AC 1.1
Marchington et al (2020) states that employee voice can be facilitated by employee involvement and participation practices. They continue to explain that employee participation is where employees participate in organisational decision making by using representatives for example practices like employee forums and committees. Alternatively, employee involvement is a situation where management introduce new practices alongside employees in order to gain new ideas and cooperation. This could include, management briefings, suggestion schemes and problem-solving groups. Employee participation and involvement practices (EIP) were optional for organisations until 2005. That year, the UK's Information and Consultation of Employees (ICE) regulations were introduced, granting employees the legal right to be informed and consulted about changes affecting their employment relationships and job security highlighting the importance of these practices. 
CIPD (2025) explains employee involvements benefits to be centred around offering employees the opportunity for their voices to be heard therefore increasing trust, it can aid recruitment and reputation, result greater efficiency with new ideas able to be brought to the table and the organisation can gain quicker understandings of risks and opportunities within their structure.
Employee participation enhances relationships similarly to involvement. When employees are granted decision-making power, they feel empowered as management demonstrates trust in their opinions. This recognition of employees' insights fosters mutual respect between employees and managers, making both parties feel valued. Additionally, it enables workers to interact with superiors on a more equal footing, cultivating a collaborative workplace and stronger relationships. This promotion of trust, respect, and collaboration significantly drives increased employee motivation and engagement.
EIP’s primary goal is to boost overall engagement and morale (Ben et al., 2014). However, while both practices foster relationship-building, they differ in scope. Firstly, participation entails a more formal and employee-led decision-making, whereas involvement allows for input more informally but remains largely advisory, with final decisions made by management. Involvement additionally addresses specific aspects such as resolving concerns and improving processes resulting in a narrower scope, however participation includes longer term decisions and strategy which focuses on empowering staff. 
AC 1.2
Union employee representation is where employees join together to forms a collective unit, they normally negotiate with management on behalf of all employees for example a trade union. These types of representation are formally structured and recognised as legal entities, giving them significant power and collective bargaining rights (CIPD, 2025a). Due to their collective nature, unionised groups often have more leverage over employers and can engage in industrial actions such as strikes and walkouts. Unionised representation has a broad negotiating scope, covering critical aspects of employment such as pay, working conditions, and benefits and provide support and advice to its members. Unionised representation often leads to legally binding agreements and can serve as a catalyst for significant changes (Banerjee, 2021), in comparison with non-union representation which is low impact results. 
Non-union employee representation involves individual employees or groups advocating for themselves without the formal backing of a union. This can include forming committees or seeking support from management, where they provide their input but have little influence on decisions, their views could be considered but as they are not a legal body this would just be taken as advisory. These informal types of representation emphasise collaboration and fostering positive relationships with the employer, rather than challenging them (Dobbins and Dundon, 2020). As they are without backing from a formal union, they can lack bargaining power as opposed to unions as they lack collective strength and legal protection.
Both forms of representation play crucial roles in ensuring fair treatment and representation for workers, but they differ significantly in their structure, approach, and effectiveness. Despite their differences, both types of representation aim to advocate for workers, providing a platform for sharing opinions and highlighting shared concerns (ACAS, 2021).

AC 1.3
A well-functioning system of employee voice, with investment from both sides, can foster a positive social partnership between the workforce and management. This strengthens mutual trust and is likely to resolve disputes professionally and amicably, reducing the likelihood of industrial action. Extensive evidence links employee engagement to productivity at both individual and organizational levels. A Gallup (2020) survey of over 23,000 business units found that those with engagement scores in the highest quartile were 18% more productive than those in the lowest quartile.
The (CIPD, 2025b) advocates for all organisations to implement meaningful policies and practices that empower employees to have a voice in their workplace. They identify two distinct forms of employee voice, the first, individual which involves direct conversation between the organisation and the employee which allows them to share opinions and make suggestions. Secondly a collective voice, for example via a non-union or union.

Having an effective employee voice in place strengthens mutual trust and is likely to resolve disputes professionally and amicably, reducing the likelihood of industrial action. Moreover, employee voice is one of the four key enablers of employee engagement, which brings numerous benefits to employers. Importantly, it has the ability to significantly enhance workplace productivity by boosting engagement, creativity, retention, and effectiveness. In support of this (Wilkinson et al., 2020) explains that when associates are engaged, they perform better and show greater commitment to the organisation. This enhanced engagement significantly impacts the achievement of the organisation's overarching goals and overall performance.
This is argued by Miao, et al,. (2020) and Rasheed et al., (2017), who explain that employee voice can potentially increase the risk of conflict within businesses. When diverse opinions are expressed, it may lead to workplace tension and toxicity, disrupting workflow and productivity, and negatively impacting organisational performance. Additionally, not all employee input is valuable. Employees who lack understanding of the organisation's strategy and goals may suggest actions that do not align with company objectives. Poor-quality input can complicate decision-making and prolong proposed changes, adversely affecting organisational performance.

