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AC 1.1. Differentiate between employee involvement and employee participation and how they build relationships.
Ensuring that we are an organisation where our employees know that their voice matters and their opinions count, mean we are more likely to have an engaged, motivated workforce – leading to greater productivity and a healthier workplace.  We can encourage this through employee voice and participation.
Creating opportunities for people to have effective voice at work is a fundamental aspect of ensuring job quality but is also important for our organisational effectiveness. Having a means for eliciting ideas and operational insights from frontline employees, for example, can have significant benefits for the organisation.  (CIPD, 2023)
Employee involvement refers to processes where employees are actively encouraged to contribute ideas and feedback. Employees will have a level of input in responsibilities, encouraged to focus on providing suggestions and feedback instead of making decisions – though they can still provide valuable input through offering suggestions for workflow improvements within their own teams; ultimately the management would make the final decisions. Employee involvement can build trust, as they feel that their input is valued.
In contrast, employee participation means that employees are actively engaged in decision-making processes and have more direct influence, and unlike employee involvement, participation can see employee proving a direct input in problem-solving and decision-making, such as an employee sitting on a multi-skilled product committee. An environment like this encourages innovation and problem-solving.  Employees feel more valued if their opinions matter and develop a sense of ownership, and job satisfaction increases – creating a positive work culture. (Lombard, 2025)
Both approaches can enhance communication and strengthen the connection between employee and management. One of the main differences between employee participation and employee involvement is that participation refers to the actual organisational activities that employee employees perform, whereas involvement is about the level of input in decision-making that employee have regarding which organisational business activities they perform. (Hussain, 2024), (CIPD, 2022) 


AC 1.2. Compare forms of union and non-union employee representation.
Acas estimates that around half of employee representatives in the UK are non-union.  In our organisation, we have Trade Union (TU) representatives, and membership is voluntary.
Non-union forms of representation include employee forums, works councils or direct consultation with management, focusing more on collaboration and direct dialogue between employees and employers, often without the formal legal backing that unions have. 
For example, employee associations are formed by employees to represent their interests and focus on issues such as social activities, wellbeing concerns, consulting with management around policy or changes within the workplace; however, they are primarily focused on internal issues, and have no bargaining power, unlike TUs. (Acas, 2021)
Non-union representatives are far more restricted than TU representatives - though they are often still entitled to important statutory rights such as time-off to fulfil their representative duties (Acas, 2021). These rights are mostly limited to consultation, and permit employee representatives for pensions, safety, collective redundancies, or to sit on employee forums. Non-union forums can promote a more collaborative, less adversarial environment, and there are many benefits to proactive and positive employee engagement, and generating a workplace culture where ideas, comments and concerns can be exchanged relatively freely. (Harding & Twitchett, 2019).
Workers in the UK have the legal right to be accompanied in certain situations by a TU representative – regardless of whether or not the organisation recognises a TU. Where an organisation does recognise unions, individuals have a legal right to be collectively consulted in various employment situations. 
A TU gives workers a collective voice and their representatives can confidently negotiate based on formalised structures, often backed by legal action - they can negotiate on collective issues to include pay, policy, health and safety, provide free legal representation, campaign for worker’s rights, undertake industrial action when necessary, and more (CIPD, 2024). Collective bargaining is the official process whereby an employer and a recognised TU negotiate the T&Cs of employment on behalf of a group of workers. (Blood, H, 2023). 
Both forms of employee representation can improve communication and employee satisfaction, but TUs are often seen as more powerful advocates in disputes. (CIPD, 2023)






AC 1.3. Evaluate the relationship between employee voice and organisational performance.
Employee voice describes methods that employees use to express opinions - direct communication, suggestion schemes or participation in decision-making processes – such as through interactive meeting formats to encourage greater participation and voice.  Creating opportunities for our employees to have effective voice at work is a fundamental aspect of ensuring quality of role, but it is also important for organisational effectiveness. (CIPD, 2023)
The IIP describe two types of employee voice, both being important for sustainable success. The first occurs when employees, experiencing dissatisfaction in their workplace, voice their concerns openly and honestly - rather than resigning. The second is through participative management, and the extent to which employees have input into the decision-making process. (IIP, 2023)
Organisational performance refers to outcomes such as productivity, employee engagement and financial success. The CIPD Good Work Index 2025 examined levels of self-reported engagement from employees in a number of industries and the impact this had on key business outcomes – exploring positive feelings of engagement as well as more negative feelings (boredom, burn-out, isolation). 
It advises that employers should ensure their employees have the resources to do their work effectively, avoiding excessive or overwhelming demands, providing support and boundaries around technologies, particularly with remote workers. Encouraging employers to establish clear practices and expectations, motivation, innovations and more in-depth consideration to job design and job descriptions, skills development and opportunities to develop. (CIPD, 2025).
While employee voice can improve performance, it needs managing well. Suggestion schemes, for example, can be a great way to drive improvements in productivity, performance and ideas as well as increase employee motivation and engagement – they sound productive.  When acted upon, employees can see their ideas and suggestions brought to life, but if ignored it will decrease future engagement and motivation for employees who will feel their voice is not heard – employees may be tired of seeing their ideas go into a black hole, whilst managers may be too busy to review, validate or implement these ideas. “Continuous Improvement is correlated to what you put into it. Suggestion schemes work most effectively within a prevailing culture of effective Continuous Improvement: they cannot work well in isolation (Palmer, 2025)


