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

Employee involvement and participation are essential components of a collaborative and high-performing workplace (CIPD, 2024g). While the terms are often used interchangeably, they refer to distinct approaches, employee involvement typically involves informal, ongoing communication and consultation, whereas employee participation refers to more formal mechanisms such as joint decision-making or collective bargaining (CIPD, 2024g). Understanding these differences is crucial for effective human resource management, as both approaches contribute to stronger employee relationships, increased engagement, and improved organisational outcomes (CIPD, 2024g; ACAS, 2025).

Employee involvement includes practices that allow staff to contribute to decision-making and problem-solving through informal and consultative methods, such as information sharing, consultation, and suggestion schemes (CIPD, 2023c). For example, the Information and Consultation of Employees (ICE) Regulations 2004 give employees in UK organisations with 50 or more staff the right to request formal arrangements to be informed and consulted on significant workplace matters, such as redundancies (CIPD, 2023c; ACAS, 2023) This fosters transparency and trust, helping employees feel valued and respected. However, unlike employee participation where employees may have a direct role in decision-making, employee involvement does not grant them the final say.

According to Holley et al. (2019), employee participation involves employees actively engaging in developmental projects within an organisation. This participation is characterised by the allocation of specific roles and responsibilities, allowing employees to contribute directly to the organisation's direction, strategy, or operations. Unlike employee involvement, which is typically consultative, employee participation uses formal mechanisms to give employees a direct role in governance and decision-making. These mechanisms include works councils, board representation, and collective bargaining, often institutionalised through legal frameworks and organisational policies (CIPD, 2022; CIPD, 2025). By involving employees in meaningful tasks and strategic decisions, organisations can leverage their skills and insights, fostering innovation, ownership, and stronger organisational commitment (CIPD, 2022). 

Employee involvement and participation play a vital role in building strong organisational relationships (CIPD, 2024g). By encouraging open communication, trust, and collaboration, these practices empower employees and foster a sense of ownership—often leading to greater motivation and productivity. The CIPD highlights that well-managed, engaged employees are more likely to contribute positively to innovation and performance outcomes (CIPD, 2024g). This is echoed in the findings of the Hawthorne Experiment, which demonstrated that when employees feel noticed and valued, their morale and output improve (IPA, 2025). The study underscored the importance of human relations in the workplace, showing that involving employees in discussions and decisions enhances communication, motivation, and overall productivity (IPA, 2025).

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

In the UK, this representation can be through union or non-union structures, each offering distinct mechanisms, advantages, and challenges (ACAS, 2021). The CIPD (2025b) emphasises that both union and non-union representation play a crucial role in building strong organisational relationships. Union representation supports trust and fairness through collective bargaining and legal protections, while non-union channels encourage open dialogue and collaborative problem-solving (CIPD, 2025b).

Union representation involves employees being represented by trade unions, which are organisations that advocate for workers' rights (ACAS, 2021). Trade unions (TU’s) engage in collective bargaining with employers to negotiate terms and conditions of employment, such as wages, working hours, they also provide support and representation in disputes and grievances (CIPD, 2025b). The Employment Rights Bill 1996 ensures that employees have the right to be accompanied by a TU representative in disciplinary and grievance hearings (Quak, 2019). In the UK the TU and Labour Relations (Consolidation) Act 1992 governs the activities of TU’s, this legislation provides the legal basis for collective bargaining and protects the rights of employees to join and be represented by TU’s (Quak, 2019). 

Trade Unions can negotiate better terms and conditions for employees through collective bargaining; however some union activities can sometimes lead to industrial action, which may disrupt business operations and cause conflict (CIPD, 2025a). TU representation can support employee voice by enabling them to contribute to workplace policies and practices as well as providing legal support ensuring employees' rights are protected (CIPD, 2025a). However, according to the CIPD (2025a) there has been a historical decline in union membership, which can weaken their influence. The Employment Rights Bill introduces several reforms aimed at strengthening TU’s and improving worker representation. Key changes include enabling online voting, simplifying union recognition, and requiring employers to inform staff of their right to join a union. The bill also improves union access and strengthens protections for representatives, promoting fairer industrial relations (Personnel Today 2025).

