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1)  Review emerging developments to inform approaches to employee voice and engagement. (AC 1.1)

Having a voice at work can improve relationships between employers and employees and have a profound impact on people's working lives (CIPD, 2023a). Organisations need to adapt their strategies for employee voice and engagement in response to changes in the business environment. Numerous emerging developments are happening in the world of organisations today. Some of these are technology and digital platforms, remote and flexible work, employee wellbeing, and work-life balance. Go Quest can implement some of these developments to improve employee voice and gain trust with the employees in the organisation. 

Employees who experience support and value at work are more likely to be motivated and engaged, according to academic research (CIPD, 2021a). To support employee well-being, organisations are now focusing on creating a healthy work environment, supporting work-life balance, and providing opportunities for both personal and professional growth (CIPD, 2023b). This could mean offering chances for training and growth, mental health support services, and employee assistance programs. 

Since COVID-19, there has been an increase in remote work, which has had an impact on employee voice and engagement (CIPD, 2021b). However, in the context of a pandemic, when it can be more challenging to assess employee trust, motivation, and opinion, the risk of employee silence is especially pertinent (Woodfield, 2022). To maintain engagement and connectivity among their remote workers, organisations need to devise inventive strategies. This involves using technology such as video conferences and instant messaging to facilitate virtual team meetings and collaboration (Levit, 2019). Organisations are providing remote workers with the same resources and opportunities as in-person employees, such as training and development programs, to help them feel valued and involved. 
 
2) Differentiate between employee involvement and employee participation and how it builds relationships. (AC 1.2) 

The process by which employees are engaged in various organisational roles, such as decision-making, can be referred to as employee involvement. Engaging employees in the planning and decision-making process may improve employee satisfaction, mental health, and productivity and efficiency of the business (Taylor and Woodhams, 2022a, p. 18).

Employee involvement, on the other hand, refers to a scenario in which management shares practices with employees directly to solicit their input and cooperation. Some examples are listening to groups and employee surveys. (Taylor and Woodhams, 2022b, p. 15). 

Employee participation is the term used to describe a situation in which employees take part in organisational decision-making through participation; this arrangement is like but distinct from a union. Some examples are consultations, suggestion schemes and employee forums (Taylor and Woodhams, 2022c, p. 16)

The establishment of robust relationships between employers and employees is contingent upon the involvement and participation of employees. Employee engagement and commitment to the organisation are higher when they perceive that their opinions are valued and that they are being heard. Moreover, when workers participate in decision-making, they are more likely to accept and support the decisions that are made (Young, 2023). 

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

 
For Go Quest to improve its employee engagement several employee voice tools and approaches can be used. An effective employee voice strategy combines a variety of tools and techniques, such as workplace gatherings, communication campaigns, surveys and polls along with the use of employee feedback, and email correspondence. 
 
As People Management, (2018) state, it is what employees feel on a day-to-day basis, about what they are talking about. That is employee voice.”  
 
People managers can use listening/focused groups, as an employee voice tool, to increase employee engagement within their organisation. People managers can conduct focused/listening group discussions with employees to get their opinions on various organisational developments to increase employee voice and engagement. Enhanced creativity, higher job satisfaction, better performance at work, and higher employee engagement can all result from effective listening (CIPD, 2022). However, a drawback for listening/focused groups is that the validity and quality of the data may be impacted by the moderator's abilities, style, or bias. (Martin, 2023). 
 
Another employee voice tool that is relied on in organisations is engagement surveys. This gives managers information about employee levels of engagement on several matters (Taylor and Woodhams, 2022d, p.19). According to CIPD (2023c), they are beneficial since they can assist organisations in better understanding engagement and informing unofficial decision-making regarding actions. 
The complexity of collecting, evaluating, and applying employee survey data, however, frequently prevents action and change (Garrad and Hayland, 2020). 
 
