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	                                                                                 SECTION 1

	Assessment Criteria Reference
	                                   Assessment Criteria

	                               AC 1.1
	REVIEW emerging developments to inform approaches to employee voice and
Engagement.

	                  AC 1.2
	DIFFERENTIATE between employee involvement and employee participation.
And how it builds relationships

	                  AC 1.3
	ASSESS three employee voice tools and two approaches that might be used to
Drive employee engagement

	  AC 1.4
	CRITICALLY evaluate the interrelationships between employee voice and 
Organisational performance

	  AC 1.5
	EXPLAIN the concept of better working lives and how this can be designed




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

Voice and workplace engagement are two key ideas in organisational psychology and management. Employees' desire and capacity to share their thoughts, issues, and ideas in the workplace is referred to as their voice. It entails actively engaging in decision-making processes, offering input, and contributing to the organization's overall progress. Employee engagement, on the other hand, relates to their degree of passion, excitement, and dedication to their work and the organisation.
When workers are free to express themselves and are involved in their job, it may result in a number of beneficial consequences for both individuals and organisations. Employees who have a say are more likely to feel appreciated and empowered, which leads to higher job satisfaction and drive. (Spreitzer, 2004)


Surveys –
Surveys are used to gather data from different groups of people. The questions have to be specific to the audience. Surveys provide useful information into a range of professions. This is achievable because to their diverse structure and the capacity to disseminate them through a variety of routes. Whether it's consumer or staff feedback or data for market research. Organisations ranging from the government and public sector to those in the private sector or specialised industries ranging from education to healthcare would benefit, with the information often being used to guide their decision making and actions. (Judd, 2018)















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

Employee Participation refers to workers who collaborate to accomplish the same outcome. Employees are encouraged to contribute by coming up with their own idea and suggestions based on real scenarios.
The team provides an area for employee to come forward with ideas to help achieve the work. 
Everyone in the team contributes to the project, regardless of their role. You may raise employee happiness and create a more inclusive workplace by creating an environment where participation is communal and takes advantage of each person’s unique skillset. (Quain,2018) 
Employee involvement refers to a process and structure that empowers employees to give their input into any decisions being made that may affect their work. When we involve employees in business changes this has a positive impact of productivity. 


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

Employee voice refers to the formal and informal means through which employees express their views and concerns, including their ideas, suggestions, opinions, feedback, and complaints. Organisational performance is the ability of an organisation to achieve its objectives and goals effectively and efficiently. The relationship between employee voice and organisational performance has been extensively studied in the literature, and the evidence suggests that there is a positive correlation between them. However, the nature and extent of this relationship may vary depending on several factors. (Hive, 2022)

On the one hand, employee voice can enhance organisational performance by providing valuable information and insights that can guide decision-making, improve processes and practices, and increase innovation. For instance, employees may have unique knowledge and expertise about their jobs, customers, and markets, and their feedback and ideas can help identify and address performance gaps and opportunities. Moreover, when employees feel heard and valued, they are more motivated, engaged, and committed to their work, which can lead to higher productivity, quality, and customer satisfaction. Furthermore, employee voice can foster a positive organisational culture that supports openness, trust, and collaboration, which can contribute to better teamwork, communication, and problem-solving. (Bersin, 2022)



















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

Better working lives refers to creating an environment where employees feel fulfilled, valued, and can achieve their full potential while maintaining a work-life balance. Designing better working lives involves creating a workplace culture that prioritizes employee satisfaction. This can be achieved through different methods, including:

1. Flexibility: Implementing flexible working hours and allowing for remote work can help employees maintain a healthy work-life balance, which can reduce stress and burnout.

2. Communication: Creating an open and transparent communication channel between management and employees can help foster better relationships, build trust, and create a sense of belonging.

3. Recognition: Providing regular feedback and recognizing employees' achievements can boost morale, motivation, and foster a sense of accomplishment.

4. Training and development: Offering opportunities for training and professional growth can help employees feel valued and motivated while enhancing their skills and knowledge.

5. Health and wellness: Promoting healthy habits and providing wellness programs can help employees maintain physical and mental well-being while reducing absenteeism and healthcare costs.

By designing better working lives, employees are more likely to be engaged and willing to go the extra mile, which leads to higher job satisfaction, productivity, and retention rates, which benefits both the organization and its employees. (Cheese, 2019)



















	                                                                                 SECTION 2

	Assessment Criteria Reference
	                                   Assessment Criteria

	AC 2.1
	DISTINGUISH between organisational conflict and misbehaviour, and between
Informal and formal conflict.

