5HR01 – Employment Relationship Management 
Question 1. - Explain the role of employee voice in relation to engagement and wellbeing, the range of employee voice tools and approaches and how the concept can contribute to the design of better working lives (AC 1.1, 1.3, 1.5).
1.1 Review emerging developments to inform approaches to employee voice and engagement.
Employee engagement can be defined as how employees express themselves physically, cognitively, and emotionally whilst carrying out their work. Engaged employee’s show vigour, dedication, and absorption, rather than signs of burn out (CIPD, 2021c).  Burnout, sometimes known as disengagement, has been described as emotional exhaustion and cynicism. It occurs when employees are placed under too much pressure to perform (Armstrong & Taylor, 2020, P.279).
  Engagement can be broken down into three categories:
· Intellectual – thinking hard about the job and how to do it better
· Affective – feeling positive about doing the job 
· Social – actively taking opportunities to discuss work related improvements with others
[bookmark: _Hlk101504264][bookmark: _Hlk89772985](Armstrong & Taylor, 2020, P.271)
Below are the drivers for engagement.
· Strategic narrative – providing employees with an understanding of the link between their job and the organisation’s visions and aims 
· Engaging managers – ensure employees feel valued, appreciated, equipped, and supported to do their job
· Employee Voice – employee’s views being sought out, listened to, and acted on
· Integrity – a belief that organisations live their values
(Taylor & Woodhams, 2016, P.83)
Employee voice is employees expressing their views, concerns, suggestions, and opinions to influence decisions at work (CIPD, 2021c).  CIPD research conducted in 2019 showed a strong link between employee voice and job satisfaction. 
Employee Voice can be direct or indirect:
· Direct – individuals or teams communicating directly with management – includes employee surveys, social media, team briefings, speak up programmes
· Indirect – representatives are involved in discussions with management on behalf of the employees – includes joint consultation and trade unions representation. 
[bookmark: _Hlk101508032](Armstrong & Taylor, 2020, P.555).

It’s also important that gig economy workers and contractors are given opportunities for their voices to be heard.  Employee voice and engagement can impact on the psychological contract between employers and employees by helping to identify and set the expectations of by both parties (Armstrong & Taylor, 2020, P.541).

1.3	Assess a range of employee voice tools and approaches to drive employee engagement.  
There are a range of both direct and indirect tools and approaches used to encourage employee voice and in turn increase employee engagement.  
Employees surveys are used to canvas employee’s attitudes and opinions.  Surveys gain employee’s views on their experiences at work and assist measuring levels of employee engagement.  They can be used to gain feedback on specific issues, e.g. a survey relating to hybrid working. The CIPD has identified some drawbacks to using this form of employee voice:
· Surveys focusing on metrics and tick boxes can result in failing to gain meaningful insight.  
· Can be time consuming to distribute, complete and analysing surveys. 
· Surveys do not provide real time feedback. 
[bookmark: _Hlk101516297](Armstrong & Taylor, 2020, P.557)
Team Briefings can be an effective way of communicating with groups of people directly.   Briefings provide opportunities for managers and employees to present, receive and discuss information (Armstrong & Taylor, 2020, P.557).
Suggestion schemes can gain employee’s ideas on how organisations can improve efficiency and productivity. It is important that employees feel their ideas are valued and they see results. Management should respond to all suggestions. Employees should receive reward and recognition for ideas that lead to improvements (Armstrong & Taylor, 2020, P.557).
With the developments in technology, social media has become a key tool in employee voice and engagement. Many organisations have introduced internal social networks.  This provides employees with the opportunity to voice their views in open forums and assists people in ‘speaking up’ more easily (Armstrong & Taylor, 2020, P.554).
Joint consultation is when employee representatives (other employees, Trade union representatives) meet with management regularly to discuss matters of common interest not subject to collective bargaining (Armstrong & Taylor, 2020, P.557).
Employee forums can also be used to give employees voice, their purpose is the same as joint consultations, although they tend to be less formal. 