Non-union representation uses alternative structures like employee forums, works councils, or direct consultation mechanisms. These are typically set up by employers to enhance communication and consultation with employees. ACAS (2021) states the Information and Consultation of Employees Regulations 2004 requires employers with 50 or more employees to establish arrangements for informing and consulting employees about significant workplace issues. These regulations provide a legal basis for non-union representation, ensuring that employees have a voice in organisational decisions (ACAS, 2021). Unlike union representation, non-union representation can reduce the potential for industrial action and conflict, as it focuses on consultation rather than negotiation however they may lack the collective bargaining power of TU’s, potentially limiting their ability to negotiate significant changes (CIPD, 2022a). 











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

Employee voice involves the various methods employees use to share their perspectives, feedback, concerns, and ideas with their employers (Pounsford, 2025). This can include both structured and unstructured approaches, such as surveys, focus groups, team meetings, and direct conversations with management (CIPD, 2022a). One of the key advantages of promoting employee voice is its beneficial effect on organisational performance (Pounsford, 2025). When employees feel acknowledged and appreciated, their engagement and motivation levels rise which leads to greater productivity, improved work quality, and enhanced innovation (CIPD, 2025c). The CIPD notes that effective employee voice mechanisms help build trust between employees and management, which is essential for organisational improvement (CIPD, 2025c). 

Buckingham (2022) states encouraging employee voice by providing multiple channels for employees to express their views helps create a more inclusive and equitable workplace. The CIPD highlights that providing platforms such as exit interviews, staff surveys, and 'speak up safely' initiatives encourages employees to share their experiences and perspectives—helping to build a more inclusive and equitable workplace culture (CIPD, 2025c). Cassidy (2024) further emphasises the significance of employee voice channels, as they allow employees to express their concerns and suggestions, thereby enabling the early identification and resolution of potential conflicts before they escalate (CIPD, 2025c). 

Employee voice plays a crucial role in enhancing job satisfaction and retention, as engaged and content employees are less likely to leave the organisation (King et al., 2021). Consequently, reduced turnover enables organisations to retain valuable talent and lower the expenses associated with recruiting and training new staff (CIPD, 2022b). When employees are given the chance to share their opinions and see their feedback being taken seriously, they tend to feel more valued and content in their roles (CIPD, 2022b). This is especially crucial given the evolving nature of employment relationships and the growing trend of remote and flexible work arrangements. The CIPD highlights that a supportive employee relations culture contributes to building trust between employees and management, which is crucial for organisational improvement (CIPD, 2023a).

The CIPD (2025c) states that legal frameworks play a pivotal role in shaping the relationship between employee voice and organisational performance. For instance, recent amendments to the Employment Rights Bill include changes to trade union laws in the UK, such as reducing the notice period for industrial action from 14 to 10 days, extending the validity of a legal mandate for industrial action, and introducing provisions for e-balloting in statutory ballots (CIPD, 2025c)


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

According to the CIPD (2024a) better working lives involve creating work environments that enhance employee well-being, productivity, and satisfaction. This comprehensive approach covers various elements of the work experience, including job design, workplace culture, work-life balance, and career development opportunities (CIPD, 2019a).  The CIPD defines good work as encompassing fair compensation, opportunities for skill development and career advancement, a supportive environment with positive relationships, a healthy work-life balance, and attention to physical and mental health.  This is further illustrated by Buckingham (2022) who states positive workplace relationships, including social support, cohesion, and quality people management, significantly contribute to better working lives.

Buckingham (2022) states well-designed jobs which create better working lives require a deliberate and thoughtful approach to job and workplace design. The CIPD 2030 future trends report identifies several external factors that will shape the future of work which should be considered in job designing (CIPD, 2020c). These include technological advancements, economic shifts, and demographic changes. These drivers will influence how organisations operate, and the skills required by people professionals.

