Section 1 
1. Review emerging developments to inform approaches to employee voice and engagement. 
Employee voice within an organisation is an opportunity for those to speak with impunity while being transparent by communicating their views to the organisation and gain an influence in matters relating to them. Allowing this process means employees can have their say formally or informally collectively or individually (Taylor&Woodhams,2022A). Recent developments due to the external environment has seen an increase in types of flexible working practices, particularly working form home due to the Covid-19 pandemic, this effectively has altered the way employees and organisations engage with one another (Taylor&Woodhams,2022).
The ability for employees to work flexibly relating to hours or location has become an essential factor for some, and enhances the employee journey, satisfaction and engagement. Evidently, flexible working practices increase productivity and can be seen to be more effective than working in traditional office settings without distraction and interruptions (Castrillion,2022). Additionally, it has been found that more employees stated they would be more loyal is these arrangements were provided (Reynolds,2019). Organisations who consider flexible working to staff can drive employee engagement, employees are more likely to be enthusiastic energetic and have better physical health (Hickman&Robinson,2020). GoGuest may adopt a flexible working policy to ensure there are procedures in place for employees, it will be critical to ensure that meaningful communication is crucial and ensure wellbeing is a key focus (Pathak,2022). To maintain engagement managers must determine goals and objectives to foster an atmosphere to achieve objectives rather than micromanaging during traditional work hours (Bhagwat,2020).
It's important for GoQuest to emphasise the importance of diversity and inclusion. The world we currently operate within today is complex, dynamic and diverse, the phrase ‘we are an equal opportunity employer’ is more evident that before (Strengthscape,2023). The importance to promote voice to improve creativeness and innovation has developed immensely, employees believe that when they voice is heard, acknowledged and valued it leads to change (CIPD,2023C). With all recent developments employee voice is important in creating inclusive working environments, GoQuest must embrace diversity and inclusion as it can provide a wider range of perspectives from various cultures and origins from a variety of perspectives and the voices we need (Strengthscape,2023).


2. Differentiate between employee involvement and employee participation and how it builds relationships. (AC 1.2) 

Involving and empowering employees can significantly enhance organisational culture, it’s essential for sustaining high levels of engagement within a company. There are distinct differences between involvement and participation. Involvement refers to management implementing strategies directly with employees to solicit their ideas and foster collaboration, examples include email communication, problem solving groups or newsletters (Taylor&Woodhams,2022A). Involvement is more of a direct relationship that develops between management and employee (Indeed,2024).
Whereas participation is where there is an opportunity for employees to have a voice in the decision-making process through their representatives, an example of participation includes employee forums, consultation committees and partnership working (Taylor&Woodhams,2022A). Both participation and involvement can enhance the communication within organisations. Enhancing communication through employee involvement includes having an open communication channel between hierarchies, this will effectively build trust and integrity, allowing any concerns to be addressed early. Whereas participation ensures there is two-way communication through a platform to express any concerns.
Participation and involvement can enhance the quality of work and increase job satisfaction, Taylor (2017:15) has specified that ‘greater voice in organisational decisions that affect your job can make people better about their work’ (Taylor&Woodhams,2022). Those who provide employees with information have limited depth as they only have the opportunity to provide feedback therefore, they have narrow scope to make an impact on specific issues or organisational decision making. Whereas participation is identified as deeper importance by having considerable influence in decision making though their representatives (Taylor&Woodhams,2022).
Employee involvement aligns with the unitarist perspective whereby the aim is to achieve organisational goals by considering the best interests of the employees through cooperation and team ethic. Whereas a pluralist perspective acknowledges the conflictive interests, due to the nature of employee participation where variety of groups can negotiate can result in tensions and conflict (Taylor&Woodhams,2022A).