1.5	Explain the concept of better working lives and how this can be designed.  
[bookmark: _Hlk101522956]Improving employee’s working lives can be achieved by improving people practices and through organisational development.  Good work is fundamental to individual wellbeing, supports a fair society and creates motivated workers, productive organisations, and a strong economy (CIPD, 2019). 
The UK Working Lives Survey identified 7 dimensions of good work and job quality. These could be used to help organisations design and promote good work:
· Pay and Benefits – ensuring employees are compensated fairly and consistently for the work they do.
· Contracts – confirming employment T&C’s. Provides sense of job security and protection.
· Job design – deciding on the duties and responsibilities of the job holder, the way the job is done, identifying support and resources needed.  Job design influences how satisfied and motivated employees are in their jobs, how organised work is, if workloads are manageable and healthy and what opportunities there are to develop and progress. Job design is a central component to good work, benefitting both employees and organisations (CIPD, 2021f).
· Work-life balance – a poor balance between work and personal commitments can cause stress, low productivity and high absence.   Consider flexible working options, such as flexitime, part-time and term-time working, overtime, and job sharing (ACAS, 2015). Complete workload assessments to ensure work is achievable within working hours.  
· Relationships at work – supporting good working relationships. Ensure that conflicts are dealt with quickly, efficiently and in line with company procedures.
· Voice and representation – Ensuring employee’s views, opinions and ideas are listened to, taken in consideration, and acted upon. 
· Health and wellbeing – provide occupational health support, conduct welfare calls, provide employee assistance programmes and absence management and support. 
(CIPD, 2019)
In December 2018 the government’s Good Work Plan policy was launch.  At the heart of the recommendations was the ambition that all work should be fair and decent, and employees should have opportunities to develop and progress.  This was the first time the government placed equal importance on both quality and quantity of work (Gov.UK, 2018).

Question 2. - Critically evaluate the link between employee voice and improved organisational performance (AC 1.4).
1.4 	Critically evaluate the interrelationships between employee voice and organisational performance.
Research has shown that effective employee voice can be beneficial to both individuals and organisations.  Providing employees with opportunities to participate in decision making can increase their well-being and motivation and as a result increase their engagement and productivity.  Other benefits of employee voice to organisations are higher innovation, reduced workplace conflict and absenteeism (CIPD, 2021c).  
Employee voice can lead to increased employee engagement, the CIPD believe that engaged employees are happier, healthier, more fulfilled and deliver improved business performance. The Towers Peerin’s Global Workforce Study conducted in 2009 demonstrates a strong link between high engagement and high performance. The study showed that organisations with high engagement benefited from a 19% increase in income and those with low levels saw a decrease of 32%. The report also showed that organisations with high engagement saw a significant growth in earnings per share.  Other research has shown that high engagement can be positively linked to organisational commitment, employee loyalty, customer satisfaction, safety, productivity, and profitability (Taylor & Woodhams, 2016, P.85). It can be difficult to verify the link between high engagement and organisational performance due to information relating to these claims not being made public. It is also important to note that organisational performance is dependant of many factors, both inside and outside of organisations (Taylor & Woodhams, 2016, P.84).