Buckingham (2022) states key strategies for effective job design include prioritising work-life balance through policies like flexible working hours, remote work options, and encouraging regular breaks and holidays. The UK’s Employment Relations (Flexible Working) Act supports this by allowing employees to request flexible working from day one of a new job.  Effective job design involves aligning roles with employees' skills and knowledge while considering strategic objectives. By involving employees in decision-making processes, they feel empowered to contribute to the organisation's success (CIPD, 2024a).

The CIPD (2024a) Good Work Index states fostering a supportive environment with constructive relationships, promoting social support, cohesion, and quality people management is crucial. Ensuring fair compensation that reflects employees' contributions, including benefits like pension contributions, sick pay, holiday entitlement can act as an anchor for employees to feel secure and valued within an organisation (CIPD, 2024a).  Promoting health and well-being through safety precautions, stress management, and a healthy work-life balance is vital. This is further illustrated in the CIPD report (2020c) which states there will be a growing emphasis on employee wellbeing and creating inclusive workplaces. By implementing thoughtful and deliberate strategies, organisations can foster a positive work culture that enhances job satisfaction, reduces turnover rates, and ultimately improves organisational performance. 



5) Distinguish between organisational conflict and misbehaviour. (AC 2.1)


According to the CIPD, workplace conflict can range from minor disagreements to serious incidents such as bullying or harassment, while misbehaviour is typically characterised by deliberate actions that go against organisational norms or expectations (Heritty, 2023; CIPD, 2020a). These conflicts can originate from various sources, including differences in opinions, goals, values, or interests. According to the CIPD (2020a), conflict is an inherent part of organisational culture and can manifest in various forms, from minor disagreements to serious disputes involving bullying or harassment. The CIPD Good Work Index indicates that 25% of employees have encountered some form of conflict (Cassidy, 2024). Conflict, when managed effectively, can lead to positive outcomes such as improved problem-solving, innovation, and stronger relationships (CIPD, 2020b). For example, conflict in a marketing team arises between members who prefer traditional advertising methods and those who advocate for digital marketing strategies. Through constructive discussions, the team combines both approaches, creating a comprehensive campaign that increases brand visibility and customer engagement. However, unresolved conflict can have detrimental effects on employee well-being, job satisfaction, and overall organisational performance. 

The CIPD (2020a) underscores the value of early intervention and proactive conflict management in fostering a healthy workplace culture. Its Managing Conflict in the Modern Workplace report highlights the importance of equipping organisations with strategies that prioritise informal resolution methods—such as facilitated conversations or third-party mediation—over formal procedures, which are still heavily relied upon. The report also points out that managers can sometimes unintentionally escalate conflict situations. As such, it stresses the need for ongoing support, expert guidance, and the development of managerial capability in handling conflict effectively. This is echoed in the CIPD (2023b) guidance, which emphasises the importance of ensuring that managers receive appropriate training and have the time and resources necessary to manage their teams well.
According to the CIPD (2020a) misbehavior involves actions that deliberately violate organisational norms and expectations. This can include a range of behaviors such as insubordination, theft, sabotage, or unethical conduct. Misbehavior is often a response to perceived injustices or dissatisfaction within the workplace. The CIPD notes that misbehavior can be driven by various factors, including individual characteristics, organisational culture, and situational pressures. While conflict can occasionally lead to positive outcomes, misbehavior is typically detrimental, eroding trust, morale, and productivity (CIPD, 2020b). Addressing misbehavior necessitates a distinct strategy that involves identifying its root causes and fostering ethical conduct and accountability (CIPD, 2019b). The CIPD underscores the importance of establishing clear policies, ensuring consistent enforcement, and cultivating a supportive organisational culture to address misbehavior effectively.
Together, these insights reinforce the need for a supportive organisational culture, open communication, and a shift towards early, informal conflict resolution to maintain a productive and positive work environment. Misbehaviour, however, is intentional and violates organisational norms, requiring a more disciplinary approach.

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

Emerging trends in workplace conflict and industrial sanctions are influenced by various factors such as economic conditions, social values, and legislative changes. According to ACAS (2024a) there has been a noticeable shift from collective disputes to more complex individual cases. This trend is reflected in the increasing number of individual disputes going to employment tribunals, often involving issues such as discrimination or whistleblowing (ACAS, 2024a). This can impact employment tribunals as these complex cases often proceed to formal claims (ACAS, 2024a). 