3. Assess three employee voice tools and two approaches that might be used to drive employee engagement. (AC 1.3)

Surveys are a great engagement tool to gather feedback on any topic within the organisation, managers can target feedback on projects, job satisfaction, culture or workplace conditions. Gaining a further understanding of these topics allows employees to have a voice and foster positive engagement between senior management and employees. Surveys are an effective method for collecting information from numerous individuals, providing a broader reach and thus enhancing statistical power (Jones et al.,2013). However, there is a risk of low participation rates especially is employees fear repercussions for providing negative feedback (Taylor&Woodhams,2022).
Furthermore, focus groups can be advantageous, this where a facilitated group discussion takes place regarding a specific concept or idea and promotes dialogue and discussion (Taylor&Woodhams,2022). It would be beneficial to have a diverse level of staff within the focus group to gather a variety of ideas values and beliefs to gain a better understanding of each other’s perceptions, motivations and challenges. However, coordinating this process can be challenging to gather necessary stakeholders and those involved can be exceedingly dominant (Taylor&Woodhams,2022). Focus groups are prone to groupthink, where the desire for group consensus suppresses critical evaluation and common sense (MindTools, No dateB).
Interviews are another valuable tool; an interview are primarily about listening and understanding what the respondent is saying. It allows to gain an insight into complex and multifaceted issues such as culture, engagement and psychological contract (Taylor&Woodhams,2022). Managers at GoQuest may implement the above tools to adopt the best approach to drive engagement. For example, clear concise open communication on all aspects of the organisation from 1-1s on performance, upcoming job adverts or new projects. This will inventible lead to a culture of trust and will allow employees to feel valued when they are informed about GoQuests future plans, and can lead to higher moral and a greater commitment from staff (Kang&Sung,2017)

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

Employee voice within an organisation allows individuals to share their views on workplace matters, evidently this fosters a culture of trust and can increase organisational performance and satisfaction (CIPD,2024). All businesses strive to perform to the best of their ability and achieve or sustain sustainable competitive advantage, however it’s critical for organisations to acknowledge that an individual who is engaged and supports the overall goals is one of the greatest assets to the business who are the employees (CIPD, no date,b)
For example, if employees voiced that working conditions were negatively impacting their wellbeing, this will significantly impact the overall performance. Organisations need to develop an effective collective and individual forms of employee voice, providing appropriate channels to express concerns and positive experiences. The opportunity to seek feedback via employee voice tool such as focus groups and interviews will allow employers to identify for continuous improvement, in which can reduce turnover rates, manage conflict effectively and result in higher performance (Taylor&Woodhams,2022A).
The purpose of employee voice is to ensure all employees have a positive working environment, while improving the organisations’ function and performance with a diverse range of viewpoints (CIPD, no date,C). Despite this, organisations that allow employees to voice their feedback and expect those to be engaged and have the expectation of employees to go the extra mile, employees that do demonstrate going beyond their normal responsibilities may overtime become normalised and be unpaid and maybe perceived as exploiting the goodwill of employees (Taylor&Woodhams,2022A).

5. Explain the concept of better working lives and how this can be designed. (AC 1.5)

Organisations should strive for a working environment that prioritises employee wellbeing, encourages productivity and positive working relationships while maintaining success and profit. The concept of better working lives includes a variety of attributes to achieve conditions where employees can succeed personally and within their professional capacity to achieve sustainable outcomes for their organisation. 
CIPD believe that good work includes, being fairly rewarded, providing work life balance, security, equal opportunities and providing a voice and choice to employees to shape their working lives (CIPD,2024B). Organisations can implement strategies and procedures to promote better working lives for employees.  Promoting health, safety and welfare is just a fundamental right of what employers need to provide to employees. Prioritising wellbeing is paramount and focusing on wellbeing enhances performance and can contribute to sustainable competitive advantage (Taylor&Woodhams,2022).
Organisations should ensure resources are available to employees to promote health and wellbeing, providing employees with an EAP employee assistant programme will demonstrate that the organisation is prioritising mental and physical health and can positively impact the culture and will inevitably lead to higher morale and increased productivity and satisfaction (CIPD,2023D). Additionally, managers must be trained to enhance better working lives and communicate work and resources available to them to support and develop staff to be resilient and foster supportive working environments (CIPD,2024B).
Another example would be to provide career development opportunities to support continuous learning and growth and ensure organisations have succession pathways for employees. Training opportunities allow individuals to the tools to fulfil their duties and develop within their role. To ensure this is implemented within an organisation, managers can conduct skill audits, reevaluate recruitment practices and job roles, to ensure they are recruiting on certain qualifications while eliminating bias by removing irrelevant questions from the criteria(CIPD,2024B).

