  Employment Relationship Management
[bookmark: _Int_2pj0XIt5]AC 1.1 Development and approaches to employee voice and engagement.
The relationship between employers and employees is referred to as "employee relations." In the modern workplace, employee interactions are understood to involve both individual and group ties. It demonstrates the growing individualization of the employment relationship in response to the establishment of individual workplace rights (CIPD 2022b). It is crucial to have distinct voice channels. However, the use of collective channels, which include representatives from both unions and non-unions, allows employees a collective voice that can support and reinforce individual channels. More people now approach the work relationship from the perspective of a psychological contract, which is described as "the perceptions of the two parties, employer, and employee, of what their mutual agreements are towards one another. "It implies that staff members believe they have commitments to the company as well as obligations to the company (Taylor, S, Woodhams, C 2022).
Age, education, employment history, business strategy, labour market conditions, and employer specific HRM policies and procedures are just a few examples of the many variables that might affect how each party is seen. According to the psychological contract hypothesis, there will be positive attitude and behavioural effects if parties believe they have met their commitments to one another. The psychological contract, however, is judged damaged if these duties are not met, leading to undesirable outcomes and behaviours such as increasing absence, resignation intent, and subpar performance (Taylor, S, Woodhams, C 2022).
People now have additional opportunities to participate in the workplace thanks to the growth of remote and home working. Voice communication is no longer solely limited to in-person meetings as workers become more acclimated to mobile devices, business apps, and online meeting solutions like Microsoft Teams and Zoom and office-based processes. Employees can express their opinions to senior management more frequently and directly thanks to organisational intranets that enable communication at a much flatter level without hierarchical boundaries. Workers can participate in informal networking with coworkers and have some control over the topics spoken thanks to these virtual networks (Peters, R CIPD 2022). 


AC 1.2 Employee involvement and employee participation and how it builds relationships. 
How much input and participation employees receive during the decision-making process is indicated by the amount of employee involvement. It implies that employees are given the opportunity to express their thoughts and take part in decisions that have an impact on their working environment. Findings demonstrate a beneficial relationship between increased employee voice and dedication to their jobs. It also demonstrates how this association intensifies if the climate for employee voice is stronger (more individuals agree on how much voice they have) (CIPD 2017).
There are three parties involved in the employment relationship are management, employees and their representatives and the government. Employee interactions are influenced by each component's unique role in a variety of ways.
Giving employees a say in how their business runs and what happens there is what employee engagement is all about. When it comes to how things are done and what adjustments should be made, employees have a say. Sharing information with staff members, getting their opinions, and consulting them on crucial issues are all examples of participation (Armstrong, M 2012).
Strong relationships between employees and employers require employee participation as well as employee involvement. Employee engagement and loyalty to the company are both likely to increase when they feel that their thoughts are respected and are being heard. Additionally, when employees are involved in decision-making, they are more inclined to support and buy into the decisions that are made. An engaged employee, according to research, is more likely to go above and above the call of duty, to believe in and identify with the organisation, to desire to try to improve things, to comprehend the company context and the "bigger picture," and to appreciate and assist colleagues (Armstrong, M. 2012).
According to Alan Fox, there are two basic perspectives on the employee relationship among managers: unitarist and pluralist. Managers that adhere to the unitarist perspective of the employee relationship may imagine their organisation as a unified team that works collaboratively under the direction of a manager to achieve the objectives of the organisation (Taylor, S, Woodhams, C 2022). According to pluralism, there are parallel and divergent interests between employers and employees in the working relationship. Although there may be overlap in the interests that people share, these conflicting agendas can lead to tensions and conflict that need to be controlled. If a manager adopts a pluralist perspective, conflict will inevitably arise in the workplace, and mechanisms for handling it will be crucial to effectively managing employee relationships (Taylor, S, Woodhams, C 2022).