Another critique would be surrounding the fact that by simply providing channels for employees to express their ideas and concerns does not necessarily result in actionable change. If teams have the means to share their opinions but management fails to consider them, employee voice has minimal impact or could even work to the detriment of organisational performance (Evans & Davies, 2005). In conclusion, while employee voice has the potential to impact organisational performance, the outcome, whether positive or negative depends on how it is implemented and acted upon.

AC 1.4 
CIPD (2024b) believe that good work is essential to better working lives. The definition of good work covers metrics including fair reward, development opportunities, supportive environment, work-life balance and is both physically and mentally healthy.
One area that could create a better working life could be encouraging flexibility in the workplace. The CIPD good work index 2024 explains there has been steady progress in this area throughout the years, with 70% of employees report finding it easy to take an hour or two away from work to deal with a personal or family issue. There are many ways to do this, for example implementing policies that allow staff to request flexible working as a day one right and encourage their managers to share this in job adverts to attract a more diverse pool of candidates. It is also important to raise awareness of the options of flexible working like job-sharing that employees might not know to be an option, alongside this it’s imperative that managers are provided with training on how to manage flexible and remote teams appropriately.

Increasing employee benefits and pay can significantly improve working life by enhancing financial security, reducing stress, and promoting fairness. HM Government (2025) have conducted reforms, such as those to the Local Government Pension Scheme, aim to close gender gaps and ensure maternity leave is pensionable, directly benefiting public sector workers. These changes are part of a broader “Make Work Pay” agenda, which also includes banning exploitative practices like zero-hours contracts. Additionally, organisations like ACAS (2024) highlight that fair pay and strong benefits contribute to better workplace morale, reduced conflict, and improved productivity. Overall, better compensation and benefits not only support individual wellbeing but also foster a more motivated and stable workforce.
 
AC 2.1
Organisational conflict refers to a condition of dispute between workers due to differences in needs, opinions, resources or relationships (Omisore & Abuodiun, 2014). Conflicts can emerge because of conflicting expectations, discord and stressful situations (Rammata, 2019). Examples of organisational conflict can be split into two: Firstly, unorganised conflict such as walking out because or absenteeism because of disagreements over management styles or strategy. And more formally, organised conflict such as worker strikes for better working conditions. 
Misbehaviour refers to any behaviour that has a negative impact on individuals/organisations (Cooper, 2009). It’s behaviour that violates organisational norms, resulting in a process being disrupted. Examples of organisational misbehaviour are insubordination, theft and repeated lateness.
The main difference between both surrounds intent. Misbehaviours are intentional actions that undermine and breach organisational policies, and usually only have negative impacts on individuals and the organisation. Whereas organisational conflict is a part of an organisation’s activity, usually arising from differing goals and perspectives, that can result in either positive or negative outcomes. Functional conflict can promote problem-solving and foster collaboration, whereas dysfunctional conflict can be destructive and negatively impact productivity and engagement. Organisational conflict requires management intervention to guarantee it remains positive, as left unchecked it can be damaging. This varies with organisational misbehaviour, whereby it often requires more formal action in the form of disciplinary sanctions. 
Additionally, organisational conflict and misbehaviour differ in the reasons why they arise. Conflict evolves from differing interests between individuals and can originate from differences in values and personality. Organisational conflict can be the consequence of faults within the organisations structure, where communication isn’t sufficient, and jobs are uncertain (Massey & Dawes, 2004). Whereas misbehaviour can be driven by social issues such as lack of commitment or dishonesty. This can result from things such as dissatisfaction with management. 

