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Differentiate between employee involvement and employee participation and how they build relationships. (AC 1.1) 

Employee involvement and employee participation are both ways to engage with employees, however they differ in nature and the impact they can have on employees and the organisation. 

The key differences between participation and involvement are the depth of engagement and the level of decision-making power given to employees (Armstrong, 2020). 

Employee participation refers to the process where employees actively contribute knowledge, ideas and views to various aspects of an organisation, which enables employees to have input into the decision-making processes, rather than simply following orders (Heartcount, 2024). 

Participation can be directly with employees or through representative participation, which enables employees to have a collective voice involving trade union or non-union representatives, participating in decision-making within the organisation and having more direct influence (CIPD 2025a). 

Employee participation can include employees sitting on committees or work councils. This deepens the level of engagement by giving employees a sense of participation in the organisation, managing change and reinforcing the culture of transparency and openness (CIPD, 2025b). 

In contrast, employee involvement refers to the degree to which employees are encouraged to participate in decisions. Management can introduce practices directly with employees to gain ideas and co-operation without them necessarily having an influence on the decision-making process (Taylor and Woodhams, 2016). 

Employee involvement can take on several forms, such as staff surveys or suggestion boxes. These encourage employees to submit ideas, feedback or recommendations and help create trust as employees feel their input is valued (CIPD, 2025a), but ultimately, unlike participation, they do not have direct input into the final decision. 

A 2021 case study featuring a rapidly growing airline logistics company focused on how they manage employee involvement. They not only developed improved voice channels through staff surveys and a clear tracking system for outcomes, but a breakfast club concept. On a monthly basis, they invited staff whose birthdays fell in the given month to breakfast with senior leaders. This created a relaxed atmosphere in which to put forward suggestions and discuss ideas, meaning employees felt valued and heard (CIPD, 2021).

Involvement and participation can build relationships in the workplace. Employee involvement can help create trust as employees feel their input is valued. Participation, however, tends to deepen engagement, as employees have a say in the outcome.

Compare forms of union and non-union employee representation. (AC 1.2)

Employee representation is important as it gives employees a voice through individual and collective channels. Employee voice is an integral part of CIPD Good Work (CIPD, 2024). Employee representation can either be in the form of union or non-union, with both advocating for employee interests but differing in structure and power (CIPD, 2025). 

Union
A trade union is an organised group of workers which exists to protect the rights of members and improve their working conditions. They act as a collective voice (ACAS, 2014). 

Trade unions have special status in law under The Trade Union and Labour Relations (Consolidation) Act 1992. This provides them with enhanced legal protection to negotiate working conditions and pay through collective bargaining, meaning agreements are reached through formalised structures and negotiations, unlike non-union representation (CIPD, 2025).

Collective bargaining is not a statutory right for non-union representatives, meaning employers only need to work with unions to discuss changes to employees’ terms and conditions (Gov, 2023). However, once a collective agreement is reached this can affect non-union members if they are part of the bargaining unit (Morris, 2025a). 

The power of unions is their collective strength. For example, The Royal College of Nursing (RCN) is the world’s largest trade union for nursing, which uses collective strength to negotiate fair pay and working conditions for members. It is currently advocating for better pay through collective bargaining, having recently rejected the proposed 5.5% pay award for NHS staff (Royal College of Nursing, 2020). 

Non-Union   
Non-union representation refers to employee representatives that are not part of a trade union. They use channels or methods in the workplace to ensure employee voices are heard, but their role tends to be much more restricted than that of their union counterparts, mainly around consultation (ACAS, 2014a).

Work councils and employee forums are examples of non-union representation mechanisms which can provide direct communication with management. They promote a more collaborative and less adversarial work environment (Daniels, 2025). 

One of the oldest and largest examples of non-union representation is John Lewis Partnership. It is a unique model where employees, who are known as Partners, contribute to decision-making processes through employee councils and forums (John Lewis Partnership, 2024). 

For both forms of representation, organisations which develop effective working relationships with both trade union and non-union representatives can make them feel included and part of the strategy and develop positive working relationships (CIPD, 2022a). 

The statutory right to take time off to perform duties is shared by both union and non-union representatives. However, union representatives have nine areas of statute (ACAS, 2014) compared to seven for non-union representatives (ACAS, 2014a). Both are protected from dismissal or detriments in carrying out their duties or standing for election. 

 
Evaluate the relationship between employee voice and organisational performance. 
(AC 1.3)

Employee voice methods are used by employees to communicate their views, concerns or suggestions to their employer to influence matters which affect them in work. This could be through individual or collective channels such as listening groups, feedback channels or staff surveys (CIPD, 2025a). 

