AC 1.1
Employee involvement and employee participation and are two different ways of engaging employees in an organisation. Employee involvement and participation can help strengthen employee voice. (Armstrong and Taylor, 2023).
Employee involvement
Employee involvement refers to processes where employees apply their ideas, feedback and opinions towards solving problems that may not necessarily influence final decisions but enhance management. Common channels of employee involvement can be achieved through suggestion schemes, team briefings, employee surveys and committees. (Armstrong and Taylor, 2023). For example, in the public sector, nurses may have daily team briefings before a shift to raise patient concerns and suggest resolutions to patient care. This promotes transparent communication.
Employee participation
Employee participation is the process where employees have a voice and a shared responsibility in decision making processes rather than following demands. Even if an employee’s influence is limited, employees have a say in an organisation’s governance. (Armstrong and Taylor, 2023). For example, in the healthcare sector, employees may have monthly cross departmental working group meetings to discuss strategies involving HR, nurses, finance and doctors.

Differences
A key difference is the level of decision making, for example employee involvement is initiated and controlled by management, in contrast participation actively contribute to decisions, usually retained for leadership. Additionally, although employee involvement offers valuable contribution, they have a lower level of autonomy compared to participation, who have a higher level of autonomy in problem solving and implementation. (Bratton et al., 2021).

Building relationships
A workplace culture, positive or negative, is shaped by management decisions and trade union responses. Positive relationships between employers and employees can improve business outcomes and promote employee wellbeing. For example, when employees feel included and have a mutual trust with management to share concerns and viewpoints freely, this deepens communication and makes employees feel valued. This develops a sense of ownership, boosts morale and facilitates a positive working environment. (CIPD, 2024). 
It is important for senior managers to encourage and support all forms of voice in an organisation. Employees feel inspired when they believe their voice makes a difference, helping to build relationships and trust between employees and managers. Research has shown that employees perform better when they see the actions and outcomes from their ideas. (CIPD, 2023). A case study of an airline company agreed that senior managers would increase their visibility by walking around the warehouse, greeting employees in person and engaging with them informally to build their relationships. This case study highlights the importance for ongoing employee voice development. (CIPD, 2021).

AC 1.2 
Union employee representation
Unions represent a group of employees and serve as a vital platform for collective employee representation, often supported by legal rights. The unions represent their members and work with organisations to manage, protect and support their members’ interests by negotiating with employers over various matters such as pay, unfair treatment, working conditions and improved health and safety. (CIPD, 2025). A union example is UNISON who provided legal representation for a worker who was suspended for striking. UNISION helped them win their case in the Supreme Court. (UNISON, 2023).
Non-union employee representation
Some forms of non-union representation to voice employee concerns may be through an employee forum where groups of employee representatives discuss workplace matters with management. Another form would be to communicate directly to management on matters of concern, or employee surveys where employees provide their views over certain concerns such as pay, providing information to managers to consider pay adjustments. (Armstrong and Taylor, 2023).

Comparisons
Trade unions and non-union representation both give employees a way to share their concerns and ideas with management by means of a social partnership “working together to the greater good of all”. (Armstrong and Taylor, 2023, p 455). Employers that recognise Trade Unions use collective bargaining to negotiate formal agreements and consult with employers over issues such as redundancies and pay, whilst in contract non-union employees primarily consult with management via staff forums, surveys or team briefings, which lack formal legal status. Trade unions have a greater ability to influence change through collective action.  According to the Department for Business and Trade (2024) 88.6% of public sector employees had pay set through collective bargaining.
A CIPD report on employee voice found that the public sector is more likely to have trade union representation (30%) compared to that in the private sector (12%) (CIPD, 2022). This may be because employees in large organisations especially industries were likely to have had pay settled via collective agreement. (Department for Business and Trade, 2023).
Union members pay a membership fee, giving them greater legal protection and support on issues such as changes to health and safety or working conditions, compared to non-union employees. 
Whilst both union and non-union representation can both improve communication in an organisation, unions are more powerful as they can give employees a “collective voice that can complement and reinforce individual channels”. (CIPD, 2022). Industrial action has stronger legal protection when organised by a trade union. Union representatives have legal knowledge, resources and formal recognition, allowing them to negotiate effectively on behalf of workers. (CIPD, 2024).

