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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. 

Giving employees more control over how they carry out their obligations and requesting their opinions during decision-making has huge benefits for both employees and employers in today's corporate climate. 
Employee engagement study focuses on employee choice in job operations and workplace choices via different workplace innovations such as teams and quality circles. Employee engagement is accelerated via employee voice. Employee engagement, retention, creativity, and effectiveness may all contribute to increased workplace productivity. A lot of data exists that draws similarities between productivity and employee engagement. (Azevedo, Schlosser, and McPhee, 2021)


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 organisation'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)

Voice also contributes to the organisation's resiliency. In this regard, engaged personnel with a strong voice are more inclined to support a firm during times of transition, whether prompted by internal or external influences. Employees who are disengaged and do not have access to a suitable framework for impartial conversation are more prone to worsen these pressures by seeking alternate outlets for their problems. In normal operations, employee voice may serve as an important early warning system for issues such as technology malfunctions or changes in customer and supplier behaviour. (Nechanska, Hughes and Dundon, 2020)

 A trade union is an association of people, and those who work must make up the majority of its members. To safeguard and enhance the interests of its members in the workplace is one of the trade union's primary goals. Most trade unions operate without regard to an employer. Members of a registered union have the opportunity to bring up any workplace concerns that might have an impact on their employment terms (CIPD, NO DATE) . For example, 2 key areas and employers negotiate 1 – annual pay negotiations, 2 – consultation when redundancy are announced. Working with the employer to resolve issues such as, loss of business whereby employees would be selected for statutory redundancy. A period of consultation would take place between the employer and employees. During the consultation period the objective of the union is to try and find a resolve to avoid the loss of jobs. The employee representative will liaise with the employer raising any concerns its members bring. (NI DIRECT,NO DATE)





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 involvement

Employee involvement can be described as the process through which employees are engaged in various organisational roles, such as decision-making. Current developments have enhanced the growth of the adoption of employee involvement in various organisations. There are various procedures that can be implemented to enhance employee involvement, such as through the use of modern technology platforms such as zoom, Google meetings, and Microsoft teams meeting (Men et al., 2020). People professionals collect feedback from employees concerning various issues in the organisation, such as developments through the use of surveys or focused group discussions. After the collection of feedback, people professionals evaluate employees’ contribution and implement effective decisions aimed at enhancing organisational development and employee well-being.

Employee participation

According to Holley et al. (2019), employee involvement refers to the process by which workers in an organisation actively engage in growth initiatives wherein human resources experts assign them different tasks and goals. People managers, for instance, can design a development program that involves assessing client feedback and assigning staff different tasks to analyze and decide what steps to take in response. This fosters a feeling of value and belonging among employees, which in turn fosters the growth of well-being and has a good effect on organizational development.



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 employees 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. 
Employee involvement activities can further encompass facilitating opportunities for employee training, various motivational approaches to bolster employee performance, and creating a corporate structure conducive to freethinking and autonomous decision-making. (Raba,2023)

Employee participation differs from employee involvement in that participation relates to the actual business tasks that workers execute. In contrast, involvement refers to the level of influence that staff members have in decision-making over which corporate activities they undertake. 

Employee participation encourages a collaborative approach in which a team of employees completes a project by combining their varied skill sets to reach a shared goal. On the other hand, employee involvement comprises a direct line of communication between management and staff to facilitate better communication and ownership of how workplace decisions are made. Both methods can improve the commitment to achieving a common objective.
















AC 1.3 Assess a range of employee voice tools and approaches to drive engagement.

Individual and collective communication channels


Employee voice tools, such as individual and group communication channels, allow for one-on-one discussions with staff members about a range of organizational issues. Employees discuss issues affecting their performance with line managers via private channels of communication (Obiekwe et al., 2019). Employee involvement is increased through contact with organizational managers, which in turn meets employee needs inside the organization and strengthens employee voice. 

People managers can use team meetings to foster employee voice and engagement and establish channels of communication inside the company (Obiekwe et al., 2019). Employees can contribute to many parts of the organization and provide feedback on its success through team meetings, Additionally, to enhance employees’ voice, the organisation can implement the use of surveys to collect feedback. Surveys are made up of questions developed based on various organisational aspects and thus employees give their responses. This leads to the development of employees’ voice in the organisation.