A.C 2.2 
One of the emerging trends regarding conflict and industrial sanctions is the rise of shorter but more intense strikes, despite union membership declining. This strategy is implemented to increase reach and leverage, whilst minimising risks for workers who take part, such as financial strain. Many organisations supply chains rely on just-in-time models or are service providers such the NHS, meaning short but intense disruption can significantly affect organisations and push employers into negotiation. 
In the UK some 5.05 million days were estimated to have been lost in strikes from June 2022 to December 2023 (ONS, 2024). This is the highest total of any 19-month period for more than 30 years since 5.3 million days were lost between mid-1989 and the beginning of January 1991.  
Companies affected by strikes have implemented countermeasures in the form of internal policies to minimise the effect, with some initiating strike pay policies such as withholding bonus payments and benefits for participation in strikes. Notoriously, Network Rail did this in 2023, when they refused to pay out annual bonuses those who went on strike (BBC, 2023). 
Externally, due to the increase in strikes after the Covid-19 pandemic, the government passed the controversial Strikes (minimum service levels) Act 2023, whereby it mandated minimum service levels for workers within ambulance, fire, rescue and border services (Unison, 2024). 
Moving on, another key trend is the increased use of injunctions by organisations, to curb strikes and other forms of industrial action. They have become a key tool for businesses/governments in limiting the disruption caused by industrial action, where there are now more than 1200 locations in which controversial anti-protest injunctions apply (Carey, 2024).  Additionally, they are used to prevent or delay strikes, most notable in industries such as healthcare or transportation, where disruption can pose significant consequences. This occurred in April 2023, when an injunction that prevented nurses from taking part in further strike action. As mentioned briefly, the main rationale behind the increase in injunctions being used surrounds public interest around essential services. Courts are usually more sympathetic whereby industrial action could cause harm to the public. In addition, industrial action can threaten economic stability. Where the UK is currently in a period such as this, there is a high political pressure to seize industrial action, thus the increased use in injunctions.
Many organisations have imposed policies that align with their use of injunctions, such as disciplinary action for anyone who violates them or zero-tolerance policies. 
In many countries, labour laws are evolving to make it easier for employers to obtain injunctions, especially in critical sectors. There has been an expansion in the definition of essential services, to help cover more industries (Knabe, 2019). UK legislation doesn’t define essential work and therefore this could be used as a rationale behind the rise in injunction use. 

AC 2.3 
Third-party conciliation, mediation and arbitration are all alternative dispute resolution approaches, used to resolve conflict without the need to go to court.
 
Conciliation is where there is a conversation between the associate and the respondent about their dispute with an impartial conciliator, this gives them the chance to come to an agreement without having to go to tribunal. All conversations are confidential, and the conciliator offers their own opinion after assessing the different arguments. There are positives for using this resolution method such as cost, timeliness and it maintains privacy. However, finding a resolution is not guaranteed and the outcomes are not legally binding. The respondent can also decline to take part in the conversations or if they decide to agree to take part, they could not take it as seriously as required. (ACAS, 2025)
Mediation is a jointly instructed tool to help resolve workplace conflict. The impartial mediator assists with the communication between the two parties involved in the dispute to achieve a mutually agreed on settlement or resolution. The mediator will discuss the issues openly and try to help the parties reach an agreement but will not offer their own opinions or assessment on the situation at hand, as the agreement is required to come from those involved in the dispute. It can be used at any stage of a disagreement, it flexible and voluntary. The benefits of mediation include providing fast solutions that are fast, it can address all underlying issues within the relationship, and it can reach solutions that are positive for both sides that helps increase the chance of relationships mending afterwards. However, it is not legally binding, and you need both parties to agree to a resolution which makes the result not guaranteed. (CIPD, 2024)
Arbitration is a process where an arbitrator listens to the facts and proposed solutions from both sides and then forms a decision from it. The decision is called and ‘award’, and it completely resolves the case rather that other forms of dispute management which allow the parties to continue into other dispute options (Holland, 2024). Depending on the case there are two different types of arbitration, Collective which is between a group of employees and employer, or alternatively individual arbitration which is for disputes between an employer and employee normally used for cases surrounding unfair dismissal or flexible working. The arbitrator's decision is legally binding and will give a similar outcome to going to an employment tribunal, they are often experts in their area of the law which can lead to a form informed award being made. In contrast to the other forms of conflict management mentioned, the award is final which means arbitration can only be appealed in very exceptional circumstances. Another potential disadvantage is the unpredictability of the outcome, arbitrators can split the ‘award’ meaning both parties may not receive the full extent of what they have asked for, this can push the parties to often chose mediation over arbitration. (ACAS, 2022)