Question 3. 
(a) Explain: the difference between employee involvement and employee participation and their link to unitarism and pluralism (AC 1.2).
1.2 Differentiate between employee involvement and employee participation and how it builds relationships.
There are two perspectives to employee relations.  Unitarist is that employees and managers share the same interests, and is characterised by harmony, co-operation, and team ethic. The pluralist is that employees and managers may have both similar and different interests e.g., an organisation’s priority may be to maximise profits, whereas an employees may be career progression.  The different interests and agendas can result in conflict and tensions (Taylor & Woodhams, 2016, P101). 
Organisations and employees may approach employee voice differently depending on their perspective.  Unitarist may prefer to adopt the employee involvement tools and approaches and pluralist may prefer to opt employee participation tools and approaches. The difference between the two are:
· Participation – employees are involved in organisational decision making through representatives.  Practices would include joint consultation committee, trade union representation and employee forums.
· Involvement – employees communicating directly with management to gain insight, ideas and cooperation.   Practices would include surveys, email communication, team briefings and social media. 
[bookmark: _Hlk101854472](Taylor & Woodhams, 2016, P115)
[bookmark: _Hlk102897764]Employee participation can be viewed as more formal than involvement and therefore may be more appropriate in matters that have the potential to cause conflict and tensions between employees and employer.  Brewster et al (2007) defined the difference as, at the most modest level involvement entails consultation, or soliciting of opinions that may or may not be acted upon, rather than bargaining. In contrast, participation accords employees a genuine in put into how the firm is governed, even if its input is limited (Armstrong & Taylor, 2020, P.557).
[bookmark: _Hlk101634342]
(b) the roles and typical approaches taken by the key parties in employment relations: trade unions, management, government and its employment relations agencies and the reasons why collective bargaining is used (AC 4.1, 4.2, 4.3).
4.1 	Explain the main provisions of collective employment law.
Collective employment law regulates the behaviours and activities of trade unions, work councils and employers’ associations and interactions between two sides of industry.  It covers the following:
· employees’ rights to collective consultations
· freedom of trade unions to organise 
· trade union recognition 
· collective bargaining
· strikes, lockouts, legal picketing, and other forms of formal industrial action 
(Oxford Reference, 2022)
Recognised trade unions have the legal right to conduct collective bargaining.  To be a recognised unions must be independent and recognised by an employer, or two or more associated employers for the purpose of collective bargaining (CIPD, 2021g). Recognition can be a voluntary agreement between parties, or the trade union can request statutory recognition.  Unions would apply to the Central Arbitration Committee for statutory recognition.  To apply for recognition unions must produce an application, have at least 10% union membership with the proposed bargaining unit and be able to produce evidence that most employees are in favour of recognition (Gov.UK, 2022a).
Trade unions that achieve statutory recognition are entitled to:
· receive information from the employer for the purposes of collective bargaining
· time off for trade union duties and/or activities for their trade union officials and learning representatives.  Union representatives are appointed by an independent union in a workplace where the union is recognised for collective bargaining purposes. A learning representative is independent and promotes and enables training in these workplaces (ACAS, 2014).
· be consulted in respect of collective redundancies and proposed TUPE transfers, be provided information, and consulted in relation to health and safety matters and pension schemes.  Union representatives may have/take on different roles to support different activities, e.g., Health and Safety representatives, TUPE representative or Pension representatives (ACAS, 2014).
(CIPD, 2021g)
[bookmark: _Hlk101641673]
     
4.2	Compare the types of employee bodies, union and non-union forms of employee representation.
There are several schemes used for employee representation, some will be unionised, and some will be non-unionised. These include:
· Collective representation – negotiations about pay and other employment conditions between senior management and employee representatives. Representation is usually made by unions, however this not exclusive. 
· Joint Consultation – can take place in unionised and non-unionised organisations with management and non-management representatives.  Joint Consultation Committees (JCCs) address issues that are not covered by collective bargaining, issues of common interest or key importance. For JCCs to work effectively the objectives should be discussed, defined and agreed. Management must believe that there benefits to be had from employee involvement and should listen to their viewpoints with the aim to make consensual decisions.  Although consultative consultation can result in positive outcomes, direct involvement with line management can be seen as a more effective way of exercising voice.  (Armstrong & Taylor, 2020, P.557).
· Partnership schemes – involve employee representatives and managers and has an emphasis on mutual gains for both parties and tackles issues in the spirit of co-operation. 
· European work councils (EWCs) – When multinational organisations operate across Europe, they can request that a EWC is set up.  During an EWC senior managers and employee representatives discuss transnational issues. 
· Employee forums – either groups of non-unionised representatives or mixed groups of non and unionised representatives get together with management for consultation and information sharing.  The benefits of workplace forums include building trust between employees and employers, reach decisions quickly and reduce the risks of disagreements later, broach ideas and get feedback in a confidential environment.  For forums to work best it is advisable that there are representatives from all parts of the organisation, representatives are trained, all parties have confidence to speak up and listen to each other and the forum addresses the important issues that affect the wider workforce (ACAS, 2022c).
(CIPD, 2021e)
4.3	Evaluate the purpose of collective bargaining and how it works.
Collective bargaining involves negotiations on core employment terms (pay, hours and holidays), although parties often voluntarily reach agreement on other issues.  The purpose and objectives of collective bargaining is to settle disputes, to strength relationships between employees and employer, protect the interest of all parties, arrive at decisions which have mutual benefits and to encourage industrial democracy (Business Jargons, 2022).
[bookmark: _Hlk101642909]For collective bargaining to take place there must be clear evidence that both parties recognise each other and evidence that negotiations on collective agreements has taken place (CIPD, 2021g).  A collective agreement is an agreement with employees’ representatives (trade union, staff associations) that allow negotiations of employment terms and conditions.  The terms of the agreement should include who will represent employees, how negotiation will be organised, which employees will be covered, and the T&Cs covered (Gov.UK, 2022b).
Collective agreements consist of the following:
· Substantive – set out the agreed T&Cs of employment, covering pay, working hours, holidays, allowances, and overtime. These agreements may include no strike clauses, agreement of flexibility arrangements and the achievement of single status. 
· Procedural – set out the methods to be used and procedures/rules to be followed during collective bargaining and during the settlement of industrial disputes. These agreements are not legally enforceable and therefore the degree to which they are followed comes down to goodwill. 
· Partnership agreements – management and trade unions agree to collaborate to achieve mutual advantage. The perceived benefit of these agreements is that management and unions will work together in the interest of co-operation and mutuality. Research conducted on partnerships found ‘constrained mutuality’ which means that the balance of advantage may fall towards the employer, with the employee seeing limited benefits.  
(Armstrong & Taylor, 2020, P.549)



