cycle. 
Organisations would typically manage problems formally, frequently using grievance and disciplinary procedures. Petty thievery, absences, and irrational arguments can lead to informal conflict between staff members or management. Mediation is often used to resolve disputes quickly.  

“Facilitation and mediation can help to encourage dialogue and mutually acceptable outcomes to disagreement and difference” (CIPD, 2022) 

When mediation fails and management steps in, conflict might take a more formal path, resulting in a formal grievance from the individual. For example, employees might have a disagreement due to poor wages where trade unions get involved to find a solution. 










Official and unofficial employee action. (AC 2.2)

The way employees engage at work, both formally and informally, negatively affects their productivity. Acting swiftly when issues arise can stop these getting worse and necessitating employee action. Issues that cause disagreements and complaints within organisations are unfair treatment and subpar working conditions.

 “Successful conflict management is understanding the real reasons for it, which in turn should ensure the organisation has an appropriate response to resolving it.” (CIPD P, 2020)

Employees can lodge a grievance in both formal and informal venues, according to Daniels, K (2022). It is legal to organise a strike if it is authorised by legislation that shields participants from common law liability for civil wrongs if certain criteria are met. Employees who participate in an officially recognised strike are given legal protection and exemption from accusations of conspiring, intimidating, interfering with a business using illegal means, and coercing a violation of a statutory duty. According to the Employment Relations Act of 1999, dismissing a worker who participated in strike activity for the first eight weeks is unfair.

 “It is automatically unfair to dismiss an employee because he/she is a member of an independent trade union or has taken part.” (Daniels, K, 2022, p:232) 

Unofficial action is not protected and can result from disruptive conduct that does not meet the criteria for formal action. Employees may choose a different course if issues couldn't be handled without trade union assistance, but they run the risk of being fired if they take unauthorised actions.











Trend types of conflict and industrial sanctions. (AC 2.3) 

Due to the role that human resource management plays in negotiating and resolving employee-related disputes, conflicts and industrial action have gradually changed in most firms. 

“CIPD research has highlighted the shifting role of HR and ER professionals, and the accompanying decline in conflict management as a core strategic focus.” (CIPD P, 2020) 

Today, most union members work for different companies, illustrating the strides these organisations have achieved in management and employee participation. Unions today prioritise encouraging development and resolving conflict at work. Organisations give great importance on meeting each employee's needs and using individualization to settle conflicts.  
Disputes between coworkers, superiors, and direct reports are always conceivable and may result in penalties or legal action. Unresolved workplace conflicts may be resolved through industrial action if negotiations are unsuccessful.

“This occurs when a trade union and its members can’t resolve an issue with the employer through negotiation.” (CIPD Q, 2023) 

The three main types of industrial action are lockouts, which are work stoppages, action short of a strike, where workers go slow, overtime bans, and callout bans. A strike is when employees refuse to work for the employer. 
Internal and external policies and principles that support an organisation, a strategic plan, new management, and external forces like demographic change and technological change are the punishments being enforced with a work force.  Changes in employment tribunal costs are among emerging trends,













Conciliation, mediation and arbitration. (AC 2.4)

An impartial person assists two disagreeing parties in coming to a resolution. Acas is a neutral organisation funded by the government offering free, unbiased advice to employers and employees. Their role is helping opposing parties come to an understanding without imposing any decisions. Conciliation looks to build bridges, a disagreement can be settled amicably, without the necessity for a claim.

“The process of bringing both sides of a dispute together helping them to find a solution to their difficulties” (Daniels, p11, 2022) 

Any third party, including Acas, acts as a mediator helping both sides reach an agreement. When two parties employ a mediator to guide them through the procedure.  It is a less formal route used to resolve conflict at work, and less expensive. The mediator gives parties instructions and counsel, by posing inquiries that can encourage the disputants to consider their actions. They don’t give advice but act as a facilitator working towards what’s best for both sides. 
Arbitration is a conflict settlement used when two parties cannot agree. Arbitrators are impartial and weigh the arguments of both sides while rendering decisions based on the facts given. The Acas website (ACAS C, 2022) states that they provide both individual arbitration for disputes involving flexible work schedules or unfair terminations and collective arbitration for disputes involving an employer and several employees. The mediator will offer options, but the parties are not required to accept the mediator's recommendations for resolution for the process to succeed. 