Having a one-to-one meeting with the manager is a crucial component of the professional lives of many individuals, providing a platform for collaboration, exchanging individual thoughts, and contemplating team and organisational concepts. Meetings that are needless or poorly organised may be harmful to the productivity and well-being of employees. On the other hand, participants who perceive meetings as effective are more likely to show up, have positive attitudes toward them, and behave well during them. (CIPD, 2023d). 
 
An approach that is getting more popular with organisations is the use of social media. A positive for Go Quest to use social media is that the employees can interact with one another to create and share content and thoughts. It is driven by people communication. Encouraging employees to voice their preferences, ideas, and opinions can directly increase productivity (CIPD, 2013). Social media can only be a useful voice channel if leaders answer back; if not, it could end up serving as a place where irate workers air their grievances (Baczor, 2017). 
 
Another approach that would work well for Go Quest as it is privately owned is the use of a benefits/rewards package for the employees. This could be, additional indirect financial compensation, health care, and discounts to name a few. Managers need to fully support the organisations commitment to rewards/benefit packages otherwise it is likely to fail (Taylor and Woodhams, 2022e, p.77). Having these in place will help attract new employees and retain and motivate current employees (CIPD, 2024a). 
 
4) Critically evaluate the interrelationships between employee voice and organisational performance. (AC 1.4) 
 
The correlations between employee voice and organisational performance are intricate and multifaceted. 
The ways and means by which employees try to have a say about problems or potential problems in their jobs are known as employee voice (Taylor and Woodhams, 2022f, p.15). The number of daily tasks and goals that an organisation completes, as well as its overall performance, are referred to as organisational performance. 
 
“Employee voice can be facilitated by employee involvement and participation (EIP).” 
Over the last 30 years there has been the continuing growth of EIP and the reduced number of union power, which would have had an influence on Go Quest (Marchington et al., 2021a). 
 
Figure 1. Positive points for employee voice and organisational performance. 
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Giving your employees a voice to communicate their thoughts and identify any problems or potential problems that can be resolved will increase employee retention, improve engagement because the employees will be more effective in their roles, and decrease workplace conflicts because they will feel more comfortable speaking candidly (CIPD, 2023e).

 







Figure 1.2 – Negative points of employee voice and Organisational Performance  
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It is imperative that the managers consider the feedback provided and devise a plan of action to tackle the issues raised, to prevent the employees from feeling overlooked. If managers cannot adjust to receiving feedback, this can have a detrimental effect on employee happiness and morale. Unresolved issues at your organisation may result from their lack of confidence in giving honest feedback if they are uncertain about the anonymity (Jha et al., 2019) 

A company that has good organisational performance because of their employee voice is Mrs Bucket Cleaning Services. Mrs Bucket has annual awards for their employees, which the employees themselves get to vote for. Allowing them to have their opinions and matters heard. This has a positive effect on the morale of the employees and the organisation in whole. 
“Our colleagues are the backbone of our business, and recognising and rewarding their efforts is a top priority “(Mrs Bucket, 2024). 

Giving your employees a voice is one thing, but if management does not listen to them or act, it is meaningless (Marchington et al., 2021b, p. 552) 

In: ‘EIP systems failure: Bundaberg Hospital and Boeing’ (2005) A doctor was estimated to have caused eighteen deaths through negligence. Several employees had reportedly raised concerns over the doctor spanning over two years, but they had not been acted upon. In the end an employee, a nurse acted as a whistleblower and went outside of the EIP (employee involvement participation) and approached a member of Parliament to make sure action was taken. The EIP system within the hospital was not taken seriously. 
 
