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Section 1 
AC1.1 
According to the CIPD, ‘Employee voice is the way people communicate their views to their employer and influence matters that affect them at work. For employers, effective voice contributes to building trust with employees, innovation, productivity and organisational improvement. For employees, self-expression in voice often results in feeling valued, increased job satisfaction, greater influence and better opportunities for development. Employee voice is important in creating inclusive working environments too.’ (CIPD, Employee Voice, 2022) Employee voice to forever emerging into the professional world whatever the business is, it’s crucial that the employee voice is heard and that there are chances for the employees to have their chance to voice their opinions. One way which this can happen is by ‘securing trust and confidence between employees, leaders and organisations. (CIPD, Group voice channels: Guide for people professionals, 2021) by ensuring that they have the trust and bond between the business and the employees once this has been formed and is going well this is where the confidence in the employees will come out, and they will feel that they can use their employee voice to make a change. It’s important to encourage people in their initial onboarding process that it’s encouraged to have an employee voice in this business. Another way which this can be encouraged is by ensuring that businesses have the relevant and correct training for their line managers and their senior managers. One way to ensure that this is fulfilled correct and rolled out correctly across the business is by coinciding this with their people management behaviours, work relationships and making this part of their personal development plan (PDP) but also, it’s crucial that everyone checks in on everyone who is on the receiving end of the employee voice as sometimes this can be a lot to take onboard. (CIPD, Group voice channels: Guide for people professionals, 2021)
AC1.2
‘Employee Participation refers to business activities that employees take part in together to achieve a common goal’ (Chron, 2018)   an example of this is, is project teams of quality circles in which employees work on projects or tasks with considerable responsibility being delegated to the team.  (Studies, 2019) ‘Employee Involvement is all about the opportunities which you give your employees to help them make the right decisions at their workplace. The employee involvement meaning refers to the direct interaction between management and employees that encourages workers to take ownership of the outcome of the project. (Chron, 2018) An example of this would be, a business having a team which are solely focused on continuous improvement teams, and formal quality of work life programmes. (Powell, 2021) The difference between employee participation and employee involvement is, employee participation is when an employee take part in business activities this could be that the employee is involving themselves in a project but if they were to leave the business then the team would be able to re delegate out. Employee involvement is when a business creates a team playing everyone to their strengths so if a member of the team was to leave this situation, then it would be harder to replace this person, it would probably be easier recruit a new member for the team with similar strengths rather than delegate the tasks out to the existing members of the team. But both methods can show that employees need to be committed to business and to the task in hand as it wouldn’t take too much time to be able to ‘rock the boat’ or for a member of the team or business to feel left out. 
AC1.3 
Employee voice is important in every workplace/business. Some examples of the tools that be used are:
· The business ensuring that there are open office hours for senior managers or key decision makers.
· Transparent communication about company news and developments. 
· Regular one-to-ones with line managers for two-way feedback and suggestions. 
(KAT, 2022)
Employee voice is one of the most crucial parts of every business. For the business ensuring that the senior management team and the key decision makers are in the business between set times/days of the week or month. If this a routine that they stick to, to make sure that if an employee wants to talk to someone higher than their line manager then there would be an open-door policy for this. It’s important for there not to be any secrets in the business and for the business to be transparent with all their employees not just those with manager in their job title. To build a good relationship with employees it helps to have the one-to-one conversations this will then be able to build the relationship. But also, this will help the line manager to highlight any issues which may be arising, or this could be a good opportunity to highlight any positives which this employee may be going through. From a line managers point of view this is also good opportunity to get their feedback and for them to inform their employees about any company news and developments. 
All three of these examples go hand in hand with each other as it is important for business to adapt and use these. For the business to ensure that they are using all these tools this is something that they can put to their line managers/senior management for their approval. If someone is on board with employee voice, then they are going to promote employee voice more.  
A1.4 

According to the CIPD ‘When employee voice channels work effectively, employees can feel valued, trusted and influential. In turn, this can increase their job satisfaction and performance. For employers, effective employee voice can mean better relationships with their employees and, ultimately, improved organisational performance.’ (CIPD, Employee Voice, 2022)

The link between employee voice and organisational performance is clear, when the employees at the business feel heard then they are more likely to be engaged with their work and be more resilient which means all round a better performance for the business. But, if a member of the business was not working to their highest potential then they may not be efficient in the work that they complete, but also, they may start making more mistakes which can affect the day-to-day operation of the business. So, if an employee is not feeling engaged/heard in the business then they are going to affect the organisational performance. 