Labour market trends can significantly influence conflict management in the workplace. According to the Resolution Foundation’s Labour Market Outlook for Q4 2024, job insecurity especially among low-income workers can exacerbate stress and lead to increased workplace conflict. Wage inequality may also foster resentment and disputes, particularly considering changes to statutory sick pay that affect employee wellbeing (CIPD, 2024e). Additionally, new legislation such as the Employment Rights Bill aims to enhance workers’ rights, fostering a fairer workplace and helping to mitigate potential sources of conflict (Resolution Foundation, 2024). This is further illustrated with regards to industrial sanctions as the emerging trends of organisations shifting from litigation processes to alternative dispute resolutions such as mediation and arbitration are proving to be more cost efficient and effective at achieving a reasonable resolution (Best and Friedrich, 2024). 

In recent times, the focus in employment relations has evolved from just making sure salaries are paid on time and handling performance reviews to genuinely supporting and nurturing employees (CIPD, 2022c). According to CIPD Collective Employee Voice report, 53% of employers agree that the UK is entering a new, more unstable period of employment relations. Formal industrial conflict occurs when disputes are expressed through trade unions or other employee representatives (CIPD, 2022c).  Historically strikes were prolonged and disruptive to organisations however there seems to be a trend towards more strategically planned shorter industrial actions. Strikes can also be accompanied by other official actions like go-slows and work-to-rule agreements (CIPD, 2024b). Strikes are considered official when they are authorised by the TU leadership and conducted in accordance with legal procedures and collective bargaining agreements. In contrast, informal industrial conflict typically involves spontaneous or unofficial actions taken by employees to express grievances, without formal union backing or adherence to legal protocols (CIPD, 2024b)  However, with the decline in trade union membership over the years, the business landscape is shifting towards employee-led sanctions (Nash and Hann, 2020). Holland et al. (2018) highlight that social media has emerged as a powerful tool for organising industrial actions, thanks to its wide reach and effectiveness in coordinating the necessary information to orchestrate such processes.


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

Effective dispute resolution is widely recognised as essential for maintaining a harmonious workplace (CIPD, 2020a). Three prominent methods facilitated by third parties are conciliation, mediation, and arbitration. Conciliation is a process where an impartial third party, known as a conciliator, helps the disputing parties to reach a mutually acceptable agreement (GOV, UK, 2025). This method is often employed before formal claims are made to employment tribunals, known as early conciliation, or after claims have been filed, referred to as conciliation (CIPD, 2020a). The conciliator's role is to facilitate communication and negotiation between the parties, aiming to resolve the dispute without the need for a tribunal hearing. This process does not impose a solution but helps the parties find common ground and reach an agreement themselves (GOV UK, 2025). 
According to the CIPD, (2024b) mediation is a voluntary process led by an impartial third party to resolve conflict between people. Unlike conciliation, mediation can be used at any stage of a disagreement and is not limited to pre-tribunal contexts (Gifford, 2024). The mediator's role is to create a safe and confidential environment where the parties can openly discuss their issues and work towards a mutually acceptable solution. Mediation is less formal than traditional grievance and disciplinary procedures and aims to resolve conflicts early, preventing escalation (Gifford, 2024). The agreements reached in mediation are morally binding rather than legally enforceable, emphasising the voluntary nature of the process. (Gifford, 2024).

However, arbitration is a more formal method where a third party, known as an arbitrator, makes a binding decision on the dispute after considering all the evidence and arguments presented by the parties (UK, GOV, 2025). Unlike conciliation and mediation, arbitration results in a decision that both parties must adhere to, provided they have agreed to the arbitration process beforehand (CIPD, 2024b). This method is often used when parties seek a definitive resolution and are willing to accept the arbitrator's judgment as final. Arbitration can be an alternative to court proceedings, offering a quicker and potentially less adversarial resolution (CIPD, 2024b). Alternatively, the parties may agree that the arbitrator’s decision is not legally binding, which allows them to escalate the dispute to a court or employment tribunal if necessary (Nash and Hann, 2020). In cases such as potential industrial action, trade unions might seek the involvement of an independent arbitrator to provide an impartial assessment and recommendation. However, arbitration can only proceed if both parties consent to the process. 