Proposal Plan schemes

Proposal plans are representative voice devices that involve the selection of input collection strategies such as overviews which permit workers to allow their input. The studies can be defined in a way that guides within the distinguishing proof of a particular angle, and this enhances effective employee engagement. The most advantage of receiving this instrument is that it upgrades the successful collection of criticism as workers get the opportunity to precise their sentiments and offer proposals based on the overviews. In any case, this representative voice device limits worker inclusion as information is collected through studies and dissected by experts who make choices based on representative input.


Surveys – 

Employee voice methods such as surveys and collective bargaining may be used by organisations. An employee culture survey is used to determine if employee’s attitudes align with the organisations or departments. Employee engagement surveys measure employee’s commitment, motivation, sense of purpose, and passion for their employment and employers. As a result, surveys provide employees a voice in the organisation's plans and goals. Collective bargaining enables employees to protect their job interests by finding unions and approved representatives to negotiate employment agreements with employers. (Kalish, 2023)



1-1 - Engagement Meetings 

Engagement interviews are an employee voice approach that can be adopted by people professionals in an organisation to drive employee engagement. To improve employee voice and engagement, people professionals can conduct interviews and focused group discussions among employees to collect their feedback and views on various organisational developments (Obiekwe et al., 2019). This approach has a major benefit as it enhances effective interaction between employees and organisational managers and promotes the development of effective communication in the organisation. However, this approach has its challenges as employees may not be exclusive with their contribution, especially in the case that they feel their recommendations may impact the organisation’s culture, and this affects effective employee engagement.




Organisations may expand employment practises such as incentive and organisational culture to boost employee engagement. 
When a company implements a comprehensive rewards strategy, it may provide its employees with incentives, pay increases, more vacation or paid sick leave, and increased benefits throughout their careers. Employee engagement is achieved by the provision of a set of long-term predictions and objectives for which an employee may be rewarded. A wide range of organisational practises are included in corporate culture. Employees, for example, are drawn to environments where management is approachable, communication is open, business executives model accessibility and approachability, and the corporate direction is clear, resulting in enhanced engagement.

PULSE SURVEYS, SURVEY MONKEYS, 









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)


According to (Broderick, 2023) Employee voice and organisational performance are tightly related. Numerous studies claim that inadequate productivity in many organisations might be significantly attributed to employee voice. If management does not address the issues and recommendations raised by the staff, they may choose to remain silent. This might not be good for the company. Employees are more inclined to hold onto knowledge that could be important to the business if they fear losing their employment if they raise their concerns. Managers must listen to their staff members' opinions and how they feel about their workplace if they want to get the most out of them. Giving workers a voice has also been demonstrated to increase their dedication while lowering employee burnout.


 As a result, their loyalty to the organization may suffer greatly if they do not receive sufficient guidance or assistance. Employee voice encourages employee participation since it gives workers the ability to affect decisions made by their employers. It's an excellent method of raising morale and production, which helps both senior management and the employees of the organization. By acting as a powerful incentive for workers, it improves the general standard and experience of the workplace. Employees who feel more heard, respected, and treated fairly are more likely to stick with the organization. Workers with little or no voice at work are more likely to quit, to miss work, and to perform and be productively lower. (investors in people, 2019)































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)

To have a more rewarding work life, nearly two thirds of research study participants stated they would like to see their work hours shortened. This is unfeasible, though, as one in two workers claim that they find it challenging to relax outside of work. Every employee needs a work-life balance since it boosts creativity and productivity. Because of burnout produced on by an unhealthy work-life balance, employees may become disheartened as the company grows, which would diminish production. The organization, and the Human Resources department in particular, bears the obligation of devising official and informal policies that support workers in maintaining better working lives. (Morgan,2023)



































	                                                                                 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)


Conflict can be present in many organisations, early intervention is critical to address the reasons of the conflict between both parties. 
One of the tools HR can use is mediation. Mediation is where HR can facilitate between both parti4es giving the opportunity for each party to
Give their point of view to either resolve or reduce conflict. If conflict is left unresolved it can lead to poor morale, valued employees leaving
The business, potential loss of earnings for the business, a danger of developing a culture where nothing is resolved and leading to a churn 
Which means people ill leave the business as no one will sit down to discuss the issues. HR plays a critical role in supporting
Managers to engage with employees who at at conflict for whatever reasons, 
whether it be personal or business conflict between two parties (Picincu, 2019)










AC 2.2 Distinguish between official and unofficial employee action. 