AC 1.3
Employee voice is the method employees communicate their points of concern, views and judgements to employers, impacting and shaping decisions at work. Voice can be expressed directly which may involve face to face discussions with management or team briefings to discuss and receive information. Other methods of voice are used indirectly when employee representatives and trade unions are collectively involved in discissions with management.  (CIPD, 2025).
Organisation performance refers to financial and non-financial outcomes such as how much profit an organisation provides its shareholders or market share and the quality of a product or a service. (CIPD, 2025).
Various channels of employee voice can improve relationships between employers and employees. When employers listen to employees it can lead to higher engagement and improved morale, making employees feel valued, happy and empowered. Positively, this is associated with increased productivity, enhanced quality of products or services, and greater innovation. In contrast, employee wellbeing, organisational commitment, and innovation tend to decline when individuals feel they have no voice within an organisation. (CIPD, 2024). Additionally, without open communication between employees and the employer, organisations may overlook valuable insights that could improve processes. For example, Apple’s success is driven by a strong culture of quality and empowered employees. By hiring talented people and giving them freedom to influence ideas and make decisions, leads to higher morale, innovation, productivity and retention. (Vergara, 2014).
Stress can impact employee wellbeing, consequently affecting drive and happiness, therefore it’s important that employees are able to express how they feel to employers either with by face to face meetings or confidentially, so they address an issue, leading to improved drive and performance. Unacknowledged levels of stress can result in low morale and lead to burnout, affecting overall performance. (Achievers, 2021). CIPD (no date) says employee voice has two main principles, to support every employee’s right to have good work and a voice to mould a meaningful work experience and to hear a diverse range of perspectives to improve an organisation’s purpose. Whilst employee voice can enhance performance, if badly managed, it could lead to conflict between employees and managers who can have very opposing interests and priorities. Negative conflict in the workplace weakens employee performance and productivity and distracts from achieving organisational goals. (CIPD, 2020). For example, an employee survey seeks views of employees regarding such things as pay or can be used to measure engagement. If management do not always act upon the findings quickly, it could lead to employee frustration and disengagement, affecting overall organisational performance. 
Fircroft College restructured its leadership and decision-making processes by empowering staff to make decisions, enhancing employee voice and participation which highlights how empowering employees through inclusive decision making, leads to an engaged workforce and improved organisational performance. (CIPD, 2021).

AC 1.4 
Better working lives is defined as surroundings that enhance individual wellbeing, keep employees motivated, boost business performance, strengthens the economy and supports a strong fair society. This includes an environment that supports both physical and mental health, flexible working initiatives, promotes wellbeing, demonstrates opportunities for employee voice and personal growth, and a supportive, fair inclusive culture. (CIPD 2023). For example, BT Group supports flexible working arrangements in order for employees to be more effective in their roles and have a balance that’s right for their employees, customers and the business. (BT Group, no date). According to CIPD, “this may itself create in employees a sense of increased autonomy, of being more in charge of their lives”. (Wood, 2018).
The seven dimensions of ‘Good Work’ identified by CIPD provide a framework for designing organisations and jobs that promote wellbeing, work-life balance, voice, satisfaction and productivity. This type of environment requires both objective (making decisions on data and facts) and subjective reasoning (such as a feeling on work-life balance, engagement or wellbeing programmes). (Brinkley, 2024). In designing better lives both these reasonings should be used in an organisation. For example, managers who buy into the importance of health and wellbeing initiatives such as hybrid or part-time working, free eye tests, counselling service, gym membership, personal growth and mentoring programmes, experience an increase in employee satisfaction. Employees feel more engaged or satisfied when they feel supported. CIPD say that employees who have flexible working arrangements are more satisfied with their work-life balance and have better control over their work, whilst 6% of employees have left their job due to the absence of flexible working options. (CIPD, 2023).
Promoting inclusive workplace cultures by creating an environment where everyone feels valued, included, respected and can reach their full potential are more likely to be engaged with their work and stay with an organisation, therefore improving retention by attracting and keeping employees. A clear strategy ensures that work practices across an organisation promote an inclusive culture that values difference and considers multiple viewpoints, all contributing to better working lives. (CIPD, 2024). According to the Taylor Review (2017) better work is achieved through responsible leadership, effective management and positive relations within an organisation. Organisations need to be transparent about their practices and ensure all workers feel engaged and are encouraged to speak up to voice views and concerns.