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

Unfair dismissal is a fundamental aspect of employment law, designed to protect employees from being dismissed without a valid reason or a fair process (UK GOV, 2024a). The legal framework for unfair dismissal is set out in the Employment Rights Act (ERA)1996, which outlines acceptable grounds for dismissal, including capability and misconduct (UK GOV, 1996). Capability refers to an employee’s ability to perform their role to the required standard, encompassing both skills and health-related issues (UK GOV, 2024a). A capability dismissal may be considered fair if the employer can demonstrate that the employee was incapable of performing their duties and that a fair process was followed. This includes providing clear expectations, sufficient time to improve, and appropriate support such as training or adjustments (UK GOV, 2024a). Employers are expected to engage in open discussions with employees, offering specific examples of underperformance and explaining the impact on the organisation to ensure transparency (UK	
GOV, 2024a). Regular reviews and feedback sessions are essential to track improvements and address any ongoing challenges, ensuring the employee has a fair opportunity to meet expectations (CIPD, 2024d).  However, if there is no significant improvement after a reasonable period, the employer may consider proceeding with a formal dismissal procedure with written notice (ACAS, 2022). The ACAS Code of Practice further reinforces the need for a structured and fair approach to managing performance and conduct issues, helping employers reduce the risk of unfair dismissal claims (ACAS, 2022).

Misconduct refers to inappropriate or unacceptable behavior by an employee (CIPD, 2024d). Misconduct can be categorised as minor, serious, or gross misconduct resulting in actions knowingly against organisational policy and standards (ACAS, 2022). It is essential procedures are followed to mitigate an unfair procedural claim. misconduct processes will involve a more formal approach through investigations and an employee will be invited to a disciplinary hearing to discuss their behavior, during this meeting the employee will be given an opportunity to present their analysis (ACAS, 2022).

Employers must follow a fair procedure when dismissing an employee, including offering an appeal and providing written reasons for the dismissal (UK GOV, n.d.). The decision must be well-documented, outlining the steps taken and reasons for dismissal (Daniels, 2022). The ERA 1996 allows for dismissal on grounds of misconduct if a fair procedure is followed. Additionally, the Acas Code of Practice on Disciplinary and Grievance Procedures and CIPD resources emphasise the importance of transparency, fairness, and consistency in the dismissal process to avoid unfair dismissal claims (Daniels, 2022). 

A notable case is British Home Stores Ltd v Burchell, where the Employment Appeal Tribunal established the "Burchell test" for determining whether an employer had a reasonable belief in the employee's misconduct based on a fair investigation. This case underscores the importance of a thorough and fair process in misconduct dismissals







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


Grievance procedures are designed to provide employees with a structured and constructive way to voice their concerns, issues, or complaints (CIPD, 2024d). Employee grievances can be common occurrences in the workplace, often arising from various issues that affect the employee's experience and satisfaction (Daniels, 2022).  In the UK, bullying and harassment, strained relationships with managers, and issues related to pay and grading are three primary sources of grievances (CIPD, 2024c)

According to a survey by XpertHR, 67% of employee grievances are related to bullying or harassment. Bullying and harassment are significant causes of employee grievances (Webber, 2023). These behaviors can create a hostile work environment, leading to stress, anxiety, and decreased productivity among employees. According to Young and Gifford (2022), bullying significantly undermines trust between colleagues, disrupting cooperation and leading to strained relationships, conflict, and social isolation. This breakdown in interpersonal dynamics weakens team cohesion and overall performance (Young and Gifford, 2022). The CIPD (2024d) stresses the need for clear policies to tackle bullying and harassment, ensuring a safe and supportive workplace. Under the Equality Act 2010, employers must take reasonable steps to prevent harassment or face legal and reputational consequences. Failure to comply can lead to legal repercussions and harm the organisation's reputation (Daniels, 2022). 