An official representative can be characterized as a method that has been taken by workers to dissent against a given
authoritative perspective, and it has been affirmed by a exchange union. For illustration, exchange unions might favour for workers to
dissent against need of representative well-being within the association (Pak et al., 2019).
 For an activity to be expressed as official, balloting requirements and strategies have to be executed.
This involves all workers casting a vote to decide in the event that they bolster the strike or not.
All votes are at that point checked and a choice made based on the votes. 
The strategies are conducted with reference to the Work Rights Act 1996 Enactment which centers on the improvement of workers rights
in an association.


Unofficial - Informal representative activity can be characterized as dissents that have not been approved by any definitive association,
such as exchange unions. Representatives take an interest in these showings to make a contention against a given viewpoint 
of an association. For case, representatives might dissent with the request for a compensation increment which could be against
the approaches of the association. As a result of this, workers might face various results, such as rejection.
Within the case where workers take part in an informal challenge, the hierarchical administration has the correct to reject the workers 
as typically influencing the hierarchical picture. To resolve an informal activity, individuals experts in an association can make a talk with
the workers and come up with a arrangement that makes well-being among all individuals. (Harcourt et al., 2021)


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.


Employees who go on strike for nonpayment of wages are engaging in a form of industrial action.
When a trade union complies with all applicable laws, it is considered an official strike. This involves providing a voting ballot for the members.
If a trade union disregards regulations or employees take action without authorisation from the union, it is considered an unofficial strike.
(ACAS,2023) 


For example – Tarta steel works based in south wales has over 4,000 employees who are planning to ballot for industrial action if their voices
And concerns aren’t heard of cutting thousands of jobs. Major changes are being made to the way they manufacture steel, making the site
more environmentally friendly to reduce carbon emissions into the air. Welsh government policy on reducing carbon emissions by 2050 is 
the reason for the proposed job losses. The union will need its members to vote in a ballot to strike against the possible decision. 

Employees are protected by industrial action law, employees strike due to a dispute between employee and employer. 
types of industrial action
Include, striking, picketing, and refusing to work overtime (work to rule). 




Formal employee action is a method used by employees to express their dissatisfaction with a specific element of the organization and has
 been sanctioned by the union (ACAS, 2022).

 For example, Unions can allow workers to protest the lack of employee benefits within the organization. The voting process must be
 followed for the decision to be considered official.
 To determine whether they support the strike, all employees must vote on the issue. The results of the vote counting process are then used
 to make the final decision.
(Employment Rights Act, 1996), a piece of legislation that focuses on enhancing the rights of employees within an organization, is used as the
 framework for the procedures.
Unofficial employee actions are described as protests that have not received formal approval from any governing body, such as unions.
Employees participate in these protests to incite conflict with a certain part of the company.

 For example, workers can protest by demanding a pay increase, which would be against the organisation's regulations.
 As a result, employees can face a variety of consequences, including being fired.
 According to (CIPD, 2022) Employees who participate in unofficial protests can be fired by their employer if it damages the organisation's 
reputation.
 HR managers within an organization can converse with employees to address unauthorized activity and find solutions that promote 
harmony among all participants.










































[bookmark: _Hlk148352902]AC 2.3 Assess emerging trends in the types of conflict and industrial sanctions. 

Conflicts and industrial penalties have had a profound impact on the modern corporate landscape. Unlike in the past, trade unions now enjoy positive connections with companies.
Similarly, the emphasis in employment relations has evolved away from just paying salaries on time and surviving unpleasant performance
 assessments and towards fostering employees.
Formal industrial conflict results from organised expressions of dissatisfaction articulated through a trade union or other employee
representation. 
The most prevalent form is the organised strike, which consists of a brief suspension of work to avoid penalty and gain pay or
 working-condition reforms by leveraging employee collective strength.
Strikes can be strengthened by other types of official action, such as work-to-rule agreements and go-slows. 
Official strikes are those that have been sanctioned by the union (Ons.gov,2023)

Trade union membership has dropped to 6.2 million, the lowest level since statistics have been kept, with 275,000 fewer members joining 
last year.
According to the Department for Business, Energy and Industrial Strategy (DBEIS), union officials attributed the 4.2% decline, the largest 
yearly decrease since records began in 1995, to the elimination of "good-quality jobs," staff reductions in the public sector, and the growth of 
the gig economy. Unite declared that seven years of austerity had helped the Conservatives in their aim of "shrinking the union base."
(Topping,2017)




1) The changing nature of industrial action in the UK
2) The individualisation of workplace contract 
3) Legislation and how it applies
4) Fall in TU membership

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)