 







5) Explain the concept of better working lives and how this can be designed. (AC 1.5) 
 
For Go Quest to achieve better working lives for its employees CIPD have a particularly good meaning for “better working lives” which is a good example to follow. 
Good work, according to CIPD, is essential to people's well-being, fosters a robust and equitable society, and produces motivated employees, effective businesses, and a robust economy. 
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Making sure all Go Quest policies are up to date and that they are family-friendly will have an effect as there are several that play into your employees having a better working life, some of these being, flexible working, maternity/paternity/parental (Marchington et al., 2021c, p. 185)

Having an updated Flexible working policy. This can play a huge part in employees having better-working lives. As CIPD, (2024b) clearly states, an organisation's overall wellbeing, job satisfaction, and employee engagement can all be improved with flexible working. Allowing people to choose where, when, and how many hours they work is known as flexible working. 

One of the main aspects of better working lives is having a work-life balance. A person having sufficient control and autonomy over where, when, and how they work to enable them to fulfil their responsibilities both inside and outside of work is the definition of work-life balance (Taylor and Woodhams, 2022g, p.236). 

Go Quest can offer packages or benefits to its employees based on performance. These could be vouchers for childcare, food, etc. Benefits for employees are a means to draw and retain talent, enhance well-being, and promote necessary behaviors, accomplishments, values, and competencies, giving a better working life (Cotton, 2024).
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1) Distinguish between organisational conflict and misbehaviour, and between informal and formal conflict. (AC 2.1)
Conflicts will inevitably arise at work between employees or between employees and management due to a difference in opinions and views. If conflict is not resolved quickly and appropriately, it could be costly or even disruptive for the organisation. Unitarist would argue that conflict does not exist as they believe all employees are united, however according to Pluralists, conflict can be advantageous and facilitate the resolution of problems. (Taylor and Woodhams, 2022h, p.2)
Conflict these days is more often linked to privately voiced complaints (Taylor and Woodhams, 2022i, p.20). A report that was conducted in ACAS (2021) states conflict costs UK organisations and employers about £28.5 billion annually or roughly £1,000 per employee. 
Whereas you have misbehaviour which could be employees walking out, being disrespectful and theft (CIPD, 2024c). 
There are three different types of misbehaviour (CIPD, 2020a) - 
Type-O - which aims to benefit the organisation by, for example, trying to defraud the government.
Type-S - the purpose is to benefit the individual.
Type-D - which aims to cause damage to the organisation.
Informal conflict occurs when there are disagreements, small altercations, and disparities in viewpoints. Industrial action, such as refusing to work overtime or fulfill specific contractual obligations, is a type of formal conflict.
Conflict does not always have to be negative. When employees participate in constructive dialogue and debate to settle disputes and find solutions, as opposed to negative behaviors like personal assaults or defensiveness, this is referred to as positive conflict (Lierde, 2023).
Go Quest should ensure that any conflict is handled in the appropriate manner and that employees are made aware of the appropriate method to address it.

2) Distinguish between official and unofficial employee action. (AC 2.2)
The Trade Union and Labour Relations (Consolidation) Act of 1992 and the Employments Rights Act 1996 contain provisions pertaining to industrial action law that employers, employees, and trade unions must abide by.
Official industrial action occurs when employees protest a given organisational aspect and when a trade union has complied with all legal regulations. This encompasses the provision of a ballot for members to cast their votes.
During official industrial action, workers are protected by the industrial action law. An example of official action could be when employees decide to strike, they refuse to work until there has been any progress, picketing and formal grievance. Picketing is not unlawful in itself however mass picketing is likely to be classed as unlawful.
As found in Thomas v National Union of Mineworkers (South Wales) (1985) An injunction was imposed that put restrictions on the members of the picket (Daniels, 2022d, p. 231)
When there is an unofficial industrial action a trade union may take action without adhering to the legal regulations, or employees may engage in actions that are not authorised by the union (ACAS, 2024a). For example, the employees might decide to go on strike without informing the union because they want a salary increase which may go against the policy of the organisation. Employees are not protected by the law when unofficial action happens and could face disciplinary or even legal action.
The expectations of the employees should be laid out in their contracts and made clear by Go Quest.

