Assignment 1: 
Scenario
Go Quest is a privately owned company that has accepted union recognition for its employees. It produces high-end adventure clothing and has seen a consistent increase in growth during and post the pandemic. You have recently taken on the role of Employee Relations manager at Go Quest and at your first meeting with the Directors they explain that they are keen to draw on your knowledge and experience of working in the public sector within employment relationship management as this is an area that the company management seeks to improve. They have asked you to produce a report for senior and line managers that provides them with knowledge and understanding of approaches to employee voice and how these can be best used to foster engagement, performance and better working lives. Additionally, they need to understand the different forms of workplace conflict behavior; disputes and sanctions; the role and main provisions of collective employment law; third party interventions; and managing discipline and grievance resolution.  
To complete both sections of the report, you should provide written responses to each of the 16 points below, making appropriate use of academic theory, case and statutory law, research and good practical examples to substantiate your response and illustrate key points.  
[bookmark: _Hlk102485723]Section One 
The first section of the report should provide knowledge and awareness to Go Quest’s management on approaches that might be adopted to facilitate direct and indirect forms of employee decision-making processes and support engagement, performance and better working lives.  
To assist the reader, please make use of headings and assessment criteria references to signpost the assessment criteria being addressed.
1) Review emerging developments to inform approaches to employee voice and engagement. (AC 1.1)
Guilford and Young (CIPD 2021) state that employee engagement, over the past two decades has become firmly embedded in HR practices.  
In recent years, factors such as the rise in technology and working from home or in a hybrid scenario has meant that employers need to act to retain talent and facilitate the employee engagement that’s so important to employees. 
Admiral Group Plc for example allow all employees equal opportunity to access all training packages regardless of their place of work, they empower employees to set their own PDPs and objectives with full access to a performance management tool, regardless of job level and length of service. This encourages engagement, increasing self-development, which in turn, will benefit the business.
A rise in social media platforms inside the workplace is also changing the scope of employee engagement although some employers consider it a threat to the workforce. These types of platforms are good at facilitating and encouraging direct voice.  They also appeal to the younger workforce although can be a challenge for those older employees.  



There is a marked difference between employee voice and employee engagement. Both are important. There is a need for employee voice 
‘Employee voice means individuals are able to safely put forward their viewpoints on their work, irrespective of where, when and how they do their work. When employee voice channels work effectively, employees can feel valued, trusted and influential. In turn, this can increase their job satisfaction and performance.’ (CIPD)
There can also be a direct link between reduced absenteeism and the success of employee voice. 
There are many employee voices – be it direct or indirect voices, collective or individual. GoQuest will find the collective voice strong but may complement individual voice channels also. There is room for both in the workplace and management should encourage and facilitate voice as much as possible.
‘Communication, communication, communication. You can almost never over-communicate.’ (Henry Engelhardt 2016)

2) Differentiate between employee involvement and employee participation and how it builds relationships.  (AC 1.2)
Employee involvement and employee participation are both types of employee voice; both have an important place in a successful organization 
‘embracing the process of employee participation and employee involvement can produce a workforce that’s more motivated and employees who have greater job satisfaction because they feel as if they’re an integral part of your company. This can help you retain your best employees for a longer period of time, which means improved continuity and greater workplace productivity. A careful balance of participation and involvement can also ensure that your employees complete projects on time with greater efficiency. The key is to constantly monitor your work process to determine whether participation versus involvement levels is optimal.’ (Quain, 2018) 
Employee participation is the act of working together to achieve a goal.  There is an onus on the employee to contribute whatever their role and level. In the right environment, it gives opportunity to be inclusive and diverse, with team working being achieved. This often results in a boosted employee morale and a sense of collective achievement. 
Employee involvement on the other hand is about the opportunity that the employer provides for employees to influence and take ownership. A successful implementation of employee involvement could result in employees making important decisions without management approval. Quain concludes that this is often difficult in hierarchical organisations where senior managers traditionally make the important decisions. 
Both employee participation and involvement can help build a motivated workforce that can achieve projects and improve the business together. This is a great tool to attract and retain talent so GoQuest managers should explore both concepts together. 
‘when your team is directly involved in decisions and policy changes that impact their job, they know your organization values them. And this could make all the difference between retaining key talent and seeing them walk out the door.’ (Masionis 2022)