AC 1.3 Employee voice tools and approaches that might be used to drive employee engagement. 
Employee voice is the right of individuals to freely express their thoughts on their jobs in a safe atmosphere, regardless of where, when, or how they perform their activities. Employees can feel cherished, trusted, and influential when employee voice channels function well. Their productivity and job satisfaction may subsequently improve as a result (CIPD 2023b). 
Employee involvement and participation in organisational decision-making through practices aimed to offer them a voice through two primary types:  Employee involvement: Through their representatives, employees take part in organisational decision-making. Employee involvement: Management shares practises with staff members directly to solicit their opinions and cooperation.
Employee surveys can be a simple and affordable method of gathering and sharing opinions. Organisational surveys help leaders gain a better grasp of the crucial factors that influence performance in a company. These insights can frequently serve as the foundation for how employees advance change. Having clear objectives and understanding the goal of the survey can help them be more effective. An organisation needs to select open-minded questions asking a range of employees to get a more accurate result. Online solutions provide a full complement of survey tools, together with analysis to produce real-time comparison or trend reports. It can make all the difference if survey results are shared with all employees since it encourages local ownership of the knowledge (CIPD 2021). However, it may be difficult to capture all employees, therefore planning is crucial. 
Voice champions are also a fantastic way of informing senior leaders of issues in the workplace. They can speak with employees to find out their opinions on issues like IT, social responsibility, communications, HR, and corporate social responsibility. As they are more likely to display behaviour that have won the respect of their colleagues, champions perform best when chosen by the workforce (CIPD 2021). Voice champions set an example for other workers by using their voice to advocate for this duty. 


AC 1.4 Interrelationships between employee voice and organisational performance. 
Effective employee voice systems offer defence and protection against the difficulties that internal psychological pressures within an organisation might bring about. Input from the workforce fosters organisational agility. A culture where individuals feel comfortable speaking up is necessary for companies if they wish to quickly adapt to shifting market conditions (Bai et al., 2019).  Managers frequently ignore how customers interact with front-line staff. It can be challenging to transform the organisation if people are unwilling to be open about how it operates daily since sustained change begins with transparency and honesty. HR may create incentive programmes that successfully nudge staff members towards accomplishing organisational goals if people are allowed to communicate what they value in proportion to what is practical (Duan et al., 2017).
Employee input can be used to halt the loss of knowledge and experience. Many employee voice mechanisms and staff retention have a close connection. Employees are more likely to raise issues at the root before they have an adverse effect on psychological safety, job satisfaction, and retention when they feel empowered to do so and have channels to do so (Jiang and Luo, 2018). In a market where implicit knowledge is a key component of competitive advantage, high retention is crucial for all businesses. Since it is expensive to replace knowledge and competencies, it is crucial to engage and grow current employees (Bai et al., 2019). 

AC 1.5 Concept of better working lives and how this can be designed. 
[bookmark: _Int_gHS3AWZQ]A "better working life" is promoted by the CIPD and is a concept in which one is less stressed and anxious, feels content with their employment and suffers less conflict at work. It is created by incorporating the seven dimensions of good work, pay and benefits, contracts, job design and nature of work, work-life balance, relationships in work, voice and representation, and health and wellbeing (CIPD 2019).
Giving employees the chance to grow professionally, compensating them competitively, and promoting a positive work environment are all part of the idea that individuals can have better working lives. Employers who are concerned about the welfare of their workers are more likely to have lower staff turnover rates and higher levels of productivity. Having a better working life is defined as striking a good balance between one's personal and professional lives. More businesses rely on their staff to have more balanced lives since these people are more motivated and effective. For instance, if a corporation forces employees to work long hours or under excessive pressure, interfering with their personal lives either knowingly or unknowingly. Unhappiness and stress will certainly follow, which will lead to health issues, inferior productivity, and alienation from the company (Jiang and Luo, 2018). Employee dissatisfaction demonstrates how far the company still must go to achieve work-life balance. However, as more businesses adopt and aggressively push the concept, the working environment is gradually changing (Jiang and Luo, 2018). By encouraging a healthy work-life balance, the employer should serve as an example. Employers must not view themselves as the last authority in their employees' lives, but rather as a dependable friend who supports a healthy lifestyle. Employers can foster a healthy work-life balance by providing amenities like gyms and childcare centres at the office that enhance employee wellness (Bai et al., 2019). Management believes that a reasonable amount of workplace rigour and a fulfilling personal life should coexist. However, employees who work for companies that operate on a highly "loose" basis may abuse the employer's goodwill, resulting in neglect and indiscipline (Jiang and Luo, 2018). 