3) Assess emerging trends in the types of conflict and industrial sanctions. (AC 2.3)
Watt (2024) state that less collective disputes and more complicated individual cases are being heard by the employment tribunal. It is evident that employers still face difficulties in the current business climate.
Disparities in working or personality types are the most frequent source of conflict among coworkers; these differences can cover a wide range of tensions (CIPD, 2020b) due to a lack of standard rules and guidelines, such as an absence policy or lack of transparency around professional goals. Within and outside the office, there is always the possibility of conflict between employees, people, co-workers, line managers, and direct report personnel. Ineffective and delayed conflict resolution can worsen the situation and spark industrial action.
To reduce disruptions, workers are now monitoring shorter strikes. This is the situation where workers keep working but reduce the amount of labour they do. This means refusing work that is optional in their contract, for example refusing to work overtime (ACAS, 2024b). To guarantee the public's ability to continue receiving essential services during strike action, the government passed the Strikes (Minimum Service Levels) Act 2023 (Gov.uk, 2023a).

4) Distinguish between third-party conciliation, mediation, and arbitration.
Finding a mutually agreeable solution to a dispute that has resulted in or is anticipated to result in a claim to an employment tribunal is the goal of third-party conciliation.
An impartial, unbiased third party will discuss the issues to try to reach a consensus both before and during the employment tribunal. This process is known as third-party conciliation. A conciliation will not change the employment tribunal's decision (ACAS, 2022a). If an agreement cannot be reached than the claim can go to a Tribunal.
Mediation is a voluntary, private process in which two or more disputing parties hold talks with the help of a mediator, an unbiased third party, to come to a mutually acceptable resolution (Taylor and Woodhams, 2022j, p.23).
Arbitration is a means of settling disagreements about unjust termination and flexible work schedules. An impartial third party, known as an arbitrator, assesses the case and renders a legally binding ruling (Taylor and Woodhams, 2022k, p.23).
An instance of this within an organisation might be a human resources professional mediating a disagreement between a worker and a manager regarding claims of harassment at work and assisting them in coming to a mutually agreeable resolution. Go Quest should base on the type of conflict, intended results, employment and economic cycles, and the parties' willingness to engage, select the best course of action. 

5) Explain the Principles of Legislation Relating to Unfair Dismissal in Respect of Capability and Misconduct Issues (AC 3.1)
According to Section 94 of the Employments Rights Act 1996, an employee is entitled to be free from unfair dismissal by their employer (Daniels, 2022a, p.168). When an employer dismisses an employee without a good reason, it is known as an unfair dismissal.
The ability of an employee to perform their duties is known as capability. If there is no control over it for the employee, it is usually a capability issue. For instance, if an employee is ill or disabled and cannot perform their job duties and cannot benefit from accommodations or support from the organisation. It is also important to keep in mind the Equality Act 2010 when dismissing an employee in relation to ill health. 
If Go Quest want to dismiss an employee on capability grounds then they must follow the Capability policy (if there is one) or follow a performance management policy should be followed (ACAS, 2022b), if they do not there could be grounds for an employment tribunal of unfair dismissal.
In: ‘Archibald v Fife Council’ (2004). The House of Lords supported the claim of disability discrimination and stated there should have been adjustments for disabled employees.
Usually, misconduct falls into one of two categories:
· Gross misconduct, such as theft, assault, or vandalism, may lead to a summary dismissal (a dismissal without notice).

· Misconduct is a less severe offence that is typically addressed with disciplinary warnings. The possibility of being dismissed exists if the offence does not stop. This could be inattentiveness or foul language (Daniels, 2022b, p.171). 
In ‘Bowater v NW London Hospitals NHS Trust’ (2011) A nurse was dismissed due to being in a team that struggled to restrain a patient. It was alleged that they acted improperly and that a lewd comment was made in a public area. The Court of Appeal found that the dismiss was in fact unfair.
If a case were to go before an Employment Tribunal, they would decide whether Go Quest conducted a thorough investigation and adopted a reasonable course of action, not whether the employee had engaged in misconduct (Daniels, 2022c, p.171). This could cause financial implications on the organisation. 
For a dismissal to be fair there must be a fair reason and a fair procedure must have been followed including hearings and warnings. This can be done following ACAS Code of Practice (ACAS, 2020a).