	AC 2.2
	DISTINGUISH between official and unofficial employee action.

	AC 2.3
	ASSESS emerging trends in the types of conflict and industrial sanctions.

	AC 2.4
	DISTINGUISH between third-party conciliation, mediation and arbitration.

	AC 3.1
	EXPLAIN the principles of legislation relating to unfair dismissal in respect of 
Capability and misconduct issues.

	AC 3.2
	ANALYSE key causes of employee grievances

	AC 3.3
	EXPLAIN the skills required for effective grievance and discipline-handling
procedures

	AC 3.4
	ADVISE on the importance of handling grievances effectively.

	AC 4.1
	EXPLAIN the main provisions of collective employment law.

	AC 4.2
	COMPARE the types of employment bodies, union and non-union forms of
Employee representation.

	AC 4.3
	EVALUATE the purpose of collective bargaining and how it works.




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

Organisational conflict refers to the disagreement or discord that arises between individuals or groups within an 
Organisation.
It occurs when there is a clash of interests, goals, values, or resources among different parties.
Conflict can arise due to various reasons such as differences in opinions, competition for limited resources, 
power struggles, or incompatible work styles. It is important to note that not all conflicts are detrimental to an
organisation, some conflicts can be constructive and lead to positive outcomes such as innovation and improved
decision-making. (Robbins,2017)
 
On the other hand, organizational misbehaviour refers to deviant or unethical behaviour exhibited by individuals
within an organisation. It involves actions that violate organisational norms, rules, or ethical standards. Misbehaviour 
can take various forms such as theft, fraud, harassment, sabotage, absenteeism, or workplace violence. 
Unlike conflict, misbehaviour is generally seen as harmful and disruptive to the functioning of an organisation. 
It can negatively impact employee morale, productivity, and overall organisational performance. (Greenberg, 2008)

In summary, organisational conflict and misbehaviour are distinct concepts within the field of organisational behaviour.
Conflict refers to disagreements or discord arising from differences in interests, goals, values, or resources, 
while misbehaviour involves deviant or unethical behaviour that violates organizational norms. Additionally, 
conflicts can be categorized as formal or informal based on their structure and origin. ( Colquitt, 2020)











AC 2.2 Distinguish between official and unofficial employee action. 

Official employee action refers to actions taken by an employee within the scope of their job responsibilities
and in accordance with the policies, procedures, and guidelines set by their employer. These actions are typically 
authorised and sanctioned by the organisation and are considered part of the employee's official duties. 
On the other hand, unofficial employee action refers to actions taken by an employee that are not directly 
related to their job responsibilities or are not authorised by the organisation. (Robbins, 2019)

Official employee actions can include tasks such as completing assigned work, attending meetings,
participating in training programs, following company policies and procedures, adhering to ethical standards, 
and representing the organisation in a professional manner. These actions are typically performed during 
regular working hours and are aimed at achieving the goals and objectives of the organisation. (Robbins, 2019)

Unofficial employee actions, on the other hand, are actions that employees take outside of their official
job responsibilities or without explicit authorisation from their employer. These actions may include engaging in 
personal activities during working hours, using company resources for personal purposes, sharing confidential
information without proper authorisation, engaging in unauthorised communication or interactions with
clients or customers, or participating in activities that may be considered detrimental to the organisation's reputation.



























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

Emerging patterns in conflict and industrial sanctions are influenced by a variety of variables, including geopolitical 
developments, technology breakthroughs, economic interdependence, and shifting global standards. Understanding these
 patterns are critical for politicians, corporations, and individuals attempting to manage the complicated world of 
international relations and commerce. We will look at the important developing patterns in both conflict types and industry 
sanctions in this detailed research. (Boparai, 2016)

Different Types of Conflict –
Cyber Welfare- refers to the notion of protecting a persons' well-being and safety in the digital environment. It includes topics 
such as internet security, privacy protection, digital literacy, and ethical technology use.
 The phrase "cyber welfare" has gained popularity in recent years as our dependence on technology and the internet
 in different parts of our life has grown.
Online Security is a critical component of cyber wellbeing. With the increase of cyber dangers such as hacking, identity theft,
and data breaches, protecting individuals' personal information and digital assets has become critical. 
This entails putting in place strong security mechanisms including strong passwords, two-factor authentication, 
and encryption methods. Furthermore, organisations and governments play an important role in guaranteeing internet 
security by installing security measures. (Gallo, 2015)