Section Two
AC2.1 Organisational conflict and misbehaviour, and informal and formal conflict. 
Organisational misbehaviour is outlined as any deliberate activity by organisational members that violates fundamental organisational or societal norms. Evidence shows us that if the organisation harmed other people, violated overtime policies, committed theft, damaged company property, or misled customers, among other offences (Bai et al., 2019). In contrast to bad behaviour, conflict is a normal occurrence in all associations, groups, and workplaces where people from diverse backgrounds interact. Unmet expectations or situations where the parties involved must cooperate for an extended period to accomplish personal/professional goals are more likely to lead to conflict (Patton, 2020). Differences in opinions, personalities, and perspectives frequently lead to workplace tensions, which reduce workplace productivity. Conflict at work can be applied to every problem that arises at work or between coworkers, including conflicts that take place outside the workplace and after working hours (Nash and Hann, 2020). Now included in contemporary definitions of workplace conflict, in addition to conventional arguments, is interpersonal conflict, which can be brought on by personality disagreements or issues while working together (Asante, 2020). According to contemporary conceptions of workplace conflict, grievances at work can also lead to disagreements between workers and their employer or between workers and the representatives of their employer. Unsatisfaction with managerial decisions and customary practises may be a component of these concerns. Interpersonal conflicts within the organisation are what are referred to as "informal conflict," as opposed to arguments about organisational policies and practises between a company and its personnel. 

AC2.2 Official and unofficial employee action. 
Employee actions intended to put pressure on an employer are referred to collectively as "industrial action". Examples include, boycotts, working to rule, overtime restrictions, and strikes. A lockout is a situation that occurs where an employer bans employees from reporting to work (CIPD 2023). To safeguard and advance their job interests, many employees join unions. When there is an unresolved issue between employers and employees, trade unions step in to try to find a solution; if unsuccessful, industrial action ensues. When supported by a trade union and involving union members, industrial action is regarded as official. Some workers might request industrial action like a go-slow if their labour unions are not on board. Due to their participation in such unlawful actions, which are frequently conducted without protection, these employees run the risk of being dismissed (Jiang and Luo, 2018).
CIPD 2023 tells us that Strikes are often considered to be "unofficial" if they are not approved or encouraged by a union. This will apply when a non-union member poses as being in favour of a strike. Participating employees do not have legal protection from unfair dismissal in cases of informal industrial action. In many professions where starting industrial action is forbidden, striking will always be prohibited. The Criminal Justice and Public Order Act of 1994, for instance, forbids prison staff from taking part in strikes.  

AC2.3 Emerging trends in the types of conflict and industrial sanctions. 
The freedom to organise strikes and other forms of industrial action is now recognised by law. Giving legislative exemption from common law responsibility for civil wrongdoings or torts supports this freedom (Daniels, K. 2022). By enabling staff members to voice their complaints and concerns to a larger audience, the increasing use of social media can be utilised to settle disputes more quickly. It can also be used to encourage workers to act, including planning a protest or submitting a grievance (Daniels, K. 2022).
The growing application of technology in the workplace is another trend. By making it easier for workers to communicate with one another and by giving them a platform to share resources and information, technology can help workplace conflicts be resolved. Additionally, technology can be utilised to keep track on employee behaviour as well as help avoid and settle disputes.
Additionally, flexible work schedules are becoming more popular. By allowing employees to work from home or giving them more control over their work schedules, flexible work arrangements might assist to lessen friction. Additionally, flexible work schedules can improve employee loyalty and happiness, which in turn can lessen conflict. If the employer and trade union are unable to agree on an appropriate bargaining unit, the Employment Relations Act of 2004 established a procedure that must be followed (Daniels, K. 2022).

AC2.4 Third-party conciliation, mediation, and arbitration. 
Conciliation
The ACAS conciliation service assists both parties in amicably resolving their disagreements and reaching an agreement. ACAS assists in resolving conflicts by pinpointing their root causes providing an opportunity for all parties to express their points of view. The case is then opened for discussion between the parties to reach a mutually agreeable resolution. Employers and employees can typically come to a compromise and restore their relationship this way to go forward successfully. In a relaxed setting, this frequently enables the other party to recognise and consider both viewpoints. The settlements reached through ACAS will be formalised and enforceable against both parties once a mutually agreeable resolution is reached (ACAS 2023).
Mediation
Although awards are not made through this process, mediation functions similarly to arbitration. Instead, mediators aim to offer suggestions to each side to help find solutions. As the mediator's recommendations are not required to be followed, each party is free to accept them or not. The mediator's job is to function as a guide for the parties concerned, assisting them as they move through the procedures and pinpoint issues that could aid in reaching a mutually agreeable resolution. When the mediator decides it is suitable, they will bring the parties together so they can have a free-flowing conversation without interruption. This meeting will be steered by the mediator by posing inquiries and encouraging both employers and employees to come to an agreement. The parties may ask the mediator to make formal suggestions that they can adopt if they are unable to come to an agreement through this procedure (ACAS 2023).
Attribution
Employers and employees who use arbitration consent to the involvement of a third party from the outset and wait for the third party's ruling. They must follow this ruling and grant any rewards that are necessary in the manner that is considered right. ACAS strives to make conclusions based on fairness and personal stories rather than depending on witness testimony and documentary proof. It is exceedingly difficult to contest or appeal an award that has been made once it has been decided by ACAS since it is final. (ACAS 2023).