According to Tom Newcombe ‘employee voice to the foundation of sustainable business success. It increases employee engagement enables effective decision-making and also helps to drive innovation’ (Newcombe, 2012) this shows that it is important to look after your employees because this means that they will then look after your business. But if you do not look after the employees then they will then feel less motivated to do work their fullest potential. One easy way to boost the morale of an employee to make them want to work to their fullest potential is by introducing new employee voice tools as discussed in AC1.3. 

A1.5  

The concept of better working lives according to the CIPD is, ‘Good work gives opportunities to develop skills and a career and ideally gives a sense of fulfilment. The CIPD motto is ‘Championing better work and working lives.’ (CIPD, UK Working Lives, 2019)

For a business to create better working lives for their employees they need to listen to what their employees want, the CIPD describes good work as:

Good work is fairly rewarded. 
Good work gives people the means to securely make a living. 
Good work gives opportunities to develop skills and a career and ideally gives a sense of fulfilment. 
Good work provides a supportive environment with constructive relationships. 
Good work allows for work–life balance. 
Good work is physically and mentally healthy. 
Good work gives employees the voice and choice they need to shape their working lives. Good work should be accessible to all. 

(CIPD, UK Working Lives, 2019)

This would mean that if a business allows all of their employees to hit all of these points, then this would then design the better working lives which is what every employee at every business deserves. As a business you should be doing the small reminders to your employees such as asking them to have, they taken their breaks, have they planned their annual leaves. But also, the bigger conversations on communication of boundaries needs to be had too, by having big or small conversations means that the workplace then becomes more trusting and the result of this would be good work is completed and a better work life is had by all employees. If a business was not to offer all these points to all employees, then this would then need to be escalated and highlighted to the senior managers and Human Resources department. 



 
Section 2 

AC 2.1
Organisational conflict is, when ‘Organisations are responsible for creating a work environment that enables people to thrive. If disagreement and differences of opinion escalate into conflict, then the organisation must intervene immediately. Conflict in the organisation can be constructive or destructive for an organisation.’ (M, 2023) Organisational misbehaviour is ‘Any intentional action by members of an organization that violates a shared organizational rules and expectations or core societal values, morals and standards of proper conduct.’ (Mbagwu, 2018) The difference between organisational conflict and organisational misbehaviour is that organisational misbehaviour can result in formal proceedings such as police needing to be involved if an employee was stealing from the business. But, with organisational conflict this can be more informal basis for example this could be when a member of the team starts bulling another member of the team. There are two different types of conflict informal and formal. The difference between the two of them are, informal conflict could be when there is a disagreement between two or more people in the team, but formal conflict could be when a claim is brought against your business in the form of an employment tribunal. Although tribunal is the worst-case scenario in this situation. (NCVO, 2020)
AC2.2
Employment action is when an action raised or made by or on behalf of an employee, which is based on an employer or employee relationship.    
Official employee action is when there is a union complied with these requirements and employees are protected for example this could be from unfair dismissal. Unions and employees who participate in official employee action can be protected from sanctions from the employer. An example of official employee action could be simply refusing to undertake duties outside of their specific role or not covering for absent colleagues. (CIPD, Working with Trade Unions, 2023)
Unofficial employee action could be when the employees organise to go on strike this is when employees refuse to work. But for the strike to be classed as unofficial if the trade union does not follow the rules or employees take the actions that’s not authorised by their union. In an official strike employees are protected by law, but employers do not need to pay anyone who is on strike (ACAS, Strikes and Industrial Action, 2023). Other forms of unofficial employee action could be something simple such as the employee refusing to work overtime. 
To prevent employee action, it’s important that employers ensure that their employees are feeling that they are being treated fairly, this could be through paying their employees fairly, having good and clean working conditions but also providing all employees clear HR procedures. All of these will help ensure that employees feel valued. 