6) Analyse key causes of employee grievances. (AC 3.2) 
Any employee who works at Go Quest can formally mention a concern or a complaint with their manager through a grievance procedure. They believe that bringing it up informally has not been effective, and they do not want it handled that way because it is a profoundly serious matter, like sexual harassment or whistleblowing (ACAS, 2023a). Go Quest should have their own disciplinary and grievance procedure that falls in line with the ACAS code, which can be found on the ACAS website. Management should have sufficient training on how to conduct a grievance and the importance of employee relations. 
An employee can raise a grievance at any time if they are unhappy with any aspect of their work. This could be due to their pay, working conditions, disagreements with coworkers and so on (Unison, 2023a). These days however, grievances are more often linked to individual forms of conflict (Taylor and Woodhams, 2022l, p.21).
ACAS (2021) estimate that 374,760 formal grievances are filed annually on average. According to estimates, a formal grievance typically costs £951 in management time.
Capital Law (2023) found that the primary three reasons for employee grievances are: Bullying or harassment (67%) Relationships with managers (54%) Relationships with colleagues (49%). 
By ensuring that they managers encourage a positive work-life balance and maintain open lines of communication with all their employees, Go Quest can lower the amount of employee grievances. For managers to be able to conduct these tasks they should be given the correct training. 

7) Explain the skills required for effective grievance and discipline-handling procedures. (AC 3.3)
Most important skill is for the manager to not be biased. Effective management of grievance meetings and disciplinary hearings requires preparation, familiarity with relevant policies, and confidence in one's abilities. A manager can practice and enhance their questioning, note taking and active listening techniques with the aid of roleplaying and planning.
Some skills required for an effective grievance and disciplinary procedure would be to have effective communication with the employee, poor communication can result in misunderstanding and mistrust (Sapungan et al., 2019). Having good critical thinking skills, to be a good listener and always remain practical, being empathic can help as you can see view it from the employees' side (ACAS, 2023b). 
Managers at Go Quest should consistently engage in the practice of active listening. This is where they will make a conscious effort to not only comprehend the words spoken by the employee, but also comprehend the complete message being conveyed (Mindtools, 2022). 




8) Advise on the importances of handling grievances effectively (AC 3.4)
Go Quest should always follow their policy when managing any grievances or look to ACAS for support. 
When an employee files a grievance, management should address it quickly and effectively. It is true that handling complaints can be difficult and time-consuming. Early resolution of grievances and disciplinary actions typically saves time and reduces the likelihood of strained professional relationships (ACAS, 2020b). Employees with a grievance can feel down, which can affect their performance and efficiency.
As CIPD, (2023g) states, the way management oversee the matter may also have a significant impact on how important the other members of the team feel, as they will know that problems are recognised and resolved in a suitable manner. The knowledge that any issues will be taken seriously and appropriately addressed can enhance employee morale and productivity ((Bai et al., 2017). 
Managers at Go Quest should still treat an employee's informal problem-raising concerns seriously. If they do not, the issue could later be brought up in a formal grievance. If an official grievance is not resolved, the employee may file a claim with an employment tribunal (ACAS, 2022c). This can have a finically impact on Go Quest and could damage the reputation of the organisation.