AC 2.1 
Organisational conflict refers to the disagreement or clash between employees, employers and management and may stem from personality clashes, breakdown in relationships, miscommunication or poor timekeeping. (CIPD, 2024). Misbehaviour involves an action that violates organisational rules or values, such as theft, lying or punctuality. An employee who frequently arrives to work late, offers no valid reason for being late and has multiple warnings from managers about punctuality has lack of respect for company rules, is therefore misbehaviour. (CIPD, 2019). An independent research paper reports that respondents say that conflict usually arise because of misbehaviour, poor performance, or misinterpretations. (ACAS, 2020).
Conflict can be productive, if managed well. For example if colleagues have a disagreement in the workplace, management could bring these parties together to help understand and explore the views and feelings of all involved to develop a mutual agreement and reach a compromise. In contrast misbehaviour undermines and damages trust between employees and managers. (Armstrong and Taylor, 2023). 
Conflict can not necessarily be determined to one specific issue. CIPD (2020) say that the most common trigger of conflict is “differences in personality styles or working” and can fester or manifest in disputes over time if not tackled. Misbehaviour on the other hand is an intentional action that may include failure to adhere to working hours or abusive behaviour towards a colleague. For example, organisational conflict can be a disagreement between an employee and a manager due to an increased workload with tight deadlines, while others have lighter workloads. Tensions build, leading to stress, frustration and conflict between the employee and manager. In contrast an employee who constantly ignores organisational policy would be misbehaviour.
Misbehaviour can result from being absent without permission, which is a breach of conduct and would therefore result in disciplinary action. An organisation’s rules will explain what is acceptable and unacceptable in their organisation and what action will be taken if someone breaks the rules.  Gov.UK (no date). Conflict can result from personality differences and can be resolved through negotiation or mediation and can be an informal alternative to a tribunal if handled well. (Armstrong and Taylor, 2023).


AC 2.2 
People are now more confident to speak up and less willing to accept unfair treatment, showing a rise in workplace conflict. Economic hardship is often linked to an increase in workplace conflict, as employees are fearful to leave their jobs, therefore remaining in unpleasant working circumstances, consequently formal complains rise. (Wigan, 2024). 
According to the Resolution Foundation (2023), there has been a significant increase in strike activity in the UK in recent years, with 3.9 million working days lost due to strikes between May 2022 and May 2023, marking the highest yearly figure since 1980. Trade union membership has been falling in the UK since 1980, due to economic changes such as the decline in heavy industry, although there was a slight increase in 2023, due to a wave of industrial action across various sectors.
Strikes have evolved over time since the miners strikes in 1980’s where there they were long and disruptive, with violent scenes on the picket lines, in contrast to today where they are shorter, strategically planned, involving peaceful protests. For example, the rail strike targeted a specific time or event in order to gain maximum impact, resulting in people being unable to travel by rail to work. (Department for Transport, 2023). Furthermore, organisations are using injunctions more often to stop or reduce strike action, resulting in conflicts being dealt with individually rather than through collective bargaining. ACAS (2024) reported that there was a decline in collective disputes in 2023. The legal argument that terminated the RCN's scheduled nursing strike highlights how legal action is increasingly used to limit industrial action. (Royal College of Nursing, 2023).
Industrial sanctions are processes taken by employers, or management to enforce rules, regulations, and agreements in the workplace and are used to manage misconduct. These sanctions may be from a disciplinary such as a suspension or an external act such as a legal injunction. Local Government Association (no date). The main goal of a sanction such as a disciplinary is to correct behaviour, retain discipline, and protect the organisation’s standards which are directed by organisational policies and legislation such as the staff code of conduct and employment regulations. Magrath LLP (no date).
UK laws now limit how long strikes can last, helping to minimise long-term disruption, in contrast to the miners’ strike where there were no legal time limits. (UK Government, 2016). Shorter strikes are harder to predict and are very well planned. For example, employees at Amazon’s Coventry warehouse planned a short, targeted strike in 2023 on one of the busiest shopping days of the year and used social media to raise awareness, avoiding pre-strike campaigns. In contrast to the miners strikes where they relied heavily on news coverage and meetings. (BBC News, 2023).