AC 2.3 
One of the new emerging trends in the types of conflict and industrial sanctions is social media campaigns. These are found to be different way to protest/strike against their employer. The employer who the employees are striking against should be more cautious about how they are treating their employees because if their employees start striking and they then bring this to social media, and this gets attention then they will then possibly be bringing the business reputation down. (Hughes, 2018) The Office for National Statistics (ONS have published the data of working days lost to industrial action. From June 2022 there has been over 205,000 working days lost. (Silkin, 2022) 
Another emerging trend of types of conflict and industrial sanctions is a lock out, this is when a work stoppage where the employer stops workers from working. Lockouts are different to strikes as lockouts are temporary closures of a workplace, stoppage of work or the employer refusing to hire. A lockout is an agreement between with the employer and the current employees. It’s also a way for the employer and employee to come a mutual agreement. 
AC 2.4
Mediation is when independent and impartial third party meet and discusses a problem with the employee and the employer or in other situations this could be between employee and employee. The discussion is around the issue which has arisen and to try and find a solution. But both parties who are taking part in the mediation must come to the acceptance of the solution to solve the dispute. Nobody can be forced into settling the dispute. (ACAS, Mediation at work , 2023) 
Conciliation is similar to mediation this conciliation is brought in to try and find a solution. Conciliation which is used before the employee makes a claim to employment tribunal is known as early conciliation and if you make a claim to an employment tribunal this would be know as conciliation. It’s important again to highlight that conciliation is again voluntary both the employee and the employer must agree to it before the conciliation happens. (UK, 2023)
Arbitration is when a third party makes a firm decision on a case after considering all the issues without taking any one’s side. The employee and the employer must agree to an arbitrator’s decision being legally binding. If the agreement is not reached, then employment tribunal can still be the next steps. (ACAS, Arbitraion, 2023)
AC 3.1
If an employee has been dismissed unfairly and have worked for the company for at 2 years and there was no fair reason for the dismissal, the reason was not enough to justify dismissing them, the employer did not follow a fair procedure. (ACAS, Unfair Dismissal, 2023) 
Capability and conduct are ‘fair’ way to dismiss an employee. But the employer must show that the dismissal was fair and specific reason and was handled within the business properly. The employer also needs to be reasonable with the employee and their current situation. To ensure that the employer has followed a fair procedure, if this case was to go to tribunal, they will have a wide discretion on what it considers to be fair. In relation to conduct even if it was a serious misconduct or in that case it would be gross misconduct this may not be enough to make the dismissal fair. The employer would need to carry out a full investigation and gathering all the evidence. While the investigation is on going usually the employee is on suspension. (CIPD, Dismissing procedures, 2022)
If an employee was to be dismissed due to capability. They would need to fit in one of these two ranks. The employee is incapable of doing their job to the required standard or, the employee is capable but unwilling to do their job properly. But this needs to be done again fairly and investigated into, but also while the investigation is ongoing for the business and the employee’s safety the employee may be placed on medical suspension. (GOV, 2023)
AC 3.2
There are many reasons for employee grievances the main ones in the UK are:
· Bullying
· Harassment 
· Relationship with managers
· Relationship with colleagues 
· Pay 
· Grading 
(Webber, 2023) 
To break these reasons for grievances down. If an employee was raising a grievance for bullying, harassment or relationship with colleagues then this could be broken down to the management has not been dealing the situation correctly for it to reach a grievance, or they are ill-equipped to deal with complaints.
When it comes to relationship with management a lot of managers either don’t want to be seen as the bad guy, or the power may have gone to their heads regarding their promotion, and they may again not of had the required training before they stepped into their role.    
Pay and gradings, the main source of this grievance would be communication or lack off. With the current cost of living crisis, it’s creating situations in the workplace where employees need more money but not all work places can afford the amount which people are asking for. But this is a situation which is happening all over the UK.
AC 3.3
