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


Employee Involvement is employees contributing ideas, discussions and ideas around projects or training etc,with management having the final decision.

With employee involvement, employees are not active in implementation of projects, unlike employee participation.  Employee involvement allows employees to contribute to discussions ,assessing pro’s and cons of projects or change, taking part in suggestions, such as completing employee surveys, where specific questions are asked to be reviewed by management, group meetings etc.

When my company looked to launch different HR platform, surveys and group discussions took place and employee feedback reviewed by management before they made any decisions.

Employee Participation, where employees play active roles and influence over decisions with management, from startup, implementation and monitoring of projects, results driven with responsibility to report and engage with management, being involved instrategic planning stages gaining wider understanding of the organisation needs and goals. Employee involvement differs as although involvement draws on knowledge, experience and opinions to provide valuable feedback employees are not actively involved in decisions, involvement has less responsibility and power compared to employee participation CIPD (2024)

Both practices build relationships, but in different ways. Employee involvement helps build trust giving employees a voice, people feel valued and listened to which help instill positive attitudes and behaviors benefitting working relationships. Engage for success 
(2019)

Employee participation is also positive in building relationships, but is more in-depth than employee involvement, participation encourage deeper engagement and involvement within the organisation with greater responsibility and power decision making, resulting in feelings of achievement and trust strengthening the employer and employee relationship. Engage for Success (no date)

Hawthorn Experiment particularly illustrates the importance of workplace participation, the experiment demonstrated when employees are observed behavior changes, desiring to do well, going above and beyond to show skills and ability, equally this can cause fear of criticism or viewed negatively. The Hawthorn Experiment illustrates higher levels of productivity and job satisfaction increasing loyalty and commitment, as well as negatives, when employees feel under pressure and get stressed this can lead to burn out and negativity, the experiment illustrating by taking holistic approaches to decision making it positively impacts employee engagement, social interactions and dynamics where employee involvement is more restrictive in ability to make changes causing less individual impact.Psychvarsity (2023)



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


Trade unions are prevalent within public sectors with numbers falling within private sectors by 110,00 in the year prior to 2020, something new employees need to be mindful of.

Trade unions are recognised for collective bargaining, consulting and negotiating pay and conditions of employment for agreements acceptable for both parties, a power sharing relationship for the same gain consisting of agreements, procedural and partnership agreements. Representatives are given special rights in law opposed to non union representation.Armstrong, M and Taylor, S (2023) t

Belonging to trade union is personal choice, employees can join even if your organization doesn’t, have rights to consult and negotiate pay terms, be present in disciplinary and grievance procedures and legal entitled to payment when fulfilling duties or training, cannot be discriminated against or dismissed due to being a representative. Non trade union representatives are not covered by these rights.Unison (2025)

In Public sectors, such as NHS, Trade unions are very prevalent, recognised more recently fighting for fair pay, Unison fight for workers by collective bargaining, Trade unions have power to support on large scales and collaborate strikes legally, where non trade union representative have less power and impact to strike often not legally protected, trade unions prove effective in these scenario using skills and knowledge to be successful. Sky News (nodate)

Trade Unions build trust between both parties where issues are addressed quickly and resolved ensuring processes and procedures are followed fairly, for example ,providing you belong to a trade union ,employees can have union representation during disciplinary hearings, offered trained support and guidance where non union representatives can be present, but often inexperienced or lack knowledge. ACAS (2014)

Non union representatives are employees who do not belong to a trade union and represent employees within their organisation, such as employee forums, team meetings. collaborating employees together, discussing issues and presenting to management to resolve, non union members can also be present within grievance and disciplinary meetings, however, non trade union representatives are not paid whilst attending and outcomes can cause issues if not supported by employers, employers are more inclined to follow procedures if trade union representative is present as they are trained and know the law.ACAS (no date)


There is no legal protection or rights such as being paid for representing or training and employees are not protected in law. Non union representation would not have the backing of trained and experienced representatives. Trade unions can have influence over laws and policies which non union representatives do not as they work individually or in smaller groups within their organisations. Non trade union representatives have less power over situations and negotiation can be hard to navigate.


An example where non union representation can take place is during the transfer where employees need to be informed and consulted of the process where a representative is appointed or employees are collectively consulted of the change and views are genuinely considered.


Engage for success (no date) is voluntary  movement to promote employee engagement helping organisations into better ways of working to benefit both parties,supported by CIPD to align workforces, the organisation support trade union and non unions member with trade union support encouraged, employee engagement would be a non union move to help employers learn valuable information on how people feel within organisations, data provides powerful change for organisations being ahead of issues before problems become more troublesome.



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

Employee voice, fundamentally changes working lives for employees, contributing to better working relationships, wellbeing, improved performance, commitment and loyalty within organisations,  lack of employee voice can cause negative cultures, poorer performance and lack of commitment which can have a negative impact  CIPD (2025)

Strong Policies and procedures in place help employees feel safe to express opinions individually or collectively ensuring two-way conversations, employee voice comes in two forms, individual voice consisting of weekly meetings, pulse survey, confidential surveys, and collective voice, trade union meetings, employee representatives meetings.

Employee voice can be either formal or informal, most successful with employer support to help employees feel confident to speak up, addressing issues as they arise preventing negative cultures, burn out and retention problems, if employees feel confident to speak up, issues can be addressed before escalating, benefitting both parties. CIPD (2025)

It’s vital to analyse data from employee voice and implement action plans, it’s suggested hearing diverse ranges of opinions improves decision making and creates positive cultures building reputation.