AC3.1 Principles of legislation relating to unfair dismissal in respect of capability and misconduct issues. 
The Employment Rights Act of 1996 contains many of the legal rules that govern the right to be free from unfair dismissal. Unfair dismissal issues are addressed in numerous other sections of legislation. The law stipulates that to terminate an employee fairly under all circumstances—which necessitates that a fair process be followed—the employer must have a good basis for doing so (CIPD 2023). 
Before acting, managers must first gather the facts. Prior to considering dismissal, they should determine whether a more positive approach that excludes dismissal is more likely to be advantageous (Wang et al., 2018).
The requirement of proof to establish that an employee committed an offence is lower than it would be in a criminal court when an employee's conduct is in dispute (Holbeche, 2018). However, the employer must demonstrate that it investigated the alleged misbehaviour in detail. According to Jiang and Luo (2018), the employer must show that the investigation led to a reasonable belief that the employee had committed the alleged act, and that the dismissal decision was justified.
Things may happen outside of an employee's control if their capability is an issue. Assume that issues are the result of inadequate leadership, management, or work systems. In that instance, the employer must put into practise appropriate solutions—often combining learning and development—to assist the employee in enhancing their performance (Wang et al., 2018).

AC3.2 key causes of employee grievances. 
Misunderstandings and dissatisfaction among employees might result from poor management communication and lack of transparency.
Poor management: If an employee feels that their direct supervisor is being harsh, distant, or unduly critical, they may start to lose patience with them.
Workload and pressure: Giving employees too much work or setting arbitrary deadlines can make them feel stressed out and frustrated (Obiekwe and Eke, 2019), and insufficient possibilities for professional development. They may lose interest if they do not feel like they are gaining knowledge, developing, or receiving recognition. Pay and benefits: Disgruntled employees may hunt for new work if they believe they are not being paid fairly or not receiving sufficient benefits. Health and safety: An unhealthy or harmful work environment might contribute to employee complaints, especially if the employer is not doing enough to remedy the problem.
Discrimination: Employees may file a complaint if they believe they are the victim of unfair treatment or harassment based on the protected characteristics. Organisations should put an emphasis on open and effective communication, just and transparent management practises, a healthy work-life balance, opportunities for growth and development, and a fair and competitive compensation package to address these problems and prevent employee complaints (Rachitha, 2019). Organisations must have clear rules and procedures in place for handling grievances, as well as giving management necessary training and assistance. For the sake of a supportive and effective workplace culture, employee complaints must be addressed. Organisations may encourage a more engaged and motivated staff by comprehending and resolving the major reasons of employee complaints.

AC3.3 Skills required for effective grievance and discipline-handling procedures. 
Effective line management abilities are necessary for handling informal complaints. Training geared at making managers more self-assured and emotionally astute in their interactions with others, as well as at giving them the tools to handle challenging situations, may be beneficial (ACAS 2020). More skills include:
Organisational skills: the capacity to maintain a record of all information and paperwork pertaining to the matter and to follow all required steps.
Communication skills: To communicate successfully with all stakeholders while paying close attention to and understanding all the concerns.
Problem-solving skills:  the capacity to locate the fundamental cause of the issue and produce a solution that is just and practical for all parties concerned.
Negotiation skills: The ability to come to a compromise that is agreeable to all parties.
Conflict resolution skills: the capacity to constructively handle challenging discussions and come to an amicable agreement for all participants.
Decision-making skills: the capacity to consider all the choices and decide what is best for all concerned parties.
Investigating skills - locating the fact that ties together all the pertinent data regarding the complaint or disciplinary action. The personnel involved should be able to collect information, uncover key facts, and draw judgements that will aid procedures.
Interview skills - Ability to raise pertinent questions to learn more, gain understanding of a situation, examine the scope of a complaint, and learn more about the parties' perspectives on the process (ACAS 2020).