Non-State Actors- Non-state actors, also known as non-governmental actors or non-state entities, are persons, groups,
 organisations, or institutions that operate outside of a government's control and wield enormous influence over world affairs. 
These players have a significant influence on international relations, security dynamics, and sociopolitical changes. 
Multinational businesses, non-governmental organisations (NGOs), terrorist groups, criminal networks, religious organisations,
 and social movements are examples of such entities. (Longley, 2022)

Proxy Wars - 
Proxy conflicts may have serious ramifications for both the nations involved and regional and global stability. 
They frequently result in heavy human deaths, population displacement, and infrastructure loss. If foreign countries
 become actively engaged or their interests clash, proxy battles can grow into broader regional or international 
confrontations. (Wikipedia, no date)






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

Mediation – is an informal and voluntary procedure that brings together the parties engaged in a work-based relationship to aid
the resolution of disagreements and disputes. It entails the involvement of an unbiased third person, known as a mediator,
who supports participants in finding common ground and obtaining mutually accepted solutions.
The basic goal of mediation is to help the parties re-establish a pleasant and productive working relationship. It provides a forum
 for open conversation, allowing each individual to voice their issues, interests, and points of view in a private atmosphere. Mediation provides a chance for a fair discourse in which all parties may be heard and understood. (Chambers, 2023)


Arbitration - The arbitration process typically begins with the parties agreeing to submit their dispute to arbitration. 
This agreement can be made before or after a dispute arises and is often included in contracts or other legal agreements. 
The agreement will outline the specific rules and procedures that will govern the arbitration process.
Once the agreement to arbitrate is in place, the parties will select an arbitrator or a panel of arbitrators. 
The arbitrator is usually chosen based on their expertise in the subject matter of the dispute. The arbitrator 
acts as a neutral third party and does not represent either party's interests.
The arbitration hearing itself is similar to a trial, although it is generally less formal. The parties have the opportunity to present 
evidence, call witnesses, and make arguments supporting their positions. The arbitrator will then consider the evidence and
 arguments presented and make a decision, known as an award. (Chambers, 2023)









AC 3.1 Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues. 

The Employment Rights Act 1996 (ERA) is a section of law governing unfair dismissal. Unfair dismissal
Is when an employee is dismissed from their job unfairly or not following good practise. 
Capability issues – an employer could dismiss an employee because they feel that the role is no 
Longer suitable. When doing this we have to make sure that there are reasonable grounds and that 
We have investigated to ensure a fair process. Misconduct is when an employer makes a decision to 
Dismiss a member of staff that has committed an act of misconduct. We still have to remain fair
In the process regardless of the reason behind dismissal. (IBB, 2018)











AC 3.2 Analyse key causes of employee grievances. 

Employee grievances can arise from various factors within an organisation. These grievances can have a significant impact on
employee morale, productivity, and overall organisational performance. It is crucial for organisations to understand the key 
causes of employee grievances in order to address them effectively and create a positive work environment.

· Poor Communication
· Poor work life balance
· Lack of career development 
· Unfair treatment 

In conclusion, employee grievances can stem from various causes within an organisation. Poor communication, unfair treatment,
inadequate leadership, excessive workload, lack of recognition and reward, poor work-life balance, lack of career development opportunities, bullying and harassment, inadequate compensation and benefits, and lack of employee involvement are some
of the key factors that can contribute to employee grievances. Addressing these causes requires organisations to prioritize
effective communication, fair treatment, strong leadership, work-life balance, recognition and reward programs, 
career development opportunities, a safe and inclusive work environment, competitive compensation and benefits packages, 
and employee involvement in decision-making processes. ( Indeed, 2022)






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

Effective grievance and discipline-handling procedures require a range of skills to ensure fairness, transparency,
and resolution in workplace conflicts. These procedures are crucial for maintaining a harmonious work environment and
addressing employee concerns in a timely and appropriate manner. The following are the key skills required for effectively 
handling grievances and discipline:


· Communication Skills
· Conflict Resolution 
· Knowledge of employment law
· Investigation Skills
· Empathy

In conclusion, effective grievance and discipline-handling procedures require a diverse set of skills ranging from communication 
and conflict resolution to knowledge of employment laws and company policies. By possessing these skills, HR professionals
or managers can ensure fairness, transparency, and resolution in workplace conflicts. (Acas, 2020)








AC 3.4 Advise on the importance of handling grievances effectively. 