AC 1.4. Explain the concept of better working lives and how this can be designed.
Better working lives (BWL) are work environments that enhance employee wellbeing, job satisfaction and work-life balance. It refers to the employee experience that encompasses physical, psychological, social and developmental aspects of work. Key elements of this can include flexible-working arrangements, health and wellness initiatives, training opportunities and a supportive, inclusive structure. 
As an organisation we must create environments that enable our employees to succeed both professionally and personally. To promote flexible and agile working and wellbeing strategies and effective training programmes to develop skills to help employees have a BWL balance. (VQ Solutions, 2024).
The CIPD Good Work Index is an annual benchmark report examining job quality in the UK. The report provides an overview of how employees view different aspects of their work and the factors influencing whether experiences are positive or negative. It highlights significant associations between those factors and outcomes such as reported performance, engagement, discretionary effort, health and intention to quit. (CIPD, 2025)
In designing BWL within our people practices, we could first look at job design.  Hackman and Oldman (1976) created the Job Characteristics Model (JCM). This is a framework designed to enhance employee job satisfaction and performance by focusing on effective job design. It identifies five core job characteristics that, when applied, can improve employee motivation, performance, and satisfaction, resulting in decreased absenteeism and turnover:
Skill variety – how much the job requires a variety of activities using a range of skills and abilities. Task identity – how much a job requires the completion of a whole and identifiable piece of work and how it fits into the wider workload/plan. Task significance – how much a job has a meaningful impact on the lives or work of other people. Autonomy – how much freedom, independence and discretion an employee has in managing the work themselves. Feedback – the clarify and method of information received back regarding their work performance.
Each job characteristic can be adjusted to ‘recalibrate’ a job, making it more meaningful and engaging for the employee.  The model suggests that high engagement is related to experiencing three psychological states whilst working.  Meaningfulness of work – that the work itself has meaning to an employee and isn’t just a repetitive process, the idea that work should be meaningful is vital to intrinsic motivation (consists of the skill variety, task identity and task significance). Responsibility – being given the opportunity to be a success or a failure as the employee has sufficient autonomy to act. Knowledge of outcomes – not only important to make changes as an employee does the work, but also to promote the concept that the work is theirs to own (feedback). (Thackray, 2022) (Lucas, 2024)
Unilever’s wellness programme shows how these initiatives can boost both employee engagement and organisational performance. Their approach creating a supporting working focuses on Culture, leadership, prevention and support, equipping teams to better support their health and wellbeing. (Unilever PLC, 2025) (Crush, 2024)