Principles of legislation relating to unfair dismissal in respect of capability and misconduct issues. (AC 3.1)

According to UK law, every worker has the right to a just and fair dismissal.  The primary basis of UK law surrounding wrongful dismissal is the Employment Rights Act of 1996. “Employees have a statutory right not to be unfairly dismissed.” (CIPD M, 2022) 
The principles on unfair dismissal ensure that any termination is founded on legal grounds and follows a fair procedure, protecting employees from unfair treatment by their employers. The employee must have worked for two years or more before filing a claim, unless terminated for one of the automatically unfair reasons, such as capability or qualifications, fitness to perform the work due to illness or performance, conduct, redundancy, statutory ban, loss of licence or lack of visa, or any other significant reason that does not fall under one of the other five categories.
Before dismissal, an employee must be given the opportunity to improve through support, and one-on-one sessions, where appropriate an employer should also give assistance if a worker's capacity is being affected by illness.  This is proved in the 2011 case of "D B Schenker Rail (UK) Ltd v Doolan," demonstrating capacity via absence. Due to stress-related concerns, Doolan turned down positions and was dismissed through capacity, the medical investigation was thorough and Doolan had been given the option to choose other roles, the EAT reversed the labour tribunal's judgement that this was an unjust dismissal.  
Two categories of behaviour: misbehaviour that receives a warning and serious misconduct that can result in immediate dismissal. The offence must be severe enough for termination. 

















Key causes of employee grievances. (AC 3.2)

Employee unhappiness or dissatisfaction at work can take many different forms. If an employee feels ignored or neglected, unresolved concerns can turn into grievances. The most frequent causes of complaints are pay, supervision, individual advancement and adjustment, allowances, working conditions, poor management, unfair rules, workload, bullying, and harassment. 
Salary and pay are the most prominent factors contributing to employee unhappiness, but there are other reasons why employees may have concerns as well. Salary delays, unjust deductions, insufficient raises, and overtime compensation are just a few of the wage-related problems that might give rise to an employee grievance. Another type of complaint that workers can make is about their working conditions. Since workers have a right to work in a safe and comfortable environment, issues like inadequate lighting, poor ventilation, unclean restrooms, and a lack of drinking water can lead to conflicts with management. Due to discriminatory workplace policies, inadequate training, and coerced transfers, among other things, employees are subjected to extreme stress and unhappiness, which raises staff turnover and absence rates. 

“Anybody working in an organisation may, have problems or concerns about their work, working conditions or relationships with colleagues that they wish to talk about with management.” (ACAS D, 2020) 

When several persons have the same complaint at the same time, it might occasionally result in a collective grievance. If this happens, the collective grievance process of the organisation should be followed to resolve the issue. 









	



Skills required for effective grievance and discipline-handling procedures. (AC 3.3)

It is best to undertake grievance and discipline handling procedures in a familiar setting, familiarising with relevant policy, and have confidence in one's abilities.  Managers at Go Quest must see that talent gaps are examined and discussions with teams are conducted. Complaints can come from bullying, harassment, discrimination, ineffective leadership, a lack of resources, and personality issues.

 “Managers may benefit from training aimed at helping them become more confident.” (ACAS D, 2020) 

Strong listening skills, objectivity from someone in another department, preparation for the grievance and the reasons and knowledge of the policy are all important in management team. To communicate with employees honestly and openly, managers must also demonstrate that they are aware of the company's policies on employee complaints.

 “Following procedures in line with instructions from your HR adviser fits with the desired behaviours of Being open, fair and consistent.” (CIPD O, 2023) 

Managers must take charge of gathering facts and concentrating on specifics of the employee's actions once a complaint or disciplinary matter reaches a formal level. When there is a problem with attendance, the employee's timekeeping should be accurately recorded and given the chance to improve. If all completed, then disciplinary action should be taken.
Most talents needed to engage people are soft skills, planning helps managers improve their active listening and questioning approaches. Various questioning techniques must be used during grievance and discipline, such as open-ended questions, probing inquiries to obtain accurate information, and closing questions to confirm facts.  








Importance of handling grievances effectively. (AC 3.4)

Establishing an effective complaint method at work enables employees to communicate their concerns, specify the nature of the complaint, and investigate reasons of unhappiness. 

 “Employers should follow both their own procedures and the Acas Code of Practice: Disciplinary and Grievance Procedures.” (CIPD N, 2022)

Employees can voice complaints about their workplace through a formal grievance procedure without fear of consequences. The management team must respond swiftly and efficiently, it’s crucial to respond to complaints soon because they can be difficult and time-consuming. If handled improperly, complaints could lead to negative publicity and result in employees having a bad relationship with the company.