According to some theories, the risk of conflict is higher in the workplace when individuals clash and when general principles, rules,
and regulations, such as absenteeism policies, are absent, unclear, or agenda-driven. agenda is not clear.
Conflicts may arise between co-workers, managers, and direct reports, or between one or more employees and people inside or outside 
the office; If the problem is not resolved quickly and effectively, it may worsen and result in action being taken (CIPD, 2022).
 “Social media platforms are a new trend  affecting industrial disputes and sanctions. Our employees now have the secure social media
 platforms they need  to communicate their concerns.
(Ee, 2022) Employees can now  file claims without having to pay  upfront fees thanks to another development: eliminates court fees.
The number of workers reporting unfair dismissal increased by 65.
5 from 2017 to 2018 (Kenner, 2018).
Some people argue that the increase in industrial activity was the result of changing social values. People want to be heard and demand
change.
Government protections and safe spaces for employees are more available  than ever.
They are willing to use a more modest strategy, such as a lunch protest, in the hope of achieving their goals.































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)


Conciliation -Is a process of resolving disputes or conflicts between two or more parties through negotiation, mediation,
or other peaceful means. It is a form of alternative dispute resolution (ADR) that aims to promote understanding, cooperation,
 and compromise among the parties involved. Conciliation is often used in legal, labor, and international disputes,
 as well as in various interpersonal and community conflicts. (Wikipedia, no date)

For example, Acas act as a conciliator for disputes between employees and employers to try and resolve, they work with the 
Employer and employee to resolve the matter to stop it going to legal process to avoid it going to tribunal. If there is no
 resolution the employee gets a certificate to proceed to make an application to the employment tribunal. (ACAS, no date) 

The primary goal of conciliation is to facilitate communication and dialogue between the conflicting parties in order to reach a 
mutually acceptable solution. Unlike arbitration or litigation, where a third party imposes a decision on the parties involved,
 conciliation focuses on empowering the parties to find their own resolution. The conciliator acts as a neutral facilitator who 
assists the parties in identifying their interests, exploring options, and generating creative solutions. (Dispute, no date ) 



























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. 

An employer could dismiss an employee based on capability because they feel that the role is no 
Longer suitable. Capability refers to the ability or capacity of an individual to achieve a particular goal, or exhibit a certain
Level of competence. capability refers to the combination of knowledge, skills, experience, and personal qualities that allow 
them to perform tasks or activities successfully. It includes both technical expertise and soft skills such as communication,
 problem-solving, adaptability, and leadership. Individual capabilities can be developed through education, training, and
 practical experience. (Cloudclass, no date)

In order to ensure a fair dismissal, the organisation must ensure employees are skilled through training programmes. A organisation can still
Dismiss an employee based on misconduct. This refers to the employment rights act 1996 (Legislation.gov) stating expected behaviours of
 an employee on any Organisation. An example of this is when an employee develops behaviour issues affecting other members of staff, 
this would come under 
Gross- misconduct. Misconduct has a set of different rules, for example an employee isn’t listening to reasonable instructions or has a high 
Absence record. Legislation specifies that effective procedures must be established to deal with the dismissal of an employee. 
The procedure for dismissing an employee requires an effective evaluation of the matter to understand the situation. Specialists do this 
and then inform the employee about the actions in writing (Cooper et al., 2021). The next step involves holding a disciplinary hearing with 
the employee and this will help resolve the issue. If the matter is not resolved, the employee will be informed of the decision in writing and
 the organization must offer the possibility of an appeal, and if the employee is satisfied with the decision, he will be released from the
 organisation.


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)

Most companies will have a grievance policy, there are two routes with raising a grievance. When someone raises a grievance
this could be towards another employee, a manager, pay/benefits, working environments, health and safety. Most policies cover 
the formal and informal. 

For example – 

Informal - employee 1 has raised a grievance against his colleague who is continuously using his tools not returning them and not asking 
Permission. This has happened for a number of time and the employee feels he needs to raise it to his manager. 
His manager refers him to the company grievance policy, the company encourages employees to raise grievances in an informal way
As quickly as possible, whereby an informal resolution has advantages for both the employee and the company as it prevents the matter 
Escalating and can be dealt with quickly. 

Employee 1 would address the matter with employee 2 to try and resolve the matter. 

Formal Route – 

If you cannot resolve the matter informally with employee 1 you can raise a formal grievance by putting this in writing to your manager 
When documenting the grievance, it must provide details explaining the exact nature of the grievance and what reasonable measures
You feel should be considered as a means of resolution. The employee will be invited to a formal meeting to discuss the grievance
And how you think it may be resolved. In some circumstances the complaint may require investigation before a decision can be issued.
Following the meeting and any investigation the employee should e informed in writing of the outcome of the grievance and the reasoning
Behind the decision and what action, the company intends to take if any to resolve the grievance. 






