Poor manager-employee relationships are a key cause of grievances, with 54% linked to managerial issues (Webber, 2023; CIPD, 2024d). Effective management is crucial for employee satisfaction and productivity. When managers fail to communicate effectively, provide adequate support, or treat employees unfairly, it can lead to dissatisfaction and grievances (CIPD, 2024d). When trust between managers and employees is lacking, effective communication breaks down which often results in misunderstandings, unresolved problems, and confusion about roles and responsibilities (Suff, 2020). When managers fail to build strong relationships, it can lead to team fragmentation thus employees may disengage or hesitate to collaborate, ultimately diminishing team morale and overall performance (Suff, 2020). Suff (2020) further illustrates this, and states healthy manager-employee relationships, built on respect and collaboration, are essential to prevent a toxic work environment.

Pay and grading issues are another significant cause of employee grievances, with 37% of respondents citing this as a primary concern (Webber, 2023). Employees expect fair compensation for their work, and discrepancies in pay or unfair grading can lead to dissatisfaction and grievances (CIPD, 2024f). (CIPD, 2024f). Transparent and fair pay structures are essential to prevent such issues (Webber, 2023). Perceived unfairness or inconsistency in pay structures can lead to employee dissatisfaction and a loss of trust in management (CIPD, 2024f). This often contributes to lower morale and disengagement, ultimately impacting productivity and increasing staff turnover. The CIPD (2024f) states issues with pay and grading can hinder an organisation’s ability to attract and retain talent. When employees believe they could receive more equitable compensation elsewhere, it may lead to higher turnover, increased recruitment expenses, and disruption to team cohesion (Department for Business and Trade, 2024).





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

Handling employee grievances effectively and timely is crucial for maintaining a positive work environment and ensuring fair treatment of all employees (CIPD, 2024c). Understanding the key causes of these grievances is crucial for employers to address them effectively and maintain a positive work environment (Webber, 2023). Legal guidelines also stress the need for fair treatment and reasonable actions by managers, ensuring that employees are treated with respect and their concerns are addressed promptly (ACAS, 2022).

This involves maintaining confidentiality, adopting unbiased approaches, and following the organisation's grievance policy in line with CIPD and ACAS codes of practice.  Maintaining confidentiality is essential when handling grievances, it ensures that employees feel safe and secure in raising their concerns without fear of retaliation or breach of privacy (CIPD, 2024c). This can be achieved by building psychological safety where employees are more likely to report issues if they trust that their concerns will be handled discreetly (Edmondson, 2022).  According to ACAS (2022) a confidential process encourages employees to speak up about issues, leading to early resolution and prevention of escalation.

The CIPD (2024c) state an unbiased approach is critical to ensure fairness and impartiality in the grievance handling process. This can be achieved by ensuring grievances are investigated impartially minimising the potential for preconceived opinions which may influence the outcome (Verasai, 2023). It's important the process is fair, and all employees involved are treated equally (ACAS, 2020). To ensure fairness and equitability organisational grievance policies should be adhered to apply consistency and transparency to the processes. According to the CIPD (2024c), having well-defined steps for raising and addressing grievances helps manage expectations and provides a structured approach. Ensuring that employees are aware of the grievance policy and understand how to use it is crucial for its effectiveness.

According to Herbert Smith Freehills (2024) when grievances are not managed effectively this has a negative effect on staff morale, culture and employee engagement. The CIPD highlights the importance of training managers in effective communication and conflict resolution skills. Managers should be equipped to handle grievances professionally and empathetically, fostering a positive and supportive work environment (CIPD, 2024d).

This is illustrated by the Harper v. Veolia Environmental Servies (2018) case which highlighted when the employer failed to provide adequate responses this negatively influenced staff morale and productivity resulting in reputational damage. Therefore, effective management of grievances can mitigate the potential for legal claims and support a healthy workplace environment thus better productivity, increased staff morale and a positive workplace culture (CIPD, 2024). 
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