Organisational performance refers to an organisation’s ability to achieve its overall goals and objectives. (CIPD, 2025b). 

The relationship between employee voice and organisational performance can have a significant impact on an organisation, with employee voice being a fundamental part of CIPD’s Good Work (CIPD, 2025a). 
When employes feel valued and heard, this can lead to a more engaged and happier workforce, lower absenteeism and higher performance resulting in a more positive workplace where employees work together towards a shared set of values and objectives (Armstrong, 2020). 

There are various forms of employee voice which include direct and indirect channels. Direct channels mean the ability to communicate directly with managers without collective representative bodies such as trade unions or non-union employee representatives. All channels must encourage a meaningful two-way conversation between the organisation and its workforce (CIPD, 2025a). 

A strong example of this is Google. Their culture is the belief that a happy and engaged workforce drives results, with a fundamental part of this culture being employee voice. They hold regular town hall meetings which complement other feedback channels and have an accessible management team. This ensures that employees feel valued and heard. Google believe that fostering a positive company culture increases employee satisfaction and overall business performance (Culture Partners, 2024). 

A lack of employee voice can have a negative impact on an organisation. Employee silence can occur when individuals want to speak up but are hesitant due to the fear of repercussions or lack of change. This can lead to lower morale and decreased motivation (CIPD, 2025b). 

If employee voice is poorly managed this could lead to conflict with employees feeling unheard, undervalued or disrespected, and contribute to employee silence. CIPD’s Good Work Index 2024 reported that 47% of employees just “let it go” when asked about resolving conflict. This could be due to a culture where employees are afraid to speak up or employee voice has been ignored in the past (CIPD, 2024b). 

Employee voice remains important for overall business performance when supported by effective mechanisms.


Explain the concept of better working lives and how this can be designed. (AC 1.4)

The concept of better working lives focuses on creating work environments that enhance employee well-being, productivity and satisfaction. It encompasses key elements such as work-life balance, career development and progression, job design and a supportive inclusive culture (CIPD, 2024a). 

At its core, better working lives encompasses CIPD’s view on ‘good work’ creating motivated workers, productive businesses and a strong economy by making these key elements fundamental to individual well-being (CIPD, 2024b). 

Understanding the key dimensions can help establish and design strategies for better working lives within organisations. For example, having well-designed jobs which match the skill sets of employees, and providing them autonomy in their roles, can significantly enhance job satisfaction and staff retention (VQ Solutions, 2024). 

Better working lives can be designed through internal policies, practices and workplace cultures in a number of different approaches:

Flexible Working Practices
Employees have a legal right to submit a flexible working request, and employers must approve it unless there is a valid business reason not to. By offering flexible working arrangements—such as remote work, hybrid models, or flexible hours—employers can support a healthier work-life balance and promote employees' overall health and wellbeing (ACAS, 2024). 
Google has become an inclusive employer by prioritising flexible working arrangements and encouraging employees to choose their own hours. Adapting this method of better working lives means they can attract and retain top talent, resulting in a highly motivated workforce (Pichai, 2021). 

Focus on Wellbeing
The introduction of wellbeing initiatives in the workplace can make employees feel supported and valued. Companies that prioritise both physical and mental health in the workplace – by offering wellbeing schemes, employee assistance programmes and gym memberships, for example – can create outcomes that benefit both the employee and organisation, boosting employee engagement and performance (VQ Solutions, 2024).

Unilever prioritise well-being initiatives in the heart of their business as they recognise the connection between work and health and enabling employees to align individual purpose to the work they do. This includes upskilling employees as mental health champions to break the stigma surrounding mental health and access to market-leading medical care (Unilever, 2024).

Inclusive Culture and Leadership
Strong relationships between line managers and employees are essential for fostering inclusion. While having a Diversity, Equality, and Inclusion (DEI) policy sets the foundation for a positive, productive, and ethical workplace, it is equally important that line managers implement this in their day-to-day people management and that leaders actively model healthy and inclusive behaviours (CIPD, 2019a). 

In summary, better working lives leads to productive and fulfilled employees, which impacts an organisation’s success. 

Distinguish between organisational conflict and misbehaviour. (AC 2.1)

Organisational conflict refers to disputes or disagreements between individuals or groups in the workplace that arise due to differences in actual or perceived interests, values or goals (CIPD, 2020). 

A study by the Chartered Institute of Personnel and Development showed that 35% of employees in the workplace have experienced some kind of interpersonal conflict, with 46% of those saying this was caused by differences in personality style of working (CIPD, 2020). 