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

Effective listening and leadership skills are effective in handling complaints and disciplinary procedures within the organisation.
 As a professional, it is important to listen carefully to the concerns of employees in various aspects
 before making decisions (Khalid and Nawab, 2018). This increases the effective assessment of the problem and determines effective
 response measures. For example, if the employee's complaint concerns the lack of skills necessary to perform important work tasks, the 
specialist should assess the skills deficit and identify various practices that would improve the skills of the employee; For example,
 an organisation could implement training for employees in the use of modern technology to improve employee flexibility, 
which helps in handling complaints. 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)



Skills - The majority of the talents needed to engage others are soft skills, especially when dealing with potentially sensitive 
Situations.  Managers may practise and develop their active listening and questioning abilities via roleplaying and planning. 
Different questioning strategies must be used during grievance conversations, such as open questions to
Generate a comfortable discussion allowing employee to feel comfortable to speak freely, and for the hr representative to foster trust and
Confidentiality. Questions to collect relevant information and closing questions to check facts. 
Active listening shows that the employee's perspective and point of view are prioritised while also establishing professional  
Connections, it may include nonverbal clues like as body language and voice tone. 
The management must enable the employee in question to express themselves and show empathy. 


· Communication Skills
· Conflict Resolution 
· Knowledge of employment law
· Investigation Skills
· Empathy
Managers must organise well for grievance meetings and disciplinary hearings, become conversant with pertinent policies,
and have trust in their abilities.

Most policies offer two routes when looking at raising grievance.
Option 1 – raise grievance 
First approach informal, ask the person in question what has happened try and resolve. 

Option 2 – 
Formal process- raised formally, investigation will take place take information about grievance, speak with third party and 
Witnesses and then hold a grievance hearing.


Facts- Managers must take responsibility anytime a grievance or disciplinary case reaches a formal level by arming themselves 
with information.
They must focus on the aspects of the employee's behaviours that are possibly wrong, as well as if they have violated any 
specific regulations. If attendance is an issue, keep an accurate record of the employee's timekeeping.
If they have previously been informed about it by frequent feedback, they have already been given the opportunity to improve.
As a result, disciplinary action should not be surprising. An investigator must demonstrate the ability to devise a plan that 
considers factors such as timing and relevant evidence sources.







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.


The collective work law was ordered to allow the presence of exchange unions and to supply representatives with the choice of joining
 work associations. The law ensures employees’ right to connect any union of their choosing without fear of striking back from
 their managers (Oxford reference, 2021). Workers have the flexibility beneath the law to connect as numerous unions as they 
need amid their business period with any firm. As per the collective work law, representatives in any association with 
at slightest 21 people and a participation of at slightest 10 specialists can shape a exchange union. Exchange unions are committed 
by law to ensure their individuals in transactions, debate determination, and collective bartering arrangements. Managers must 
counsel with exchange unions amid redundancies and the exchange of endeavors to guarantee decency and adherence to assentions,
 as per the enactment.

The Employment Rights Act 1996 defines who an employee is in the UK, a person who works under a contract of service or
apprenticeship. The primary legal requirements around a contract of employment entail items included in the primary 
document or the principal statement. The principal statement’s minimum requirements include necessary items such as pay,
including the frequency and time of payment, working hours, holiday and holiday pay, including its formula of calculation, 
amount of sick leave and pay, and any other paid leave (Legislation.Gov, no date)

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)

Collective employment law is the branch of employment law that deals with employers associations, trade unions, and work councils.
Procedures for statutory recognition are one of the elements of UK collective employment legislation. It describes the procedures a trade 
union must take in order to request for recognition from the Central Arbitration Committee and then engage in collective bargaining on
behalf of workers employed by a particular company over pay, holidays, and working hours (GOV, 2022). 
When workers who are also members of a registered labour union participate in recognised industrial action, such a strike, the collective
employment legislation also contains a section addressing official and unofficial industrial action.

A collective agreement established between an employer and a trade union may contain specific terms and circumstances of work, 
such as hiring, suspending, and dismissing employees as well as punishments, union membership, and labour division, among other things.
However, if the agreement is documented in writing and has the same legal consequences as specified in the employment contract, 
then it may only be considered legally binding.  "The legislative implications shall be determined by the collective agreement as expressed
in writing" (ACAS, 2023).






