AC 2.1: Distinguish between organisational conflict and misbehaviour. 
Organisational conflict refers to disagreements or disputes between employees – or between employees and management, often arising from differing interests, values or goals. Conflict often involves personal agendas, insights and goals versus those of the group or team, often leading to a clash of interest, at which point conflict is bound to occur. (Ronquillo, 2023) (Pembi et al., 2023).
CIPD research shows that conflict at work is a common occurrence, highlighting the serious issue of bullying and harassment in workplaces and the life-changing impact that unfair treatment can have on individuals and organisations. They reveal a continued reliance on formal HR processes and procedures to deal with conflict and highlight evidence of a serious perception–reality gap. (CIPD, 2020). The CIPD Good Work Index found that employees who experienced conflict were twice as likely to say they would leave their job. (Mayne, 2024)
Misbehaviour involves actions that violate our organisational rules or norms, such as dishonesty, absenteeism, or insubordination. It is a more intentional behaviour and can include misconduct such as bullying, theft, time-wasting, or persistently ignoring company policies.  It can have a significant impact on team morale, productivity, and overall organisational performance, creating a toxic working environment and potentially leading to higher levels of employee turnover, potentially resulting in a negative reputation for the organisation.  (Faragher, 2020)
Conflict could lead to innovation if it is handled well, while misbehaviour tends to damage team morale and productivity. Line managers play an important role in addressing workplace conflict early on to prevent escalation, and it’s vital to be clear about expectations of conduct within the team, ensuring all team members are clear in terms of how they interact with each other, their customers, clients and the public. If handled well, workplace conflict can help to improve the morale of a team, retain valuable skills and knowledge, and reduce sickness absence.
Misbehaviour is often a breach of conduct and requires disciplinary actions to intervene and break the cycle of behaviour, if possible. Workplace conflict is likely to fester and intensify if it is ignored. Conflict often results from structural or interpersonal issues and can often be resolved through negotiation or mediation.
Maintain information points on the intranet where employees can access our organisational values, hold regular team meetings for employees to raise any concerns, regularly remind the team of the expectations around dignity and respect to one another. Offer a safe space for employees to discuss their concerns with their manager, HR or occupational health.
Performance management is also considered a good tool to prevent workplace conflict. (CIPD, 2023) 







AC 2.2: Assess emerging trends in the types of conflict and industrial sanctions.
Conflict can occur from simple individual disagreements to collective workplace disputes over conditions, pay, terms and conditions. 
The CIPD’s report on Managing Conflict in the workplace highlights the key challenges in guiding People Practioners in handling conflict and fostering inclusive working cultures that don’t tolerate any inappropriate behaviours, and the steps to work towards this. (CIPD, 2020), (CIPD, 2023)
From 2022 to 2023, the UK saw a wave of unprecedented industrial action (IA), with high numbers of ballots, attendance on picket lines, negotiations, pay claims and awards, and legal battles between government and public-sector unions. The trigger was the spike in inflation, with 99% of recorded strikes being about pay, other factors being growing inequality and the rise in the cost of living.  (LRDunionnews, 2024). 
Collective bargaining has declined in the UK, with around 27% of employees being covered by CB arrangements in 2022, and only 13% of private sector employees. This has resulted in 90% of wages and conditions being determined by other methods than collective bargaining. 
With Amazon seeing unions trying to win recognition, to NHS doctors striking, most recently the Birmingham bin strikes, IA is becoming a more commonplace part of working lives in both sectors. There is increasing public awareness of the power of strike action to bring about change, and although numbers decreased, TUs are expanding their presence beyond the public sector and traditionally unionised industries.
There has been a shift from longer disruptive strikes to shorter strategically planned strikes that target specific times or events for maximum impact, coordinating action on the same day across different locations. The trends show a decrease in the number of strikes, but an increase in precision tactics with fewer workers involved, but more targeted disruptions.  Shorter strikes may be less productive in the long term, but they are also highly strategic and harder to predict.
The use of injunctions to prevent or limit strikes has become a more common tactic.  Whilst legal injunctions can prevent immediate disruptions, they could strain employee relations and increase tensions. (Horne, 2024).  More common is the trend towards individualisation of conflict, where disputes are increasingly resolved on a case-by-case basis, rather than through collective action. (Barber, 2024). 
As an employer it is vital we tread carefully when communicating with our employees, especially regarding contractual negotiations.  Constructive dialogue can often help prevent or mitigate any form of IA. 
Organisations should be proactive in taking steps to understand the grievances leading up to the strike threat, and where possible explore mediation or conciliation. This should demonstrate a commitment to resolving issues amicably and may help to bypass disruptive IA. (Horne, 2024).  
Acas reports that employers are increasingly stepping forward to seek resolution with early conciliation, whilst historically most requests for Acas involvement have come from trade unions. (Acas, 2024) 