9) Explain the main provisions of collective employment law (AC 4.1) 
According to Legistration.gov.uk (1992) employers, trade unions and workers are regulated by the Trade Union and Labour Relations (Consolidation) Act 1992, which ensures equitable treatment, collective bargaining, and workplace disagreements.
Collective employment law means that an organisation can talk to its workers through a group of employees or a union representing their workers (CIPD, 2023h). Employees are protected by the law from joining any union of their choice without fear of retaliation from their employers. 
The objective is to ensure that the needs of employees are at the forefront of both collective bargaining and collective action. Collective bargaining is when managers must work with unions to discuss changes to their employees' terms and conditions. The manager and the union will agree what conditions are covered, but it is usually things like pay, holidays, work hours, etc. If collective bargaining results in an agreement, such as a pay increase or a change in working conditions, it is referred to as a 'collective agreement (Gov.uk, 2023b). However, if the trade union negotiation fails, it may lead to industrial action, such as a strike.
Separate employee regulations apply when a union and its members engage in industrial action. They are different from freedom of association and less favourable towards the unions. Unofficial action will not be deemed appropriate and handled in the same way (Taylor and Woodhams, 2022m). 
There are some organisations that do not work with a union. Under the Information and Consultation of Employees Regulations 2004, representatives 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 (Gov.uk, 2020).

10) Compare the types of employee bodies, union, and non-union forms of employee representation. (AC 4.2)
Any labour union, labour association, labour organisation, work council, trade union or other representative of employees is an employee body (Law insider, no date).
A union is a collective of workers who band together to safeguard and enhance their working conditions. Assisting their members, collectively bargaining for better pay and conditions for all workers, aiming to improve the standard of public services, political campaigns and industrial action are some of the typical activities of unions (Unison, 2023b). Most trade unions are independent of their employers but collaborate closely with them. In the UK, trade unions have special status law which professional associations do not (CIPD, 2023i). The Trade Union and Labour relations Act 1992. 
There are also non-union representatives which is supported by employees in the organisation who have distinct roles and are protected by statutory provisions. These can include, Tupe and Pensions representatives, Collective redundancy along with European consultative bodies (ACAS, 2014). These employees will be allowed paid time off, paid training to help them carry out such duties. 
They will engage in negotiations regarding wages, benefits, working conditions, and other related matters. Work councils are entities that represent the interests of employees at the workplace level (LinkedIn, no date).
Employee representatives should be welcomed by Go Quest and given guidance as it can be a positive experience, and this works along side employee voice. 
11)  Evaluate the purpose of collective bargaining and how it works (AC 4.3)
Trade unions negotiate with employers on behalf of their members through collective bargaining, it could be to better the terms for wages, hours, and other working conditions. It is only feasible when an employer recognises a trade union, and they jointly determine the scope of negotiations (TUC, 2023). 
There are three outcomes for collective bargaining:
Substantive agreements - which set out the terms and conditions of the disputes that have gone through collective bargaining (Unite, 2023a)
Procedural agreements - the procedure outlines the procedures and processes that must be adhered to resolve any conflicts and expectations of employee behaviour (Unite, 2023b).
 Partnership agreements - are characterised by a cooperative approach to progress and employees working together to eliminate workplace conflicts (Unite, 2023c).
Collective bargaining offers advantages to both employees and employers, as it is linked to a reduction in staff turnover, a rise in innovation, and a reduction in staff anxiety. (TUC, 2023) 
Building a strong local union is also possible through workplace bargaining and negotiations. Recruiting new members and getting more members involved in the union can be done with claims and agreements (Unison, 2023c). However, there can be some disadvantages for collective bargaining due to the lengthy process and that can sometime impact the relationship between employer and employees’ (Kenton, 2022).
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CIPD view on good work

The CIPD believes that good work is fundamental to individual wellbeing, supports a strong, fair society, and

creates motivated workers, productive organisations and a strong economy.

We define ‘good work’ as work that:

is fairly rewarded

e gives people the means to securely make a living

e provides opportunities to develop skills and a career and gives a sense of fulfilment
e delivers a supportive environment with constructive relationships

* allows for work-life balance

e is physically and mentally healthy for people

® gives people the voice and choice they need to shape their working lives

e isaccessible toall

e s affected by a range of factors, including HR practices, the quality of people management and by workers

themselves.