Question 4. Explain different types of individual and collective conflict behaviour and some of the evolving approaches that can be used to manage these. Your response should include and distinguish between:

•	conflict and misbehaviour
•	official and unofficial industrial action 
•	third party conciliation, mediation and arbitration (AC 2.1,2.2,2.3,2.4)

2.1	Distinguish between organisational conflict and misbehaviour, and between informal and formal conflict.  
[bookmark: _Hlk101855128]Conflict can be defined as disconnect rising from a perceived clash of interests, it can involve individuals or groups and can take several expressions (Taylor & Woodhams, 2016, P116).  The pluralist view is conflict is inevitable due to the different interests of people within in an organisation. The unitarist view assumes that conflict will not occur due to employees and management interests aligning. Conflict is regarded as exceptional under the unitarist view.  There two forms of conflict, organised or unorganised (misbehaviour):
	[bookmark: _Hlk101878440]Organised
	Unorganised/misbehaviour

	Stikes 
	Sabotage 

	Work to rule, go slow and overtime bans 
	Fiddles 

	Protests, boycotts, and demonstrations 
	Absence, resignation


[bookmark: _Hlk101878418](Taylor & Woodhams, 2016, P116)
Organised conflict is usually group activities and can be official or unofficial.  Official would be organised by unions and unofficial would be when there is no union involvement.  Unofficial/ misbehaviour can be individual or collective (Taylor & Woodhams, 2016, P116) Conflict can be broke down into formal and informal conflict:
	Formal 
	Informal 

	Encouraging debate (form of positive conflict)
	Arguments and disagreements 

	Differing perspectives 
	Difference of opinions 

	Leadership styles 
	Models of conflict styles 



The way organisations attempt to resolve conflict will differ depending on the above.  For example, in a situation where two colleagues have a disagreement over a work issue this could be easily resolved by the early intervention of a line manager.  In a situation where an employee alleges that they are being bullied this would be dealt with more formally through grievance and disciplinary procedures (CIPD 2020a). 
Not all conflict is negative, examples of positive conflict would include competition to meet goals or conflict within a work group when making strategic decisions.  If correctly managed these types of conflicts can result in positive outcomes (CIPD, 2020b).

2.2	Distinguish between official and unofficial employee action.  
Lawful industrial action could cover a range of activities by employees to put pressure on employers, including overtime bans, strikes, working to rule and over time bans. Industrial action is regulated by the Trade Union Act 2016.  Industrial action is deemed unofficial if it is not authorised or endorsed by a trade union (CIPD, 2021g).
In the UK the right to strike is protected by industrial action laws and will be classed as ‘protected industrial action’ if they relate to a work dispute with the employer, are supported by secret ballot in which at least of half of the employees have voted to act and providing notice of the strike is given (TUC, 2022).   Also, for a there to be an official strike the union must ensure a legal ballot is organised. The employer must be given 7 days written notice of the ballot or the unions intention of the ballot, be sent a sample voting ballot at least 3 days before the ballot opens and be informed of the result of the ballot and given at 14 days’ notice before industrial action is taken (CIPD, 2021g). 
Providing the strict requirements are followed union officials are protected from most forms of legal action and employees have some protection against dismissal (TUC,2022).  Where action is deemed unofficial employees who participate do not receive statutory protection. There are some professions who are banned for striking in the UK, these include armed forces personnel and prison officers (CIPD, 2021g).
2.3	Assess emerging trends in the types conflict and industrial sanctions.
Over recent years there has been a greater emphasis on organisations dealing with conflict in the workplace internally and more informally at the early stages.  This is because surveys show that the most common contributor to conflict is differences in personalities or working styles, known as relationship conflict (CIPD, 2015). 
In recent years conflict has been more associated to individual conflict rather than collective conflict. In these situations, the action/outcome could be grievances, resignations, absences, and complaints to employment tribunals (Taylor & Woodhams, 2016, P117). A workplace employee relations study conducted in 2011 showed that union officials were spending most of their time supporting   individuals with grievances and disciplinaries rather than negotiating pay and condition agreements (CIPD, 2021g).
[bookmark: _Hlk101885447]The number of strikes conducted in the UK has decreased significantly, this is shown by the Office of National Statics data relating to the number working days lost from strike action. In 1978, at the peak of industrial action there were 29.4 million days lost in comparison to 788,000 days lost in 2014. And this has continued to decrease with the number of lost days in 2018 being 273,000 (CIPD, 2021f). Reasons which have been provided for the decline in strike action are the decline in trade union membership and the changes in the laws and regulations that government industrial action (Taylor & Woodhams, 2016, P116). 