3) Assess 3 employee voice tools and 2 approaches that might be used to drive employee engagement. (AC 1.3)
‘’Employee voice is the way people communicate their views to their employer and influence matters that affect them at work. For employers, effective voice contributes to building trust with employees, innovation, productivity and organisational improvement. For employees, self-expression in voice often results in feeling valued, increased job satisfaction, greater influence and better opportunities for development. Employee voice is important in creating inclusive working environments too’’ (Peters 2022)
It is therefore paramount that GoQuest management facilitate and encourage multiple voice tools such as
1. Surveys- provide an avenue to reach all employees efficiently and quickly. Surveys can be anonymized which is popular with staff as they can be honest without fear of repercussions although the anonymous nature of the answers can be problematic for the employer. Data can be both qualitative and quantitative and surveys can be repeated at agreed points in the year to track organization strategic aims. Failure to respond and act on feedback can result in disengagement and low completion rates for future surveys. 
2. Face to face -Tried and tested approch E.G 121s, team meetings, management team parties, town hall events. These can provide an opportunity to probe and get to the bottom of concerns or questions which is difficult to do with other tools. 
3. Online Platforms – promoting discussions and encouraging suggestions, employees can have their voices heard as frequently as they need. Feedback and responses can be provided quicky. They are accessible and available for all to see which provides transparency and avoids speculation. Training to the older workforce population who may not be familiar with using a social platform as a employee voice tool should be considered. There is also the need for robust guidelines and people policies to eliminate employee misuse of distraction. 
GoQuest management should lead from the front and become an ambassador for the employee voice culture. A reward framework can be designed to encourage engagement if necessary. 

4) Critically evaluate the interrelationships between employee voice and organizational performance. (AC 1.4)
Evidence suggests that a heard employee voice contributes to a better workplace. 
Hive (2023) states that employers who listen to their employee’s voices and act accordingly are 
· 3.6 x more likely to innovate effectively
· 6.6x more likely to adapt well to change
· 8.5 x more likely to satisfy and retain customers
· 8.4 x more likely to inspire a greater sense of belonging
· 12 x more likely to engage and retain employees
‘Wellbeing, commitment and innovation are negatively impacted when employees feel they are without ‘voice’ in their organisation’. (CIPD)
Go Quest should, whenever possible, encourage employees to express themselves on matters that are important to them in their work. All current evidence suggests that an employee who feels heard and a management who responds to the voice of the employee is a more productive and successful workforce. People are more likely to stay in an organization where they feel heard. 
‘Voice can satisfy the need for autonomy in two important ways. The first is the ability to freely express one’s needs, beliefs, choices and preferences. Self expression allows people to distinguish themselves from others, and validate their beliefs about who they are’ (Voice Positioning Report CIPD September 2017)
By not encouraging or providing an opportunity for employees to have a voice, organisations risk ‘active silence, such as choosing not to speak up as an act of protest, can be equally as or more important than speaking out’ (Wilkinson et al 2014). 
Tim Besley summarises ‘there is an increasing understanding that people are the source of productive gain, which can give you competitive advantage.’(2019). 
By using the ideas and researching the references mentioned in other questions, GoQuest can strategies and deliver a robust, accessible and forward thinking engagement plan which will no doubt benefit not just the employers but the organisation’s performance. Tangible benefits could include reduced absence rates and attrition rates. 

5) Explain the concept of better working lives and how this can be designed. (AC 1.5)
Philosopher Albert Camus once said ‘Without work all life goes rotten but when work is soulless, life stifles and dies’ (Albert Camus 1979). 
Its is so important for GoQuest managers to understand the importance of their role in making the workplace a good place to work as this will immediately impact the employee and having unequivocal gains on both the workplace performance and the employee’s work life. 
‘We believe that good work is fundamental to individual wellbeing, supports a fair society and creates motivated workers, productive organisations and a strong economy’ (CIPD, 2019)
By introducing fair and competitive policies in relation to pay, benefits, flexible working and contracts, employees can feel safe and valued in the workplace. It’s clear that when an employee feels valued, their contribution to the workplace is increased. GoQuest should consider how to offer opportunity to develop to all employees to foster a culture of always improving oneself. This can build a culture of feeling fulfilled. A strategy to achieve a better working life can be designed with employee input. Use the voice tools discussed in Q3 to canvas opinion and act on what’s important to your employees. A good work also strategy includes the need for management to be responsive and sympathetic to individual situations.   
GoQuest’s performance of fostering a good workplace can be measured regularly based on employee’s responses to policies, engagement levels and general morale. Data such as sickness absence and attrition data can also be insightful in understanding whether the company has it right. Balance is key as is always looking for improvement. In a world where the employment market is aimed at the employee, GoQuest needs to have an open mind and innovative approach to attract and retain talent. 

