Section 2

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

Conflict is inevitable and is a part of everyday life, views on conflict can contrast, some may consider it as a negative setting which should be avoided. Whereas others see it as an opportunity to seek a variety of perspectives and personal growth(Omisore&Abiodun,2014).
Organisational conflict arises when there is a disagreement between individuals, a group of individuals or different organisation. These disagreements can arise due to a difference of opinions, values or beliefs WHITE BOOK. It can be constructive or dysfunctional, constructive conflict can be a productive force as it can enhance performance innovation and better decision making, however dysfunctional conflict can impact on the organisation, individuals and its desired goals. Conflict can occur from certain tasks, processes within an organisation or relationships WHITE BOOK.
Misbehaviour can occur by employees when they deviate from social norms, rules, processes or policies. Some actions may not be intentional, however employees can take a variety forms of actions to create unnecessary issues, which may result in reputational damage, impact to productivity, low morale and disrupt relationships between colleagues (Lukacs,2009). Noncompliance with organisational processes can be categorised into misconduct and gross misconduct, which can be addressed through the disciplinary process, investigations, suspension or depending on the nature of the allegation potentially dismissal (Gennard&Judge,2013).
Formal conflict arises when a serious incident, breach or grievance occurs. These are recognised and addressed through formal policies and procedures which organisations are guided by but not bounded by them, it’s critical to address conflict at an early stage and gain an understanding of the route cause as policies alone may not gain a resolution (CIPD,2022). Whereas informal conflict can occur regular within an organisation, this can include a minor clash or disagreement between individuals that does not need to escalate formally and can be resolved by open communication by both parties and some form of mediation (NCVO,2022).

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

The law states that employees have a right to organise a strike and other industrial action. When this occurs, they are acting in breach of their contract as a result of a work dispute. Types of industrial action can include, striking, picketing or action a short of a strike such as refusal of overtime (ACAS 2024). Official action is when a trade union has pursued all legal rules stated under the Trade Union Act 2016 for the act to be lawful, thus employees will be protected be industrial law action (Daniels,2022). For this to be lawful, a ballot must take place and an agreement must be implemented by members holding the ballot and which official action to take. 
Unofficial action can also occur, there is where a trade union disregards the legals rules or employees continue to take action that is not authorised by a union (ACAS,2024). If unofficial action occurs, they are not protected by industrial law action meaning there is a possibility the employee can be fairly dismissed, but a fair disciplinary process should be followed. It’s important to note that all other usual employment rights still stand. 

Unofficial action includes secondary action, this is where workers act in supporting at a different workplace, whereas unofficial strikes are where a trade union strikes and dismisses legal rules. If a trade union proceeds without the support of a ballot, unlawful picking or any unofficial action it forfeits statutory immunity (Daniels,2022).


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

Union membership has seen a dramatic decrease in members over the last two years and have approximately lost a quarter of a million members, within the private sector it stands at 12% of workers are in a union (Roper, 2023).
Despite the decline in union members, it’s evident since 2022 there have been a rise in the number of strikes that have occurred across a variety of industries mainly within the public sector, such as rail/bus services, teachers’ civil servants and NHS Staff. The most common cause for strike action has been related to pay disputes, which has accounted for approximately 75% of all working days lost (King et al., 2023). There has been a decline in collective disputes as employees are being more proactive to seek resolution with employees, traditionally majority of ACAS requests have come from trade unions, however employer referrals have exceeded trade union referrals by 6% (Watt, 2024). 

An example of recent industrial sanctions include employees at the Royal Mail, strikes took place over a 14-month period due to disputes in pay and working conditions, 18 strikes took place and a deal which was eventually reached won 67% of the unions vote (Machell, 2023). Within the agreement it has been decided that staff with get a 10% rise over three years including a one off £500 and later starting times for deliveries (Taaffe-Maguire, 2023).


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

Third party conciliator supports the parties concerned settle their differences, if possible, by an agreement. The dispute is attempted to be resolved prior the case reaches an employment tribunal (Daniels,2022). ACAS acts as a third-party conciliator who always remain impartial and independent, their main aim is to comprehend the dispute, gain trust and make constructive suggestions to both parties (Gennard&Judge,2013).