AC 2.3: Distinguish between third-party conciliation, mediation and arbitration.
The main ways to solve disputes between an employee and their employer are through mediation, conciliation, and arbitration. These are forms of alternative dispute resolution (ADR) and should be used to solve a problem, ideally instead of going to an Employment Tribunal (ET). The advantage of looking to use an ADR is the time and cost saving to the organisation and maintaining a good relationship with the employee. It’s useful to note that Acas can provide assistance with mediation, conciliation, and arbitration and provide training and advice on the best way to move forward.
Mediation is an informal or alternative dispute resolution (ADR) which can be used at any stage of a dispute (though before a claim to an ET is made) and is a flexible and voluntary process. A mediator would be independent, acting as an impartial third-party to facilitate a positive relationship between parties - aiming to resolve issues by finding common ground to find the best solution for both parties. It is considered to be a safe space for the parties involved to come to a suitable voluntary agreement, rather than a legal ruling. Note that mediation should not be used to solve problems that have to be formally investigated – such as discrimination or harassment. (Gov.UK, 2015), (CIPD, 2022)
Conciliation is like mediation but is normally used to find a solution either before an ET claim is made (early conciliation), or after an ET claim is made (conciliation).  It is a voluntary process with a third party involved, and both the employee and the employer must agree to it beforehand.  Acas offers a free service to help with conciliation to assist both sides in a dispute to reach a mutually acceptable solution, often in cases involving employment tribunal claims. (Gov.UK, 2015). 
Conciliation is commonly used in employment disputes and can be applied collectively for a group of employees, as well as individually, where both parties are encouraged to settle outside of formal legal action. It focuses on reaching a compromise in issues of pay, T&Cs, changes, redundancy consultation and selection and TU recognition, often in the context of preventing tribunal cases. Independent research shows that collective conciliation helps resolve 9/10 workplace disputes. (Acas, 2022)
Arbitration is often used when parties cannot reach an agreement, and a formal enforceable decision is needed, An arbitrator would listen to both sides and make a firm decision on a case after considering all the issues - similar to a court ruling. The employee and employer must agree to an arbitrator’s decision being legally binding, and if they do not agree, the case can be taken to an ET. This process has less flexibility than conciliation or mediation. (Gov.UK, 2015) (CAB, 2025) 






AC 3.1: Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues.
A dismissal (S95 ERA) occurs when a contract is terminated by the employer under either Performance (with notice) or Conduct (with or without notice). Unfair dismissal occurs when an employer fails to act fairly or reasonably in terminating an employee’s contract. 
The Employment Rights Act 1996 is the key legislation governing this, stating that dismissal must be based on fair reason and must follow the proper processes.
 The ACAS Code of Practice provides guidelines to ensure employers act fairly - unfair dismissal can occur if these processes aren’t followed, or if the process isn’t transparent. (Acas, 2015)
Performance refers to an employee's ability to perform their role and often related to skill, aptitude, health, or any other physical or mental quality. To fairly dismiss an employee on capability grounds usually involves giving them opportunities to improve through training, adjustments or support, before any further decision is made – such as a supportive plan or an extended probationary-period plan. (Legislation.gov.uk, 1996).
Dismissals for lack of capability fall into three categories: Qualifications, Illness and Poor performance/incompetence. (CIPD, 2023)
Qualifications – Acas defines this as lacking any kind of 'degree, diploma or other academic, technical or professional qualification relevant to the position' held by the employee. 

Illness – we need to consider the nature of the illness and how long the illness could potentially last for.  From an employer’s viewpoint, we need to consider the impact on the organisation, and we must seek views of the occupational health team. If necessary, look for alternatives such as redeployment or putting reasonable adjustments in place.
Performance - collate evidence of poor performance and consider a Performance Improvement Plan. Note areas of improvement required – what is good work, and what does the employee need to achieve this level? Ensure the employee understands their job requirements.
Regularly review the employees' work with their manager for sustained improvement and remember that the purpose of this process is to improve performance. Ensure that the penalties for not performing are made clear to the employee, as well as the time scales involved. 
In considering a capability dismissal, a fair procedure targeted at assessing performance and a process which allows the employee to improve their performance must be followed.
Conduct / Misconduct, can include insubordination (disobeying /refusal to follow reasonable instructions), persistent lateness, unauthorised absences, or repeated poor attendance.  Gross misconduct involves serious breaches like dishonesty, negligence, physical violence, theft, fraud, harassment / discriminatory behaviour, or breaching health and safety regulations. 
Dismissal for ordinary misconduct typically requires a series of warnings, and dismissals for misconduct will usually only be reasonable if the employee has committed previous acts of misconduct logged on the employee’s personal file. 
Gross misconduct can justify immediate dismissal without notice or payment in lieu of notice. Ensure to remember procedures are followed consistently - for example, if an employee is not told that a breach of the company’s IT policy is gross misconduct, it may sit outside the range of reasonable responses to dismiss the employee for a first offence. This could be treated as Serious misconduct where a ‘first and final’ written warning is issued and recorded on the employee's file. (Service, 2015a)
It is vital that the proper procedures are followed and documented to avoid an unfair dismissal claim, such as formal hearings and investigations. 