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) 

NON – UNION - Represent points of view on behalf of employees with senior managers of the business. 
Every employer engages in some form of communication with their staff. Nonetheless, there are some circumstances in which this 
communication is mandated by law.
Employers typically fulfil these legislative requirements through trade union representatives when a trade union is recognized for the
 purposes of collective bargaining.
However, you might need to think about whether non-union representatives, sometimes known as "employee representatives," should be
chosen or elected in non-unionised organisations or in organizations where some employees are not represented by a recognized trade union
At that point, you will be able to advise and confer with them instead of or in addition to each employee on an individual basis.
This manual outlines the situations in which you might have to interact with representatives of non-union organisations. (Eurofound,2022)

Employee Bodies
Professional associations known as employee bodies speak for workers' interests to employers. For the employee body to effectively represent them, workers must join the organization—such as a works council—by contributing annually. Employee bodies can be founded both inside and outside of the company, and this has an impact on how the organization's employee welfare develops and is maintained. In order to safeguard the organization's reputation by reducing the possibility of legal action being taken against it, employers and employee organisations must collaborate to promote effective organisational growth. (Croner, 2022)
Union Representation
If you are represented by a union, you will be represented by a formal entity that specialises in finding solutions to different issues in organisations. Whether or whether they are a member of the organisation, an employee has the right to request representation. Employees elect a group of representatives to represent them in various circumstances, and several union representations are developed within the companies. This encourages the development of a calm workplace and boosts output (TUC, 2021).
Non-Union Representation
Non-union representation requires the employment of legal organisations with particular knowledge in representing workers in a range of situations. This association, in contrast to labour unions, enables employees to be represented without having to join. This promotes professionalism since an employee has to pay the non-union group for them to advocate their interests. Due to their experience, these non-union groups have acquired a range of skills throughout time that enable them to successfully settle conflicts (ACAS, 2022).
























































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


Collective bartering can be characterized as the method through which representatives, with the assistance of exchange unions, look for to accomplish clarification on different angles of the association, such as pay rates, benefits, and working terms. These angles are fundamental in an employee’s life, as deciding the particular instalment strategy received by an association is critical (Rasheed et al., 2021). 
For case, a few associations embrace lasting contracts, which implies that representatives are entitled to a particular compensation installment yearly. Other associations embrace temporary worker contracts whereby workers are paid for the
 work they have done. Collaborating with exchange unions hence makes a difference workers accomplish their greatest benefits as exchange unions assess and guarantee that managers have embraced a installment scale that takes after the rules and controls set by the government with respect to compensation scales.

Moreover, through collective bargaining, representatives get to get it the different benefits that they ought to be getting from the association. For case, bosses are entitled to supply employee improvement within the association (Khalid and Nawab, 2018). This makes the require for individual’s experts to assess employees’ aptitudes and decide the required improvement. After this, the successful execution of a preparing and improvement program was embraced to improve employees’ aptitudes, and this contributed
 to the advancement of employee well-being and expanded efficiency.


Workplace conflicts between employees and employers can be resolved through discussion and negotiation to 
reach a decision; this is termed collective bargaining because both parties agree to a decision reached after 
extensive negotiation and consultation. Therefore, collective bargaining is instrumental in determining 
employment terms through negotiations between an organised group of employees and an employer or
employee association operating through recognised agencies. Ultimately, the essence of collective bargaining
is communication between relevant stakeholders, not outsiders.

Collective bargaining can take many different forms. Employees and employers can settle workplace issues via discussion
and negotiation to achieve a conclusion.
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)




Workers can jointly negotiate better wages, benefits, and working conditions with their employer through collective bargaining. 
Collective bargaining is used to give employees a stronger voice in the workplace and to get improved wages and working conditions.
Collective bargaining often involves an employer and a union. The union represents every employee in the negotiating unit. It is common for management to speak for the employer.Both parties provide their proposals to the opposite side during collective bargaining. They keep haggling back and forth until they reach a compromise.The contract, which is enforceable by law, specifies the terms and conditions of employment. It covers topics like wages, working hours, paid time off, and sick days.( DWIVEDI GUIDANCE,2022)

Collective bargaining has the following advantages:


· Thanks to collective bargaining, workers have a stronger voice. When workers are individuals, negotiating with an employer may be difficult.
         Non-union employees regularly receive offers that are of the "take it or leave it" variety.
· Increase workers' living standards
· There is an increase in enforcement uniformity.
· Encourages cooperation and forges alliances
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