Effective communication is imperative for any successful workplace but a breakdown in communication can also result in conflict. Lack of communication can lead to misunderstanding, inefficiencies and feelings of frustration and exclusion within the workforce (HR Lineup, 2024). 

Conflict in the workplace is unavoidable. If left unresolved, it can be disruptive, have an adverse effect on morale and productivity and damage the team dynamic (Institute of Directors, 2023).  

Managers who are confident and competent enough to address conflict with effective resolution methods such as early conflict resolution, facilitation or mediation can help find mutually acceptable outcomes to disagreements or disputes (CIPD, 2020). Effective conflict resolution can help build a positive working environment, where employees feel valued and understood, knowing issues are addressed before they have a chance to escalate (Institute of Directors, 2023).  

In contrast, organisational misbehaviour is more intentional and is defined as a deliberate action that violates core organisational rules, such as dishonesty or inappropriate conduct (Negoescu and David, 2009).

Unlike conflict, misbehaviour can undermine organisational performance (Negoescu and David, 2009) and is typically a breach in conduct that requires disciplinary action through the company’s disciplinary policies and procedures, rather than to be managed. 

Misbehaviour can take many forms, including but not limited to bullying, harassment, theft, violence and unethical behaviour.

Organisational misbehaviour can have a huge impact on the employer and the workforce. Depending on the type of misbehaviour, it can damage the organisation’s reputation, cause injuries to colleagues or customers or expose the business to costly legal liability (Negoescu and David, 2009).

To prevent misbehaviour, it is important for the organisation to provide clarity in what is the “norm”. This can be achieved through policies and procedures and by having a staff handbook which can communicate the expected standard of performance and behaviour, as well as having a specific policy and procedure in place to address misconduct.  

It is important for managers to know the difference between conflict and misbehaviour to effectively manage workplace dynamics.


Assess emerging trends in the types of conflict and industrial sanctions. (AC 2.2) 

As workplace conflict evolves, ACAS data on tracking trends shows there are fewer collective disputes, but they have seen a rise in complex individual cases moving to employment tribunal, with employer referrals exceeding trade union referrals by 6% in 2023 (Watt, 2024).

In 2017, the Supreme Court ruled employment tribunal fees as unlawful following Unison’s landmark court victory (UNISON, 2017), and due to the abolishment of these fees Law at Work (LAW) reported a 65.5% increase in employment claims in 2018 compared to the previous year (Toureille, 2018).

In 2014, it was announced the government proposed to overturn the Supreme Court ruling and reintroduce employment tribunal fees (Gov.uk, 2024b), but the Trade Union Congress fears this would see an increase in exploitation, with employers knowing employees are less likely to bring claims due to the financial struggles of working families (Creagh, 2024). 

ACAS are seeing a rise in complex cases entering the early conciliation system that are linked to discrimination or whistleblowing. There was a rise of 4% between Q2 and Q3 in 2023, with 37% of cases being logged in these categories. Discipline, dismissal and grievances continued to lead the trend with 42% of all calls to ACAS’ helpline being about these areas (Watt, 2024). 

Although the UK saw the highest number of working days lost due to industrial disputes for over 30 years from June 2022 to December 2023, the Office for National Statistics shows that strike action is a falling trend (ONS, 2025), with shorter strategically planned strikes and more targeted disruptions emerging, particularly within the transport sector (ONS, 2023). 

In December 2023, the Strikes (Minimum Service Levels) Act 2023 came into effect, to reduce the impact of industrial action in public services (Gov.uk, 2023). However in 2024, it was announced the government would repeal this act to strengthen the rights of working people (Gov.uk, 2024). 

Industrial sanctions are used widely to manage conflict and are guided by company policies as well as external legislation. They can be effective for managing conflicts if used in the correct way. The ACAS Code of Practice introduced in 2009 ensures employers follow a full and fair procedure for any disciplinary or grievance case (ACAS, 2015) which maintains productivity whilst respecting employee rights. 


Distinguish between third-party conciliation, mediation and arbitration. (AC 2.3)

Dispute resolution aims to resolve disagreements or conflicts between parties in the event a formal grievance process has been exhausted and there has been a failure to agree (Armstrong and Taylor, 2020).

The types of dispute resolution are conciliation, mediation and arbitration. 

Mediation 
Mediation is held by a neutral person called the ‘mediator’ who is impartial to the dispute. It is a way to repair relationships where there has been a dispute at the workplace to prevent further conflict (ACAS, 2022a). 
The role of the mediator is not to provide advice but to facilitate a conversation between the parties to try to resolve the dispute (Gov.uk, 2021). As specified by ACAS (2022a) “it’s not about judging who was right or wrong, it looks at how to agree on working together in the future”.