 



AC 3.2: Analyse three key causes of employee grievances.
The most common employee concerns during a merger process involve job security, communication, cultural integration, compensation, regulatory compliance, HR support, and morale. To look at 3 of these concerns:
Job security - redundancies are an inevitable process which often occur regardless of an employee’s experience or qualifications – employees will worry about job security, even if they weren't selected for redundancy during the merger. 
We have new management, and some have come from the private sector, with little to no experience of the public sector. They will need to be supported in dealing with performance issues so that they can adequately support their teams.
Employees will feel anxiety about the newly-formed organisational culture and how they fit into this. For those employees who remain in the existing organisation, they may worry that new team members will threaten the ‘norm’ and the hierarchy of the existing team structure.
Relationships with new managers and team members may cause conflict and friction, and if not dealt with soon enough, result in grievances. Transferring employees may be anxious about how they will fit in.
Communication - employees will be concerned about poor communication and transparency – they will want to know as much information as possible, what changes are happening and when, and most importantly, how it will affect them. It is imperative to ensure all managers are kept fully-briefed with changes and communications to share with their teams. Where there is inconsistent communication, a perceived lack of support, or perceived unfair decision making by managers, it often leads to frustration among employees.  
Studies show that effective leadership and clear communication are essential for reducing workplace grievances - support, visibility and responsiveness are key in leading employees. This relationship is critical to getting the best from employees, and when this breaks down, the damage can be great and result in grievances.  Addressing issues fairly as they arise is crucial to maintaining a harmonious environment. (Aylott, 2023)
Cultural integration plays a vital role in the success of an organisation. Aligning cultures can greatly influence our outcomes and help teams work better together.  HR and Managers need to focus on an effective integration framework involving collaboration and open communication, promoting open dialogue and inclusive practices. By actively listening to and engaging with employees, we can create an environment where our employees feel respected and valued. (CIPD, 2024).
Establishing this culture will be challenging and the changes will likely disrupt existing workflows and standard procedures, as new employees settle in. Managers may want to make structural changes and bring in new working practices.
After years of working with familiar systems and processes, employees may worry their workplace dynamics will change and feel uncertain about how they’ll fit into the new organisational culture – it is important to have a unified approach with management and leaders to ensure we are working consistently with the practices and procedures and ensure that training is provided for those who need it.  (Aylott, 2023)



AC 3.3: Advise on the importance of handling grievances effectively. 
Once of the difficulties that we will have to navigate will be employee grievances. 
A grievance is a formal complaint raised by an employee when they feel they have been treated unfairly, or their rights have been violated. We must recognise, address and resolve grievances in order to maintain and healthy and productive work environment.
Effective grievance handling helps organisations comply with employment laws and avoid costly legal claims, such as unfair dismissal or disclination cases. Following the Acas Code of Practice on Disciplinary and Grievance Procedures ensures that employers act fairly and can help protect them from ET claims and provides a basic process for employers to follow to achieve this.  (Acas, 2015) Failure to follow the Code can result in an uplift of any associated compensation awarded by an ET by up to 25% in relation to a constructive unfair dismissal or discrimination claim (Acas, 2024), (CIPD, 2023) (Croner, 2025)
Good employment relations practices – starting with recruitment, onboarding and induction training, communications and consultation, can prevent many grievance issues arising. As an organisation we are more likely to have positive employment relationships if we make efforts to gain our employees’ commitment. (Service, 2016)
We should ensure that we have robust grievance management procedures in place that everybody follows, starting with an up-to-date Grievance policy based on the Acas Code of Practice (Acas, 2015).  It is a requirement under the Employment Rights Act 1996 to provide information to all employees on to whom they should direct any grievances they have. The grievance policy acts as a reference for employees who have a complaint or concern and directs them to what they need to do to raise it, and what to expect once the grievance process has been initiated. (Croner, 2025)
Dealing with grievances properly is vital. Getting it wrong can prompt an employee not previously considering a claim to raise one and can also result in an uplift to the compensation in any claim. Unresolved grievances can lead to lower employee morale, higher absenteeism and reduced productivity as employees feel undervalued or unsupported. This can disrupt team dynamics, creating a hostile work environment, leading to resignation or disengagement. Having the skills to address employee concerns is a valuable skill for managers to have, supported by HR or other managers. (Service, 2016) (Faragher, 2018)
Mishandled grievances can damage the reputations of both parties, as unresolved complaints can lead to poor employee reviews and poor publicity. A well-managed grievance process demonstrates a commitment to fairness and ethical standards. (Aylott, 2023)
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