2.4 	Distinguish between third-party conciliation, meditation and arbitration.  
When there are conflicts and disputes in the workplace there are several different tools and approaches that can be used to find resolution. Third party conciliation is a process of resolving a disagreement. In the UK it is usually carried out by an ACAS conciliation officer. The officer attempts to facilitate an agreement between the parties, they would not make recommendations (Armstrong & Taylor, 2020. P.550). Early conciliation can be offered 	to claimants wishing to go to employment tribunal, giving both parities the opportunity to reach an agreement before the issue is taken to ET. Benefits of early conciliation are, its free, confidential, saves time, less paperwork, either party can refuse conciliation (ACAS, 2022c).
Mediation is seen as informal resolution to individual workplace conflict, often attempted before disciplinary and grievance processes are commenced, although can be used at any stage of conflict or dispute. Both parties need to agree to the mediation process.  The mediator’s role is to facilitate and manage a meeting between the people involved in the dispute, creating a safe and confidential space whilst remaining impartial. Mediation can help the parties hold open and honest conversations, assist, and support the parties to understand and empathise with each other, encourage communication and better working relations, encourage the parties to discuss issues and jointly come to a resolution (CIPD,2022).
In arbitration an impartial third-party arbitrator decides on the outcome (again usually an ACAS official).  Decision can be made on both collective and individual disputes.  The arbitrator’s decision is legal binding and neither party can go back to court to appeal the decision. Benefits of using arbitration rather than go to ET are, it free, voluntary, confidential, and informal (ACAS, 2022a).
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Task 2
You are a stand-alone HR Officer working for ABC limited, which has 150 employees at one site. A manager has advised you that they would like to take disciplinary action against an employee who has allegedly been bullying a fellow colleague. The manager has not yet spoken to the employee in question and has not witnessed the act himself. 
(a) Explain the skills required for effective grievance and discipline handling procedures (AC 3.3).

3.3 	Explain the skills required for effective grievance and discipline-handling procedures.
[bookmark: _Hlk102749158]It is very important that grievances and disciplinaries are handle in a calm, controlled manner with the aim of treating all parties involved fairly and consistently (CIPD, 2021a). 
As an Investigation/hearing manager it is important that you have the following skills and attributes:
· Investigation skills – establish the facts without making any pre-judgements and whilst remaining impartial.  Ensure you keep meticulous records of any communication that takes place.  These records could be vital if there are any appeals, or a case goes to Employment Tribunal (CIPD, 2021a).
· Ability to conduct and control a meeting – clearly explain the purpose of the meeting and the process which will be followed. Keep the meeting formal and organised, provide the option of an adjournment if the environment becomes heated or attendees become upset. Ensure open questions are asked and allow time for a response.  Take notes or ensure you have arranged a note taker.
· Mediation skills - create a space where attendees can be open and honest and give them the opportunity to express their thoughts and views on the issue. 
· Ability to be an active listener – allow people to have their say and listen to them.
· Open and unbiased - do not jump to conclusions and remain objective. 
· Acknowledgement - confirm that you have take onboard the individual’s position and any mitigating circumstances. 
(Armstrong & Taylor, 2020, P.719)