Handling grievances effectively is of utmost importance in any organisation or workplace. Grievances refer to complaints or 
concerns raised by employees regarding their work environment, employment conditions, treatment by colleagues or superiors,
or any other issue that affects their well-being or job satisfaction. Effectively addressing and resolving grievances is crucial for
several reasons.
Effectively managing complaints creates a healthy work culture and employee morale. Employees develop trust and confidence
in the organisation when they believe their problems are being heard and addressed in a fair and timely way. This, in turn, 
leads to enhanced job satisfaction and motivation among employees. If, on the other hand, issues are ignored or mismanaged, 
it can lead to irritation, anger, and a drop in staff morale. This unpleasant environment can have a negative impact on
productivity, collaboration, and overall organisational effectiveness. (McConnell, 2014)


Second, good grievance management aids in the prevention of conflict escalation. Organisations can avoid potential conflicts
by swiftly addressing concerns and providing suitable answers or remedies. Unresolved complaints have the potential to evolve
into more significant problems.
Furthermore, efficiently managing grievances can aid in the identification of structural flaws inside the organisation.
Organisations can acquire insights into possible problems or opportunities for development by analysing the kind and
frequency of grievances. This information can be utilised to make adjustments to rules, processes, or management
practises to avoid similar complaints in the future. Organisations may build a more inclusive and supportive work 
environment by addressing underlying concerns. (Redmans, 2013)


To summarise, efficiently managing complaints is critical for establishing a healthy work culture, reducing disputes,
displaying justice and equity, keeping personnel, and finding opportunities for development within an organisation. 
Organisations may increase employee satisfaction by having clear protocols, actively listening to employees' problems,
giving prompt responses, and learning from previous grievances.


AC 4.1 Explain the main provisions of collective employment law.

Collective employment law, often known as labour or employment relations law, refers to a set of legal regulations that govern
the collective relationship between employers and employees. These laws attempt to defend workers' rights and interests as a 
group, assuring equitable treatment, bargaining power, and the capacity to bargain collectively with employers. 
The primary provisions of collective employment legislation differ depending on jurisdiction, however they often contain the
Following, Collective Bargaining, Tarde unions, right to strike, Collective agreements. (Cabrelli, 2022)












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

Employee representation refers to the different methods in which employees can be heard and represented at work. 
Union and non-union bodies are the two most popular types of employee representation. 
While both groups seek to defend and fight for employees' rights and interests, they differ in organisation, purpose, 
and methods of operation.


-Union Representation 
Unions are established organisations that negotiate collective bargaining with employers on behalf of a group of
employees. Employees that have shared interests and concerns about pay, working conditions, benefits, and 
job security generally establishes them. Unions negotiate labour contracts on behalf of their members in order to 
gain favourable job terms and conditions.
Collective bargaining is an important aspect of union representation. The union and the employer negotiate to
produce a collective agreement that sets the terms and conditions of work for all unionised employees. 
Wages, working hours, benefits, grievance processes, and other employment-related issues are all subject to collective bargaining. Individual representation is also provided by unions to its members through grievance procedures.
(Acas, no date)


-Non-Union Representation 
Non-union representation is the practise of having a person or organisation represent employees who are not 
members of a labour union. Employees may seek representation in locations where there is no union presence 
for a variety of reasons, including addressing workplace difficulties, negotiating employment conditions, 
or campaigning for their rights.
Individual representation is a type of non-union representation in which employees opt to represent themselves in employment-related problems. This includes speaking directly with management, voicing issues or grievances, 
and negotiating job conditions on their own behalf. Individual representation gives employees full control over
their own interests, which is especially advantageous for individuals who prefer to manage workplace issues on
their own. (Acas, no date)


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


Employees and employers can settle workplace issues via discussion and negotiation to achieve a conclusion; this is referred
to as collective bargaining since both sides agree to a decision made after considerable negotiation and consultation. 
As a result, collective bargaining is useful in negotiating employment terms between an organised group of employees 
and an employer or employee association functioning via established organisations. The core of collective bargaining, 
in the end, is dialogue amongst key stakeholders, not outsiders. (Doyle, 2021)
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