Section Two
This section of the report needs to provide understanding to Go Quest’s managers on the different forms of conflict behavior and dispute resolution and how to manage performance, disciplinary and grievance matters lawfully. You need to 

1) Distinguish between organizational conflict and misbehavior, and between informal and formal conflict. (AC 2.1)
There is a difference between recognized organizational conflict and misbehavior. Conflict can present itself as strikes, negative behavior etc whilst misbehavior is expressed by absenteeism, walking out or sabotage. Misbehavior in the workplace can be considered lack of respect for the organization and a sign that there are cracks in the foundations. 
Informal conflict is often unavoidable and is characterized by things such as differences in personalities and working styles. Conflict is often impulsive. 
Formal conflict can be clashes between management and employees, a difference in perspective, a lack of trust etc. 
Informal and formal conflict often need to be resolved differently. 
I would recommend all GoQuest managers listen to the CIPD Podcast on Shifting the Perception of workplace conflict. It’s an interesting panel of HR professionals sharing their experiences and views. They discuss the benefits of conflict and the need for leaders to ‘harness benefits from constructive conflict’. ‘Don’t ignore conflict, embrace it. Its your job to do so’. (Nigel Cassidy 2020). The panel deal with the idea that having conflict out in the open is positive. The panel refer to this as ‘Smart Fights’ or ‘Constructive Controversy’. Managing conflict successfully can demonstrate that employees can be part of an inclusive work environment. 
2) Distinguish between official and unofficial employee action (AC 2.2)
‘Where unions are recognised in a workplace, they will typically have the trust of their membership and can act as a powerful feedback mechanism.’   (CIPD n.d) 
Official employee action is therefore structured and has to follow legal rules. The Trade Union will organize a ballot, employees will vote and either negotiation or action will be proposed. Trades Union must provide 14 days notice to employers of any industrial action. When the employee acts within the rules of the Trade Union, they are exempt / are immune from action. This is what GoQuest management need to familiarize themselves with as an employer who has recognized trade union status. 
Unofficial industrial action on the other hand is behavior or action taken that falls outside the definition of official action. It does not provide protection for the employee if action is taken as it’s deemed unlawful. They are not exempt from dismissal etc. The unofficial action is not recognised and will often be spontaneous in its nature, poorly planned and at times, without real thought or collective agreement. An example of this is the refusal to work overtime in protest of workload increases. 

3) Assess emerging trends in the types of conflict and industrial sanctions. (AC 2.3)
Emerging trends include action such as the Life Black matters protests of 2020 which has led to the indirect review and guidance of reporting on ethnic pay gaps. The CIPD published their guide in 2022 confirming that in the absence of legislation, employers should aim to ‘voluntarily compile ethnic pay reports’ to tackle the inequality in ethnicity pay gaps. (CIPD n.d). Other emerging trends are considered the rise in picket lines and protesting with the repots claiming 843,000 days were lost In December 2022 although this is lower than the days lost back in the 1970s and 1980s were factory picket lines were more frequent. (ONS 2023).
There is also constant media publishing of our NHS junior doctors on strike. The office for National Statistics reports that ‘Between 1999 and 2018, pay disputes accounted for around 75% of all working days lost because of workplace disputes’ (2023). The Guardian reported on 26th July 2023 that ‘Health service leaders want an end to the pay row after figures showed that strikes in England over the past eight months has already led to 819,000 appointments, operations and procedures being postponed. The figure is likely to top 1m unless the dispute is resolved.’ (Andrew Gregory). The doctors are striking for shorter but more frequent periods in their masses. By constantly striking and maintaining their stance, these employees are being heard and causing widescale disruption to their employer, the NHS. This is an example of a sanction being applied.  