Mediation focuses on voluntary agreements rather than legally binding outcomes like conciliation or arbitration, so it is more flexible and avoids formal action which can be lengthy and costly.

It helps to mend relationships by helping parties find common ground in solutions, improves communication and allows everyone involved to be involved in the outcome (ACAS, 2022a). 

Third-Party Conciliation 
Third-party conciliation is the process of reconciling disagreements where a neutral third-party helps parties in a dispute find a mutually acceptable solution (Gov.uk, 2025). The conciliation officer would usually be a representative of ACAS, who in effect acts as a go-between.

Collective reconciliation can be used to resolve collective employment disputes, with ACAS often negotiating between employers and trade unions to assist negotiations (ACAS, 2024). 

Unlike mediation, the conciliation officer can only help parties come to come to an agreement, they are not present to facilitate an agreement between the parties (Pearce Legal, 2022).

Conciliation is offered when an employee informs ACAS that they wish to make a claim to an employment tribunal about a workplace dispute (ACAS, 2024a) to come to an agreement outside of legal action, preventing tribunal cases.

Arbitration
Arbitration is a process for settling disputes using an independent third party (an arbitrator) to resolve a dispute outside an employment tribunal (Armstrong and Taylor, 2020) after considering all evidence during the hearing. It can be used for both individual and collective disputes.

The decision of the arbitrator is legally binding but both parties must agree to accept the arbitrator’s decision before arbitration starts (ACAS, 2022). This makes it less flexible than conciliation and mediation, in which both parties have control over the outcome. 

Arbitration is only used if other methods, like third party conciliation, have been exhausted and parties are unable to reach an agreement, meaning a formal enforceable decision is required (Armstrong and Taylor, 2020).

Arbitration differs from third-party conciliation and mediation as arbitration can only be used if the dispute is about unfair dismissal or flexible working. It cannot be used for any other type of individual dispute (ACAS, 2022). 

This method is more costly than conciliation and mediation but can save time – compared to lengthy employment tribunals – and can provide closure to the dispute (Armstrong and Taylor, 2020). 


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

Unfair dismissal occurs when an employee has been dismissed for an unfair reason or a lawful reason (i.e. misconduct) but in an unreasonable manner (Armstrong and Taylor, 2020). 
The employee must have two years or more continuous service to bring a claim of unfair dismissal (Daniels, 2025.

Employment Rights Act 1996 (Section 94) is the legislation that governs dismissal, stating that an employee has the right not to be unfairly dismissed by an employer (Participation, no date a) and the dismissal must follow proper processes.

The ACAS Code of Practice provides details on fair and proper processes when dismissing employees and applies to anyone legally classed as an employee (ACAS, 2015).

The Employment Rights Act 1996 (Section 98) states five potentially fair reasons for dismissal, and these include capability and conduct (Participation, no date b).

Capability
Capability refers to the employee’s ability to do their job (ACAS, 2022b). The Employment Rights Act 1996 defines capability as “skill, aptitude, health or any other physical or mental quality and qualification relevant to the position held” (Participation, no date b). 

If an employee has been dismissed through capability, the employer must have first followed a procedure encouraging them to improve, which will often include a performance management procedure (ACAS, 2022b), before any decision is made. 

The Equality Act 2010 protects employees with disability. Should an employee’s ability to do a job be affected by their disability, the employer must ensure they have taken all reasonable steps to support them before investigating through the capability or performance procedure to avoid potential disability discrimination (ACAS, 2024b).

If steps are not taken in line with the ACAS Code of Practice, the employee may be able to make a claim for unfair dismissal, even if the dismissal was valid (ACAS, 2024c). 

Conduct
Conduct is the employee’s behaviour at work and is divided into two categories – misconduct and gross misconduct (Daniels, 2025). 

Misconduct can be less serious offences like insubordination or absence without permission and can be dealt with through a series of disciplinary warnings held on the employee’s record (Daniels, 2015). These disciplinary warnings must follow the ACAS Code of Practice promoting fairness and transparency through investigations and formal hearings (ACAS, 2015).

If no improvement is shown through disciplinary warnings for misconduct, this could potentially lead to dismissal if the employer has acted reasonably in reaching the decision to dismiss (Daniels, 2015). 

Gross misconduct includes serious breaches like theft or gross negligence and can result in summary dismissal (dismissal without notice) if a fair procedure has been followed (Gov.uk, 2025a).

The ACAS Code of Practice details how to follow a fair procedure to avoid any potential claim of unfair dismissal, covering both investigations and formal hearings. 