A.C 3.1
In terms of capability and misconduct, the Employment Rights Act 1996 mandates that employers must evaluate whether an employee’s dismissal is justified and if the correct procedures have been followed.
Capability refers to an employee's ability to perform their job to the required standard (Gasper, 2002). This can be assessed based on skills, aptitude, health, or any other physical or mental attributes relevant to their role. For instance, an employee who is unable to perform their job due to illness or disability falls under this category.
Before dismissing an employee on capability grounds, employers must adhere to key principles outlined in the Employment Rights Act 1996 to avoid unfair dismissal claims. Firstly, employers should set reasonable expectations and provide the necessary support and resources to help employees meet these expectations. If an employee is underperforming, additional support should be offered with the aim of improvement. Secondly, a formal review process must be documented, including performance improvement plans to assist employees in enhancing their performance as it is important employees should be given sufficient opportunity to improve (Howe, 2016). Lastly, if the capability issue is health-related, reasonable adjustments must be made under the Equality Act 2010, for example modifying working hours, providing more frequent breaks, offering a different role or offering specialised equipment. Failure to follow this process can result in a capability dismissal being deemed unfair, leading to legal disputes.
In contrast misconduct involves actions or behaviour by an employee that are inappropriate or violate an organisation’s policies, such as insubordination or repeated lateness. According to the Employment Rights Act 1996, one of the key principles is the employee’s right to a thorough and fair investigation process, where they have the opportunity to explain their actions. If a case is found, the employee should be invited to a formal disciplinary hearing in writing and given adequate time to prepare. They should also be informed of their right to be accompanied by a workplace colleague or union representative. If dismissed, they must be made aware of their right to appeal the decision, which should be handled by an impartial chair. The action taken must be proportionate to the misconduct. Minor misconduct typically results in sanctions, while repeated instances may justify dismissal. An employer can summarily dismiss an employee for gross misconduct, such as theft, if the behaviour is severe enough to warrant this outcome.
AC 3.2
Webber (2019) states that nearly a third of employers have seen employee grievances rise over the past two years, particularly around relationships and pay. She expands on this by explaining the top three reasons for employee grievances are bullying or harassment (67%), relationships with managers (54%) and relationships with colleagues (49%).
When discussing poor relationships with managers these grievances often arise due to ineffective communication, lack of autonomy and insufficient support. Organisations can mitigate these grievances by implementing strategies such as enhanced leadership development programs. These programs should focus on training management in emotional intelligence, conflict resolution, and effective communication. Additionally, managers should receive regular feedback on their performance through coaching, mentorship, and assessments. Employees who feel micromanaged or unsupported are less engaged and motivated, which can lead to decreased productivity (Gupta, 2016). Poor management can also create tension between employees and teams, negatively impacting collaboration and productivity. Furthermore, dissatisfied employees may seek employment elsewhere in search of better management, which can adversely affect retention and result in the loss of talent.
The other main causes of employee grievances are bullying and harassment and poor relationships with colleagues. These issues often arise due to personal conflicts, ineffective policies and personal bias. To address these grievances, organisations should develop and enforce robust anti-bullying/harassment policies and adopt a zero-tolerance approach. Additionally, all management should receive training on recognising, preventing, and reporting harassment in the workplace. Since bullying and harassment cannot always be avoided, it is crucial to have support services like employee assistance programs available to victims and an ‘open door’ approach with all associates. Furthermore, companies that fail to adequately address grievances related to bullying and harassment may be legally liable under discrimination law, which can be extremely costly and time-consuming.
AC 3.3
Suff, (2024) explains that handling workplace grievances effectively is of the upmost importance and crucial to maintaining an engaged and productive team. If grievances are not handled effectively it can lead to an abundance of issues for organisations. 

Firstly, unresolved or poorly dealt with grievances can lead to legal disputes, such as claims of unfair or constructive dismissal and discrimination. In the case of Sekander V Rocketmill LTD, the Employment Appeal Tribunal found that a reasonable employer would have taken steps to endeavour to achieve an improvement in the claimant’s performance instead of moving straight dismissal, additionally there was no justification for the claimant’s suspension or for the reason of gross misconduct, which amounted to a breach of the Claimant’s contract of employment and finally ruled that the Claimant was therefore unfairly dismissed. Legal disputes are not only costly, but they’re also time consuming and can detrimentally impact an organisations reputation.

In contrast, when grievances are dealt with efficiently and have a good structure in place 
it enables the organisation to maintain positive employee relations, this is key as McGregor (2023) explains that employees who are less frustrated are more likely to be productive there for able to positively contribute to the organisation’s goals. It also promotes transparency and fairness within the workplace which in turn fosters trust amongst the team, improving employee’s commitment to the business which in turn reduces turnover. Faragher, (2018) notes that prevention is always key and having accessible grievance procedures that are clear can prevent issues from developing into widespread frustration, which could result in significant damage to the organisation.
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