 “Where an employer fails to follow its own grievance procedure, the courts have held that this may be sufficiently serious so as to damage the relationship of mutual trust and confidence between employer and employee.” (Andrew McConnell, 2014) 

Managing workplace complaints contributes to the development of strict workplace standards and laws that support good working relationships. It is crucial to handle all complaints honestly and carefully to avoid legal claims and damage to the organization's and the individual's reputation. Managing employee complaints will benefit the organisation as well as the employees. Employees are encouraged to express their concerns without fear of reprisal after grievances have been effectively resolved. Additionally, it offers a prompt and fair procedure for resolving such concerns and prevents minor workplace disputes from developing into more heated arguments. 










Collective employment law. (AC 4.1)

Collective employment law allows for the existence of unions and allowing workers to join, safeguarding their freedom to join any union of their choice without worrying about repercussions from their employers.  

“An employer may have an agreement with employees’ representatives (from trade unions or staff associations) that allows negotiations of terms and conditions like pay or working hours.” (Gov.uk B, 2012)

According to the law, employees can form unions to defend in negotiations, dispute resolution, and collective bargaining. This applies to any organisation with at least 21 employees and a membership of at least 10 workers. To ensure fairness and respect to agreements, employers are required to communicate with unions prior to making layoffs or transferring jobs. 
Collective bargaining decisions made by unions on behalf of the employees are enforceable and reflect the views of the membership. the process of negotiating and debating solutions to issues that concern both unions and employers, such as the employment relationship and working conditions.  

“Collective bargaining is a joint regulating process, dealing with the regulation of management in its relationships with work people as well as the regulation of conditions of employment.” (Armstrong and Taylor, 2023, p.474)

 	In the case of industrial action, trade unions must abide by the law and any active court injunctions, according to the statute. In addition, the statute safeguards workers from being victimised by their employers while taking part in collective bargaining. 











Types of employee bodies, union, and non-union forms of employee representation. (AC 4.2)

There are two types of employee representation: individual and group. Employee representatives includes trade unions, information and consultation representative and employee forums. Organisations, whether or not they are unionised, provide formal and informal communications between the sector's opposing parties. Both organisations, although having parallels and differences, strive to provide a forum for employees to express their views and express their concerns by providing feedback on developments that affect them.
In a non-union workplace, the employer controls the power and defines the employment expectations, work schedules, determines pay, upholds discipline, promotions, and other culture-related elements.

“It would be extremely difficult for representatives to represent the workforce and take part in consultation in any meaningful way” (ACAS E, 2014)

However, in a union work force, employees have more negotiating power and can discuss issues like pay, job expectations, promotions, and disciplinary measures. 
The availability of non-union and union representations for group issues is another similarity. The two employee representation models differ significantly from one another; with non-union styles of employee representation, they often prioritise employee needs and objectives. Union interventions are encouraged when the issues, such as redundancy, have more legal implications.  A trade union's rules can be used to negotiate employment terms and conditions as well as how talks are conducted, and disagreements are resolved. Issues including wage, discipline, and job terms and conditions are discussed during collective bargaining.











Purpose of collective bargaining and how it works. (AC 4.3)

Collective bargaining is the process of negotiations that centre on wages and working conditions but also aspects such as redundancy. Employees can approach employers through the collective bargaining process. The best way to settle workplace conflicts and raise wages is through unions since members can make more money, receive better benefits, and work in safer conditions than non-union employees.  

“Collective bargaining covers the terms and conditions of workers in a defined ‘bargaining unit’” (GOV.UK C, 2022)

With the realisation that certain negotiations won't always result in the desired end, the goal is to avoid disrupting business operations and to give members job security. To achieve common goals, collective bargaining, which can take many different forms, is a fundamentally important component of industrial action. 

“Is a power relationship that takes the form of a measure of power sharing between management and trade unions” (Armstrong and Taylor, 2023, p.474) 

Agreements between management and unions addressing the terms and conditions between two parties are the formal product of collective bargaining. Substantive agreements cover pay, benefits, overtime pay, working hours, and vacations and have specified terms and circumstances. When it comes to collective bargaining and the resolution of workplace disputes, procedural agreements specify the approaches to be taken and the steps that must be taken. In a partnership agreement, both parties commit to working together for the benefit of both to accomplish a collaboration.  
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