Mediation focuses on rebuilding relationships within an organisation. It’s where an individual who is neutral to the situation would be classed as the mediator, their purpose is to result in a solution that will benefit all parties involved. This process is a quick way to resolve workplace conflict or disagreement, the mediation process is voluntary less formal and not usually binding (ACAS,2022b). Mediation can be utilised for issues relating to bulling, personality clashes relationship breakdowns, this can benefit both employees and employers by avoiding more formal processes such as grievances, resignations or in worse case scenarios tribunal claims (ACAS,2022b). 

This is the process of having an independent body who is impartial to evaluate a situation, considers both parties concerns and conclude to a decision based on the evidence available to them (ACAS,2022a). Arbitration can be categorised into collective or individual. Individual arbitration is utilised when an employee’s dispute is relating to flexible working or unfair dismissal. Collective can support finding a resolution between employer and a group of employees. Both sides must accept the decision of the arbitrator prior to collective arbitration, consequently neither party can take it to court to change it on a later date (ACAS,2022a).

5.Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues. (AC 3.1)
The Employment Right Act 1996 includes 5 potential fair reasons for dismissal these include, capability/qualifications, conduct, redundancy, statutory ban and some other substantial reason (Daniels,2022). It’s the responsibility of the employer to act fairly and reasonable when carrying out the process of dismissal (CIPD,2023B).
Unfair dismissal in relation to capability issue relates to the ability of an employee to fulfil and perform their role responsibilities. Organisation should implement an capability policy to ensure a fair process is followed, typically when an issue on capability occurs due to no fault of the employee, it may be due to an illness or disability and no reasonable adjustments will support the employee (ACAS,2022c), any changes within the job role where the employee has difficulty adapting to these changes also would contribute to capability (Gennard&Judge,2013). It's important to decide if capability procedures should be perused or a performance management plan. 

Whereas misconduct refers to an employee’s breach of policy, behaviour or actions that are deemed unacceptable by an organisation, a conduct issue is where an employee has control over their actions, for example persistent unauthorised absences (ACAS,2022c). In both cases there are regulations in place to follow fair practices, as there is a risk to dismiss unfairly due to characteristics under the Equality Act 2010, GoQuest must be mindful of discriminating when dealing with capability and conduct situations (CIPD,2023E).


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

Employee grievances and concerns are raised due to a variety of reasons, these could include their working environment, breakdown in relationships or how an individual is treated. It’s critical for an organisation to understand and resolving the grievance is essential to maintain positive moral and productivity.  
There is an increasing awareness of individuals raising a grievance within their place of work, nearly a third of employers have seen a rise since 2021 specifically surrounding relationships and pay (Webber,2023). An example of raising a formal grievance if someone feels victimised, being bullied or behaviour that s unwanted by another colleague, it has been identified that 15% of employees within the UK have experienced some form of bullying along with 8% reporting harassment (CIPD,NO DATE). 
Additionally, job roles and responsibilities with compensation benefits can be a cause for an employee to raise a grievance, concerns raised may include unfair pay and salary disputes where an employee may feel there are disparities and unfairness relating to colleagues who may be conducting the same or similar responsibilities, this can arise due to role ambiguity where the employees’ responsibilities are unclear. Where an employee raises a grievance based on unfair pay, it’s important to emphasise that this comparison must be between a male and female in which would be based on a protected characteristic outlined in the equality act 2010 (Daniels,2022).

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

When a grievance is raised or formal disciplinary action is required, resolving them quickly and effectively is vital. If this occurred in Go Quest it’s important not to disregard the situation as this can escalate into a collective dispute. Effective training should be provided to managers to be equipped for these situations however the ultimate goal is to rectify matters for the individual. A thorough investigation must take place, identify the main causes of concerns, take appropriate action to resolve the complaint and resolve as quickly as possible (Gennard&Judge,2013).
Disciplinary matters will also have the need to be investigated based on the nature of the concern. These occur when an employee has breached an organisations policy, performance concerns or committed gross misconduct. Managers need to follow the disciplinary process or the ACAS code of conduct to ensure the employee has a fir opportunity to put forward their case during the meeting (Gennard&Judge,2013).
Managers require a number of skills to overcome both disciplinary and grievance matters effectively, knowing the organisations policies and procedures it critical. Managers must handle these situations with the upmost confidentiality, when dealing with employees it’s important to be confident in your approach and be emotionally intelligent and be empathetic at times as these conversations can be difficult (ACAS 2020).
Active listening and clear concise communication are crucial, understanding their emotions and perspectives fostering an environment of trust and honesty. Additionally, managers need to remain impartial throughout, the process is essential to uphold transparency and fairness (Kingfisher, 2023).
Analytical skills are also required, problem solving is essential to identifying the root cause of the issue and to develop appropriate action to gain resolution, attention to detail is key, ensuring all evidence has been collected and considered.