Fair procedure includes carrying out the investigation and disciplinary hearing using different people where possible (misconduct cases) and the employee’s statutory right to be accompanied by a fellow worker or trade union representative at the disciplinary hearing (ACAS, 2015).
In cases of unfair dismissal, the role of an employment tribunal is not to determine if the employee committed the act of misconduct, but if the employer acted fairly and followed proper procedures (Daniels, 2025), so keeping detailed records of all proceedings is paramount. 


Analyse three key causes of employee grievances. (AC 3.2)

A workplace grievance is a formal complaint raised by an employee about a problem or issue related to their employment (ACAS, 2015). 

An individual grievance is one that is raised by a single employee, normally relating to their personal employment. A collective grievance is raised by a group of employees who are experiencing the same issues (Harrington, 2022).

For this briefing, I will analyse three key causes of employee grievance:

Poor Management
A formal complaint relating to poor management could be raised as either an individual or collective grievance. Research by Totaljobs showed that a staggering 49% of UK workers leave a job because of their line manager or due to a breakdown in key workplace relationships (Murray-Nevill, 2019).

Poor management practices such as lack of clear, transparent or consistent communication can have a considerable impact on morale and productivity (CIPD HR-inform, 2023) and often lead to frustration among employees being misinformed. 

Unfair treatment or Perceived Inequality
Unfair treatment at work is a form of workplace bullying where an employee is treated less favourably than their peers for reasons other than job performance (Personio, no date). 

In the case of workload distributions, for example, if an employee or a group of employees has the same concerns about unequal distribution of work amongst colleagues, this can lead to resentment and dissatisfaction or burnout within team members (Bright HR, 2024). A grievance could be raised individually or collectively in this situation.

Bullying and Harassment
There is no legal definition for bullying, but it can be described as unwanted behaviour that is offensive, intimidating or insulting or misuse of power used to humiliate, undermine or injure a person (ACAS, 2025c). 

With no legal definition, bullying is more complex to manage in the workplace, unlike harassment which has a specific definition under equality laws (CIPD, 2020).  

Under the Equality Act 2010, harassment is unlawful and is unwanted conduct or behaviour relating to a protected characteristic which violates a person’s dignity, or which creates a hostile, intimidating, degrading or offensive environment for that individual (ACAS, 2025a). 

The law on harassment does not cover pregnancy and maternity, but if an employee is being treated unfavourably due to one of these protected characteristics, this could be direct discrimination (ACAS, 2025b).

Both bullying and harassment cases can lead to serious grievances. 
Employees who witness or experience bullying or harassment may feel unsupported, unsafe or stressed in the workplace, leading to higher absenteeism, increased staff turnover and damage to individual and team dynamics (CIPD, 2019). 


Advise on the importance of handling grievances effectively. (AC 3.3).  

A workplace grievance is a formal complaint raised by an employee about a problem or issue related to their employment (ACAS, 2015). This could involve matters including but not limited to terms and conditions of employment, bullying and harassment or organisational change. 

Employers or managers should try to deal with complaints informally, if possible, depending on the nature of the complaint, but if a formal grievance is raised then you must deal with the grievance in line with the organisation’s grievance policy and procedure (ACAS, 2024).

Handling grievances effectively and in a timely manner is essential as they can have a significant impact on the workplace, causing stress and anxiety for all parties involved. Proper practices on dealing with grievances can help resolve early issues, prevent escalation and promote a positive working environment (Kitney, 2023).

Grievances not managed in the correct way can not only lead to significant financial costs and reputational damage, but can have a detrimental impact on staff performance, a rise in absenteeism and wellbeing issues with employees feeling undervalued or unsupported (Gillibrand, 2023). This can create negative working environments and could result in resignations. 

The Employment Act 2002 (Dispute Resolution) Regulations 2004 states that all companies must have a grievance procedure, and this must be accessible to all employees (Legislation.go.uk, 2024). 

The ACAS Code of Practice on discipline and grievances in the workplace provides practical guidance and principles on handling grievances and sets out the process to ensure that it is conducted fairly, and employers are acting consistently (ACAS, 2020). 

This includes the statutory right for the employee to be accompanied (ACAS, 2015). 
Following the Code of Practice provides protection from claims such as unfair dismissal or discrimination cases. Employment tribunals take the Code of Practice into account when considering relevant cases, and if they feel an organisation has failed to follow the guidance, the award they make can increase by up to 25% (ACAS, 2015). Following the code shows that employers have acted fairly when handling grievances. 

Handling grievances effectively within the workplace is key to maintaining a productive, lawful and positive working environment. 
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