(b) Outline the information you need to advise the manager of the actions they can take (AC 3.2, 3.4).
3.2 	Analyse key causes of employee grievances.  
A grievance is a concern, problem or complaint raised by an employee to the business (ACAS, 2020).   We would encourage line managers to try to address and resolve issues informally wherever possible. Although there will be situations in which a more formal process will need to be followed. ACAS (2020) have identified key causes of employee grievances below:
· [bookmark: _Hlk102756230]Term and conditions of employment – this would include complaints about pay and benefits, for example an employee wanted a higher salary, or believing they do not earn the same as others who complete the same role (BrightHR,2022).
· Work relations – conflicts and disputes with others, other employees, or managers.   If a grievance is raised against a line manager, it will need to be dealt with by someone higher in the chain of command or manager from a different department.
· Health and safety – these could be concerns that work practices are putting people at risk. 
· Bullying and harassment – this is more serious than members of staff having conflicts. Organisations should ideally have separate policies that contain a zero-tolerance clause (BrightHR,2022). 
· New working practices
· Organisational change 
· Working environment - an example would be concern over office environments e.g., cleanliness, Covid concerns, office equipment. 
· Discrimination - employees believing they are being treated unfairly due to their protective characteristics, e.g., a female employee being asked to carry duties which her male colleague in the same role is not asked to do.
· Workload – employee’s workload increasing due leavers not being replaced or redundancies causing additional work for employees who remain (BrightHR,2022).
Grievances can be raised by individuals or collectively. Collective grievances may arise when more than one employee raises the same issue at the same time (ACAS, 2020). 

3.4 Advise on the importance of handling grievances effectively 
Grievances should be dealt with fairly and transparently and in accordance with the company’s grievance procedure which is compliant with the ACAS Code of Conduct on disciplinary and grievance procedures (CIPD, 2021a).  Failure to do this could result in the following:
· Negative impact on employees’ wellbeing and engagement - employees who feel their grievance has not been treated in the same way as a similar situation previously may become dissatisfied and disillusioned, resulting in poor performance and motivation, absence through stress.
· Negative impact on a team - unhappy, dissatisfied employees can become disruptive to those around them. Others in the team may lose trust and confidence in management.  
· Organisation’s reputation – employees who believe their concerns have been dealt with ineffectively may communicate this widely inside or outside of the organisation. 
· Resignations – employees may leave if they believe their grievance has not been dealt with fairly and effectively. 
· Employees taking the cases to Employment Tribunal. 
(CIPD, 2020a)
If an employer is deemed to have failed to follow its own grievance procedure courts may conclude that there has been a breach of mutual trust and confidence and allow the employee to bring a claim of constructive unfair dismissal (Personnel Today, 2014). 
(c) If the manager had proceeded with the disciplinary without an investigation or informal discussion prior, what impact would this have had if the case had gone to tribunal; discuss the possible implications for the organisation (AC 3.1).

3.1	Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues.  
It is essential that procedures are followed, and investigations completed correctly before disciplinary action is even considered.  Failure to deal with the early stages in the correct manner could result in the lose of an unfair dismissal claim at an Employee Tribunal.  
[bookmark: _Hlk102811734]The Employee Rights Act 1996 regulates employees have the right to be treated fairly and not be treated unfairly.  For an employee to bring an unfair dismissal claim they must demonstrate they have been dismissed. To defend a case successfully the employer must prove the dismissal was for a fair reason and the dismissal was handled properly in line with company procedures and the ACAS Code of Conduct. For a dismissal to be fair it must fall under one of five reasons, capability or qualifications, conduct, illegality or contravention of a statutory duty, some other substantial reason or redundancy (CIPD, 2021b). 
A dismissal may also be deemed unfair if the employee had not been treated fairly. The employer would need to show they acted reasonably, followed a fair procedure, and acted consistently.  The employer has a responsibility to carry out thorough investigations and ensure all circumstances and mitigations are considered (CIPD, 2021a). 
There two main areas of the disciplinary process capability/performance, which is an employee being able to perform their work to a satisfactory standard or conduct, which is an employee’s behaviour.  It is important to clearly identify the reason for the dismissal (CIPD,2021a).  Conduct can be split into misconduct and gross misconduct (more serious offences).  Employees can be dismissed with immediate effect for gross misconduct, however in most situations it is advisable to suspend whilst investigations are conducted (CIPD, 2021b).  
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