Management and employee representatives who may be involved in grievance matters must be trained for the task in hand. For a manager to handle the grievance effectively they will need full training this will also help with their confidence and knowledge of the grievance and disciplinary matters. In relation to the evidence side of the grievance and disciplinary matters the below records need to be kept:
· The nature of the grievance or disciplinary.
· What was decided and actions taken.
· The reason for the actions.
· Whether an appeal was lodged.
· The outcome of the appeal. 
· Any further developments relating to the matter. 
It is also important that everything regarding the matter is treated in a confidential matter and copies of all documentation must be provided to the employee. 
From a business professional side of grievance and disciplinary matters they should act promptly with any matter which is raised to their attention. The professional must act consistently, if a investigation is necessary they must focus and establish on the facts of the case. They must offer the employee the option of having a companion at any formal meeting. The employee must also be given the option to appeal any formal decision which has been made in the meeting. (ACAS, Discipline and Grievances at work , 2020) 
AC 3.4
The importance of handling a grievance effectively from a Human Resources professional background is to ensure that a fair process has been followed both for the employee/s which are going through the matter but also to ensure that the business and management are protected. But also, the grievance procedure which the business has need to be effective and streamlined to be able avoid getting to the grievance matter. If grievances do appear in a business and are dealt with, at the end of the formalities there should be time for recommendations for the business, and one of the main points for this should be the business culture this will make if effective because this will stop the same instances happening again. A way to promote the correct company culture, is by re circulating company policies and ensuring that employees read and sign this. 
Other ways to make a grievance effective is by listening to all the parties involved and having no bias around it. Also, its important to investigate into the grievance if this is appropriate.  
(Macdonald, 2023) 
A.C 4.1
‘Collective employment law is what regulates the activities and behaviour of trade unions, work councils, and employers’ association.’ (Leicster, 2023) The main provisions for this would be, Issues such as the rights of workers to collective consultation and codetermination, the freedom of trade unions to organize, internal union government, trade union recognition, collective bargaining, and strikes, lockouts, and other forms of industrial action. In the UK, there have been major changes in collective employment law over the past two decades. These have included the requirement placed on unions by the Conservative governments of the 1980s and 1990s to rely on postal balloting and the narrowing of trade union immunity. (Noon, 2008) 
AC 4.2
A trade union employee body is an organisation made up of members and its membership which must be made up of mainly of their own workers. A trade union is there to protect the employees be there for their best interest of its members workplaces, a trade union are normally independent of any employer. (nidirect, 2023) In some organisations there are non-union representatives. The non-union representatives have statutory rights to paid time off to perform their duties and, in some cases, paid time off to attend training. When these situations have arisen, the employee is protected from dismissal or detriment in carrying out their duties. But if an employee forum is set up voluntarily, they do not have any legal rights to attend meetings or be paid for these forum groups. But t would be in the workplaces best interest to allow their employees the chance the attend these forums. (ACAS, Non-Union Representation in the workplace, 2023) 
The difference between union and non-union representatives are as follows, Union representatives are always external to the business and always get paid for the work which they carry out no matter what, but they are paid from the union not from the business themselves. But a non-union representative would be a member of the workforce and would be paid to attend the meetings. But they may not be paid for them to attend in workforce forum meetings although this is this in the organisations best interest to do so.  
AC 4.3
Collective bargaining is the official process by which trade unions negotiate with employers of behalf of their members. Collective bargaining is only possible where an employer recognises a trade union and between them, they decide on the scope of negotiations. (TUC, 2023) 
In the UK the majority of collective bargaining arrangements are voluntary. Good organisations will recognise the benefits that comes from unions and would be willing to negotiate with the union representative for example this could be negotiating employees’ wages and other terms and conditions for employees. 
Collective bargaining with a recognised union is one of the most effective ways to negotiate the terms and conditions and rights of the workforce. 
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