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

It’s crucial for managers to handle a grievance promptly and effectively by following policies and procedures implemented by the organisation. If this not efficiently managed it can have a detrimental effect on both the business and the employees involved.
Failure to follow the process or the ACAS code of conduct effectively can pose risk, although it does not render the employer liable to proceedings, if it did go to an employment tribunal and the employee was successful with their claim it may result in an increase of up to 25% in the award (McConnell, 2014).  
Additionally, grievances not resolved correctly can result in unsatisfactory work behaviour and performance which will inevitably affect the organisations performance. An employee may display frustration, low morale, increased absenteeism or poor performance resulting in a discipline issue which may have been avoidable (Gennard&Judge,2013). 
These situations can be stressful for all parties involved, where an employee has been off work or suspended during this period it’s important to re-engage effectively and consider their emotional and psychological wellbeing, by ensuring the work environment will not contribute to any additional stress when returning to work (Taylor&Woodhams,2022A).

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

Collective employment law regulates the activities and behaviours between trade unions work councils and employers’ associations (Heery&Noon, 2008). Collective law can exist regardless of if an employer/employee is within a trade union. 
Collective employment law governs the relationship between the organisation and its workforce through a forum of trade unions or employee representatives through a collective bargaining agreement (CIPD, 2023).
Main provisions include collective bargaining, which is where a trade union negotiates with the employer on issues covered by collective bargaining (Daniels,2022) Negotiations can be in relation to pay, hours annual leave when negotiations have been accepted it’s known as the collective agreement (CIPD,2023). Additionally, employees have the right to join or not join a union and employees must not treat you more or less favourably if you join or leave a trade union, this would be covered in unfair dismissal if this was a cause for concern (GOV.UK).



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

An employee body which may be referred to as forums or councils which are set up freely by employers with no reference to the law within this there are no enforceable rights to paid time off, training or the use of facilities (Labour Relations Agency, no date)
Whereas unions are appointed by an independent union in workplaces where the union is recognised for collective bargaining purposes under the provisions of the Trade Union and Labour Relations (Consolidation) Act 1992 known as TULR(C)A. (ACAS,2024a).
However, non-union representation includes information and consultation representatives. This is where a representative may be elected to negotiate the set up and/or be members of a subsequent information and consultation body under the Information and Consultation of Employees Regulations 2004 (known as ICE) (ACAS 2024).

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

For collective bargaining to occur, four conditions must be met, firstly, there must be organisation on the part of employers and employees. Secondly, a substantive agreement implemented. Thirdly, there must be a procedural agreement and finally employees and employers must be able to impose sections so they can both reassess their positions in terms of the demands they request of each other (Gennard&Judge,2013,PG341)
The purpose is to negotiate existing terms of employment, these may include working conditions, wages and benefits or job security. When collective bargaining occurs, decisions are made by trade unions on half of employees, if this were to lead to an agreement it would then be called a collective agreement (Daniels,2022).This process may take place through a voluntary agreement or may be forced upon if a union implements formal union recognition process (CIPD,2023E)
Preparation prior to the negotiation includes employers providing relevant information to the union to support the process where key issues are identified so the union can develop their negotiations (GOV.UK,2015). Collective bargaining allows for continuous improvement of workers by giving them representation through the union, whereas employers can benefit by resolving disputes to help reduce incidents of industrial action taking place (ILO,2013).
If bargaining arrangements break down, and a dispute arises, a trade union may take industrial action, including a strike (CIPD,2023E). There are concerns regarding collective bargaining that can impact businesses dramatically, this process can be lengthy and can impact productivity and performance. This also can cause tension between employees and employers (Hay,2022).
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