4) Distinguish between third party conciliation, mediation and arbitration. (AC 2.4)
Conciliation –Reconciling disagreeing parties with involvement from a 3rd party.   They act as a go between but do not make recommendations of how to resolve the issues. Their role is building bridges and facilitating conversations, encouraging disputing parties to resolve the issues between them. 
Arbitration –often considered a last resort and requires both parties to consent to the intervention. Involves a 3rd party who reviews and discusses both negotiation stances before making recommendations of settlement which are binding. The disputing parties cannot disagree or ignore the recommendations. This action is considered ‘last resort’ as it removes any power or negotiation from the disputers. 
Mediation – This is when a 3rd party makes recommendations. Recommendations are not binding. They can be agreed to, disputed or negotiated upon. The process is cheaper, informal and quicker. 
ACAS is a popular choice for the ‘3rd party’ but independent HR consultants can also be employed. They must be neutral.
These actions can be used in both individual and collective disputes and the advantages of these include a fair (and legal) settlement of disputes, managing the conflict in a calm and transparent way and perhaps above all, bringing an end to dispute and restoring calm in the workplace. 
‘Mediation is especially effective when used at the initial phase of any disagreement, before conflict escalates in the workplace. An early intervention can prevent both sides from becoming entrenched, and the situation turning into a full-blown dispute. It has been shown to reduce levels of grievances and, where these would have led to a tribunal, it provides a far cheaper response than the employment tribunal process’ (Young, 2022). 

5) Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues. (AC 3.1)
A definition of capability issues is when an employee is not able or performing in their role. A conduct issue is when the employee has done something that’s unacceptable and in breach of the policies at work. These are only two of many more reasons why an employee could be dismissed. 
Whilst both capability and misconduct are legitimate reasons to dismiss an employee in line with the Employment Rights Act 1996, GoQuest management have a responsibility and duty to act reasonably and professionally and within the realms of this legislation. To be fair, GoQuest should follow the ACAS Code of practice on disciplinary and grievance procedures. These are the minimum guidelines that should be followed. An employer must always act fairly and reasonably and demonstrate that a robust and transparent process was followed in the decision to make that dismissal. 
The guidelines set out in this code of practice includes advice on whether an employee should be accompanied, the warnings or notices needed, the different sanctions possible instead of dismissal, whether the time off awaiting disciplinary is paid etc. It also emphasizes the training needed for people managers, the importance of note taking, the appeal process amongst other practical advice. 

6) Analyse key causes of employee grievances. (AC 3.2) 
‘An employee grievance is a concern, problem, or complaint that an employee has about their work, the workplace, or someone they work with—this includes management. Something has made them feel dissatisfied, and they believe it is unfair and/or unjust on them (Bright HR, 2010)’

There are many triggers that can lead to employee grievances –
· Poor management or communication from management 
· Contractual changes that affect the employee negatively 
· Pay or Reward issues 
· Working conditions or lack of flexibility in the workplace
· Bullying or harassment issues
· Lack of career progression opportunity
· Unfair treatment or inequality amongst workers
· A current collective agreement not being fit for purpose

The list above is not exhaustive and it’s true that grievances can be brought by the individual or as a collective. GoQuest management need to explore some of these causes and be prepared for them – review your policies and processes. Look to prevent employees from needing to feel aggrieved. 


7) Explain the skills required for effective grievance and discipline handling procedures (AC 3.3)
As the CIPD Factsheet sets out 
‘Line managers and any employees involved in managing disciplinary and grievance matters must be properly trained in the organisation’s policies and procedures and know how to implement them. All disputes should be handled in a fair and consistent way across the organisation.’ (CIPD 2020)
The skills required include but are not limited to 
· Listening actively
· Questioning appropriately
· Investigating thoroughly and without preconceptions or bias
· Ability to carry out a thorough investigation which should include interviews of relevant parties
· Mediating and getting to the root of the issues 
· Adequate note taking
· The ability to be objective and minimizing all biases 
· empathise
· Knowledge of the rules and people policies in place 
· Being fair and transparent 
· Use open questions - invite the employee to propose a resolution. If this isn’t possible, explain in detail why it isn’t and make an alternative proposal
· Use a mediator if the need arises. 
· Setting out clear actions and deadlines. Chase these actions.
· Ensure a transparent appeal process.

A skills gap analysis could be useful for determining where the people managers strengths are and what needs training. GoQuest staff should be confident in their skills. 