AC 2.3 
Third party conciliation is carried out by an impartial person, such as an ACAS conciliator who helps the employer and trade union to reach an agreement, helping both sides of the dispute. Mediation involves a third party, such as ACAS in order to help the employer and the trade union to maintain relationships and to make recommendations that they are free to reject. All treaties are reached by those involved in the disagreement, as the mediator is impartial and only manages the process. Arbitration involves an arbitrator who again is impartial. They review and discuss the viewpoints of both parties and decide on an outcome based on the evidence presented. (Armstrong and Taylor, 2023).
Conciliation is a common alternative, and avoids the formality of an employment tribunal which must be engaged in first, although if both the claimant and the employer do not want to engage in conciliation it proceeds to a tribunal. The conciliation officer listens to the disputes on both sides and looks at a resolution without the need for a tribunal hearing. (Daniels, 2022). Mediation offers an opportunity to repair relationships and provide a resolution to personal workplace conflict. Mediation is less formal than a disciplinary process and any agreement reached is based on ‘the right thing to do’ as opposed to any legal obligation. CIPD research found that almost three-quarters of people who tried mediation said their conflict had been fully or mostly resolved, therefore is an effective way to resolve workplace conflict. (ACAS, 2021). Finally, when disputes cannot be resolved any other way, arbitration is used. The arbitrator looks at all sides of a dispute and forms a final formal binding outcome on the dispute instead of going to court. (Daniels, 2022).
Conciliation helps both parties reach a compromise to avoid tribunal, while mediation can resolve early conflicts, like those between an employee and manager before they escalate, reducing stress for all involved. Mediation helps parties find a common ground, for example a simple apology from a manger to an employee may suffice and therefore ends the dispute. Once the agreement has been reached, the mediator will issue a copy of the agreement. (TUC, 2022). Arbitration can be less flexible than both conciliation and mediation as the arbitrator controls the power of the final decision that both parties must accept. (Armstrong and Taylor, 2023).