AC3.4 Importance of handling grievances effectively. 
Once a problem has been properly discovered, employees are recommended to escalate their claim through the appropriate procedure. According to Jiang and Luo (2018), a grievance procedure is meant to give both employees and employers a fair and open framework for bringing up and reviewing critical issues and grievances. 
When using a formal grievance system, employees have a way to express their worries about a safe working environment without worrying about repercussions. Employee morale and productivity may increase if they are assured that any problems will be carefully considered and handled effectively (Bai et al., 2019). If a thorough procedure is followed, employees are also safeguarded from the management's capricious judgements (Jiang and Luo, 2018).
A systematic grievance method helps organisations uncover any improper or illegal gaps in their current grievance handling systems, while also abiding by employee contracts and aiding in the enforcement of corporate contracts (Bai et al., 2019). An agreed-upon and accepted procedure also contributes to protecting the reputation of the brand or firm by preventing the negative publicity connected with a grievance that was improperly handled.

AC4.1 Provisions of collective employment law. 
[bookmark: _Int_258RqRMN]Trade unions are specifically protected by the legislation in the UK. In this context, the phrase "freedom of association" refers to the freedom to join and create trade unions as well as to freely engage in their activities without the employer's interference (Taylor, S. and Woodhams, C. 2022). 
It's significant to note that UK workers have the legal protection against being forced to join a union. 
They are safeguarded in the following ways:
Dismissing an employee for belonging to a union, joining one, participating in union activities, or for neither belonging to a union nor for neither participating in union activities is automatically regarded as unfair. Additionally, it is unlawful to take any action "short of dismissal" against an employee in the same situation, to exclude union members from hiring processes, and to keep union members' names on industry "blacklists" (Taylor, S. and Woodhams, C. 2022).
Taylor and Woodhams Continue to tell us that when a union or its members participate in any type of industrial action, including strikes, a different set of employment laws are in effect. When it comes to union members, they risk losing salary if they don't fulfil their contractual obligations because of industrial action. Employers are free to dismiss employees at any time during unofficial industrial action, and during formal action, after 12 weeks of a disagreement, it is "potentially fair" to dismiss employees. 
Additional rules favourably enhance union interests. A long-standing right to be consulted on certain types of issues, restrictions on how a union can ever be sued for in court, and the right to represent members in serious disciplinary and grievance procedures are all provisions of the Employment Relations Act 1999 that require employers to recognise unions that can demonstrate they have the support of a good proportion of the workforce (Taylor, S. and Woodhams, C. 2022).

AC4.2 Union and non-union forms of employee representation.
Union
Associations called trade unions often have members who are workers or employees. They protect and further the interests of their members by negotiating work arrangements, such as pay. They interact with employers and engage in collective bargaining to come to agreements to advance the interests of their membership (CIPD 2022). Neither side would gain from a hostile environment or constant conflict, it is therefore ideal for trade unions and management to learn to coexist, frequently on a give and take basis (Armstrong. M 2012). 
Representatives from the union stand up for members in both individual instances like disciplinary proceedings and group problems. Even though they are unpaid, they are granted paid time off to carry out their duties as a union representative (CIPD 2022).
Non-Union
Employee forum representatives do not have any legal entitlements to paid time off, training, or access to facilities when these forums are voluntarily established by companies. However, it is in the best interests of employers to offer them as it would be particularly challenging for representatives to meaningfully represent the workforce and participate in consultation without them (ACAS 2003). Partnership can be a term that is vague and subject to numerous interpretations. But encouraging a culture of cooperative cooperation with acknowledged labour unions and employee representatives, whether union or non-union, can support both individual voice channels and people management (CIPD 2022a).

AC 4.3 Purpose of collective bargaining and how it works. 
The goal of collective bargaining is to give workers a more powerful voice and to negotiate better pay, benefits and working conditions. Typically, a union and an employer engage in collective bargaining and all the bargaining unit's employees are represented by the union (Armstrong, A 2012A).
Management frequently speaks on behalf of the employer and during collective bargaining, both sides make their respective recommendations to the other side. They continue to haggle back and forth until they come to a compromise, sometimes known as a "collective bargaining agreement" (CBA). The CBA, which outlines the terms and conditions of employment, is a binding legal agreement. It covers things like pay, working hours, leave, sick days, and grievance procedures (Armstrong, A 2012A).
The purpose of the CBA is that it becomes the agreement between the employer and the employees when it has been approved by both parties. The CBA's terms are then binding on the employees, and the employer is obligated to offer the benefits described in the CBA. 
Substantive agreements, which cover salary, overtime, working hours, and flexibility, are set down. They are an achievement of single status or the harmonisation of a common approach. Procedures for collective bargaining and the resolution of industrial disputes are outlined in procedural agreements. Although they are not legally binding, their observance depends on the goodwill of both parties, their goal is to regulate the behaviour of the parties to the agreement (Armstrong, A 2012A).
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