8) Advise on the importance of handling grievances effectively (AC 3.4)
GoQuest management must remember that any employee grievance should be dealt with quickly and effectively. There are many reasons why its so important to get it right; not least the importance of maintaining a good relationship with the employee in question and their peers. If the grievance is not resolved quickly, this can become difficult for all involved and impact negatively on the employer’s reputation and the morale or culture of the workforce. Poor morale can lead to increased sickness absence, poor productivity, withdrawal of good will and heavily impact the psychological contract between employee and employer. 
Handling grievances effectively also reduces the risk of legal claims such as employment tribunal cases. ACAS suggests that conflict costs the UK economy £28.5 billion a year derived from 
· An average of 374,760 formal grievances per year
· Estimated 1.7 million formal disciplinary cases in UK organisations each year
· Average of 428,000 employees dismissed per year 
These stats alone should encourage all people managers to do what they can to resolve employee issues within the workplace and outside of formal or legal grievances. 
ACAS code of practice has 47 clear points which will support GoQuest in dealing with these and should be referred to ahead of the process taking place.  All efforts should be made to provide training on handling grievances to all people managers. 
9) Explain the main provisions of collective employment law (AC 4.1)
Collective employment law is the employment laws which relate to trade unions, rather than individual rights. It sets out what can be expected between trade unions and employers. 
The main provisions of the law includes
-the statutory recognition procedure and the need for unions to apply to the CAC (Central Arbitration Committee) to be recognized in order to carry out their work for their union members. A request to the employer for recognition status must be done before this. The employer has 10 days to respond and 20 days to negotiate if needed. To succeed in an application, the employer must have a minimum of 21 employees. 
- details on when and how to conduct a ballot for union recognition. CAC can conduct this ballot. Before the ballot takes place, the union and the employer will need to agree a way in which they can meet, and provide information to, the workers in the bargaining unit. CAC can decide these agreements in the event of mutual consent and decisions (CAC 2016) . 
- Any collective agreements e.g hiring /firing are only binding when in writing 
- Unofficial and official industrial action including picketing lines and strikes etc. 
The Trade Union Act (2016) provides extensive information around collective employment law and should be referenced GoQuest management in their development to understand the Trade Union recognition they have recently approved. 

10) Compare the types of employee bodies, union and nonunion forms of employee representation. (AC 4.2)
Union representatives in the workplace have rights and will be entitled to paid time off, provided with facilities and training to enable them to carry out their duties. As the ACAS guide summarises, ‘they are protected from dismissal or detriment in carrying out their duties or in standing for election’  (ACAS 2021) 
There are 9 type of union representatives which include Pension representative, ‘TUPE’ representative and workforce agreement rep. These roles and their rights are covered in the ACAS guide. 
ACAS’s report summarises the different needs these representatives have and the need for a common sense approach when dealing with such representatives as an employer. 
Around half of the employee representatives in the UK are non-union. There is no legal right to time off or protection for these employee representatives.
An example of a nonunion form of employee representation that I have seen work successfully in a previous employer (Admiral) was a Employee Consultation Group (ECG) which gave employees a collective voice. An individual was voted into the role by their colleagues and would represent their area, gathering feedback of important issues and important information. The ECG group also had a collective voice to escalate matters to the Board of directors which gave employees the confidence that the forum and the mechanics behind it would work for them. 

11) Evaluate the purpose of collective bargaining and how it works (AC 4.3)
Collective bargaining is the official process recognized in the workplace whereby unions negotiate with employers on behalf of their members. This is done to improve the terms and conditions of employment.
There are specific responsibilities for both the employer and the trade union when pursuing the act of collective bargaining. ACAS sets these responsibilities out well in their Code of Practice report.
-An employer must – be open and helpful. Justify and evidence any refusal to provide the requested information. When requested by an authorized trades union, the information should be provided in a comprehensive and easy to understand format, as quickly as possible. 
The Trade Union must- request the information required in good time, be specific in their requests in order to avoid misunderstanding and excessive costs. There is also a duty for trade unions to work together, if more than one is recognized in the workplace. Negotiators should be fully trained and equipped to understand data and information when participating in collective bargaining. 
‘’We can all achieve more together than we can alone. When working people band together, they’re much more likely to get decent wages and be treated well at work.’’ (www.tuc.org.uk, n.d. )
Most collective bargaining is voluntary and the employer can benefit from the action e.g negotiating terms for large groups in one action. 
However, the law does insist the most reluctant or hostile employers recognize unions if enough of their employees become union members. 
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