AC 3.1 
Unfair dismissal has occurred when an employer has failed to act fairly or satisfactory when dismissing an employee. Under the Employment Rights Act 1996, unfair dismissal is a statutory right, so employees are entitled by law to challenge a dismissal that has been unlawfully handled by the employer. (CIPD, 2024). Organisations are provided with guidelines for dealing with dismissals from ACAS in addition to using their own internal processes.
Capability refers to an employee’s ability and suitability to carry out the duties of their role effectively and under the ERA 1996 this is defined as ‘skill, aptitude, health or any other physical or mental quality and qualifications’. (Daniels, 2022). In order for a dismissal for capability to be considered fair, the employee must be given opportunities to improve, for example if an employee was underperforming, they would need to be offered and undertake training to improve their standard suitable for the role they are in and for the organisations’ needs. In the Gozdzik and Scopigno v Chlidema Carpet Co Ltd (1979) case, both these employees did not meet certain company standards, therefore necessary training was provided, although both still did not meet the standards following training and were therefore both dismissed. As the employer acted transparent and gave them both a chance to improve by offering training, the employer had acted reasonably following the dismissal. (Daniels, 2022).
Misconduct and gross misconduct both denote to unacceptable behaviour in the workplace but differ in seriousness. Misconduct is generally minor rule breaking such as regularly arriving late to work and failing to follow instructions from a manager and handled by issuing a disciplinary warning. However, gross misconduct is a serious breach of conduct such as assault, theft or violence and can result in immediate dismissal without notice (Daniels, 2022). Organisations should have a clear procedure for managing conduct issues and can be supported by ACAS guidelines. If a case escalates to a tribunal, the employer must show evidence of a thorough and fair investigation to avoid an unfair dismissal claim. 
If an employer doesn’t follow proper procedures when dismissing, it will be considered unfair. For example, when following disciplinary procedures, the employee has 'the right to be accompanied' at a disciplinary hearing and the employer must document confidential records of all proceedings.‌ (ACAS, no date). The upcoming changes to the Employment Right Bill will make it a ‘day-one right to claim unfair dismissal so employers must ensure fair procedures are followed from the outset. (Department for Business and Trade, 2024).
AC 3.2 
A grievance is a formal way for an employee to raise a complaint or concern about a workplace issue. Conflict in the workplace can result in stress and a drop in motivation, which impacts performance and productivity and should be tackled and resolved promptly. (CIPD, 2020).
Employee grievances can stem from a variety of issues within the workplace, one being bullying and harassment, which includes hurtful behaviour that can be intimidating or threatening, causing mental suffering to someone which can be from exploitation of power and can lead to a serious grievance. Under the Health and Safety at Work Act 1974, employers must keep their employees safe and well, which includes protecting them from bullying at work. (CIPD, 2020). According to the CIPD report on managing conflict in the modern workplace (2020) 18% of employees have observed bullying in work, whilst 15% have experienced it. This is a notable percentage signifying that bullying is still an issue for a minority of employees. Also 21% of employees in the public sector have experienced bullying compared to 14% in the private sector. This finding could be because public sector employees may be more aware of their rights, plus trade union membership is higher within the public sector than that in the private sector. (Department for Business and Trade, 2023). Bullying can damage wellbeing and poison workplace culture.
Another cause of an employee grievance may be from poor management, and can stem from such things as unfair decision-making, lack of trust and support or poor communication. This often leads to employees feeling frustrated, leading to conflict. CIPD (2023) says that poor managers can harm employee mental health, lower job satisfaction and reduce performance. Whilst a CIPD (2020) report shows that 68% of employees agree they trust their line manager to take their concerns seriously, in contrast, nearly half of employees agree their line manager treats some team members more favourably, which could lead to tensions, a divide within teams, creating a toxic workplace culture. 
CIPD (2018) say that ‘inequality affects people’s attitudes and behaviours’. For example, if an employee is given a higher pay rise than a colleague who is doing the same job, this can make an employee feel unfairly treated, dissatisfaction and have a demotivating effect. This creates a perception of bias, resentment and can lead to conflict and a grievance. Inequality pay issues need to be addressed to ensure transparency to maintain a healthy work organisation.
AC 3.3 
A grievance refers to formal or informal complaints raised by an employee who is unhappy with something, unfair treatment or an infringement of their rights. It is essential to handle a grievance effectively by trying to resolve them early on to avoid a bigger problem further down the line and to avoid damaging working relationships. If grievances are not properly addressed, employees may pursue legal action. (ACAS, 2020).
Handling grievances effectively help organisations to follow a transparent and consistent process. Employers are legally expected to follow a fair procedure in line with the ACAS code of practice on disciplinary and grievance procedures. If a grievance procedure is not followed, it can impact an employee tribunal outcome and affect awards made if employers or employees have failed to comply to the code. (Daniels, 2022). In the case of Toal and another v GB Oils Ltd (2013), it was ruled that the employer had no right to refuse the employees choice of representation. By refusing the employee the right to select their own choice of representation, the employer was in breach of statutory rights under the Employment Relations Act (1999).
A grievance process that is effectively managed reflects an organisation’s commitment to fairness, integrity and moral principles. It is therefore important that the incoming leadership teams from both sectors of the organisations are up to date with legislation to create clear and fair policies that follow the law, which will shape workplace culture. An organisations brand is shaped by reputation, therefore if an organisation has a positive culture that allows employees to feel they are valued and have a voice, it will retain employees and drive the organisation forward. (CIPD, no date). Mishandling grievances can damage reputation and lead to negative publicity, whilst affecting working relationships. 
A CIPD report found that only 36% of employee conflict had been resolved in the past year, therefore organisations need to invest and apply effective procedures to manage conflict like unfair treatment or discrimination to avoid creating hostile environments which could lead to low morale and resignations. (CIPD, 2024). For example, having a whistleblowing policy within an organisation can help create a safe and confidential route for employees to voice their concerns, reducing tensions and preventing conflict.
There are risks involved if grievances are not effectively managed, affecting both the employee and the organisation. Untreated grievances can lead to low morale, change in team dynamics, retention, higher absenteeism and poor employee health. Failure to manage grievances can also lead to potential legal issues involving employment tribunal claims. A CIPD (2024) report found that employees who experience negative behaviours in the workplace such as bullying and harassment are more likely to have burnout, higher levels of absenteeism and reduced productivity, which affects revenue. Engaged and motivated employees have better wellbeing and perform better, therefore if a grievance is actioned effectively and promptly, it can support wellbeing and performance, contributing to ‘good work’ linked to organisational success. (CIPD, 2024).
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