Private sector businesses are designed to make profit for owners and often view employee voice as unnecessary, often trade unions are not common place so reliance is on employee’s having confidence to speak up, public sector organisations like NHS and council settings trade union representation is more common and aim to close the gap between employees and employers instilling more formal approaches to issues or suggestions.Armstrong, M. and Taylor, S (2023),

However, CIPD research indicate not all forms of employee voice are used equally,with increase in collective voice, focus on strike action and improving employment rights, individuals feel hesitant to speak up worrying about negative recourse. CIPD (2025) highlighting how trade union representatives are useful in ensuring issues are dealt with fairly, following processes and procedures.Employers need to encourage this, this helps particularly in larger organisations as working together can base mutual understanding and joint working approach CIPD (2022)

Case Study from Folcroft college shows an imbalance of power causing impact on performance and culture within the organisation, and the benefits to both parties when this was rectified. Unbalance of decision making and unequal voices lead to employees feeling negative, dis-responsive, impacting performance leading to loss of employees within the organisation, by tacking the unbalance between managers and employees and inputting processes in place, recognising employee voice through forums helped bridge the gap resulting in more positive culture, empowered confidence, responsibility and commitment , collaborating effective communication skills benefitting the employee as they feel heard and valued as well as the organisation as happy staff feel empowered creating better working lives, performance increased, more engaged workforce, increasing retention with better productivity and performance linking the positive connection between employee voice and organisational performanceCIPD (2021)



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

Champion better working lives is the need for employees to access good work to create inclusive fair working environments eliminated from barriers giving equal opportunity for progression, to improve skills, confident in a supportive environment where employees can thrive and create value, provided with work opportunities, training and have good work life balance within an inclusive organisation, better working lives help employees feel engaged and sense of purpose and meaning suggesting organisations need to support work life balance and offer fair treatment to all employees.CIPD (2025) 

The Profession map demonstrates expected standards, behaviours and knowledge, the map highlights the importance of having qualified competent HR professionals helping design better working lives.CIPD (2024) 

Good Work Index is surveys from workers within different sectors to help evaluate good work, looking at pay and benefits, work-life balance etc., the idea of the Good work index is by using evidence based practice ,analysing trends and data can offer organisations clear, practical guidance to  improve job quality, have a better engaged workforce and highlight areas for improvement for better working lives,  noted within the Good Work Index is workplace conflict leading to poorer mental health and higher exhaustion emphasising the need for employee voice to rectify issues. CIPD (2024)

Better working lives promotes productivity, improving mental and physical health and wellbeing reducing turn over, it also has benefits for organisations increasing diversity and equality within the workplace. Havard Business Review (2022) 

COVID highlighted the need for Better working lives designed by giving employees understanding of the organisations aims and goals so employees feel better connected, offering support for flexible working ,improving work life balance, reviewing workloads and aligning job roles, important as it builds employee trust and commitment leaving employees feeling valued.ACAS (2020)

Rhyal Engineering recognised the need for change following COVID, we consulted with all staff and feedback suggested the need for change in operational hours, as a company it was decided that employees had the option to work a 9 day fortnight allowing for more flexible working and work life balance, the new hours were implemented and a success, data has proven that employees are more engaged and happier with higher levels of productivity, employees feeling the organisation has listened to them and taken action on their feedback, retention has also improved since implementation.



Distinguish between organisational conflict and misbehavior. (AC 2.1)

Organisational conflict are disagreements, differences of opinions or views between employees or employees and management which can arise from minor to more majors issues, conflict often results in heated discussions or breakdown in communication which can cause bad atmospheres, negatively impacting productivity and the overall culture of the team. It is important effective conflict resolutions are in place at the earliest opportunity to minimise damage to relationships, ideally within informal discussions or mediation to resolve issues quickly, common triggers for conflict can be poor management, unfair treatment, working conditions, pay etc causing frustration. CIPD (2020)

Informal methods where conflict is not malicious or intentional can usually be resolved quickly with organisations focusing on preventing the occurrence of conflict by encouraging employee voice and open communication,  misbehaviour is often a longer formal process and affects culture, moral and performance with risks to jobs if deemed serious.
Organisational misbehaviours are different to conflict and have different causes, misbehaviour within an organisation often consists of more serious actions such as dishonesty, going against organisations policies or procedures such as stealing, or  unethical behaviours, different to organisational conflict where issues can usually be easily resolved and often consist of miscommunication or conflict of personalities,misbehaviour, if deemed serious can have serious consequences, some minor misbehaviours could be dealt with informally initially.  However, if repeated behaviours happen they are unable to be dealt with in this way. CIPD (2019)

Organisational  misbehaviours are intentional and employees know what they are doing  but continue to do so resulting in breach of conduct or contract of employment, depending on the seriousness of the actions, this would either be dealt within under investigation with an outcome and warning or followed through to disciplinary action which could result in dismissal in accordance to  ACAS code of Conduct. ACAS (2025)


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

Strike action is more prevalent in the public sector, a lot of focus within key workers industry to maximise pressure on employers to make decisions often relating to pay increases , working conditions etc.

Disputes in the 1970’s through strikes mainly aimed at unfair working hours and wage decreases and were measure in working days lost , noting 23.9 million days lost due to striking not unknown to span 7 weeks of 280,000 coal miners, the strikes being lengthy and largely unofficial work stoppages, strikes were seen as negative and disruptive with little successful outcome.Economics Observatory (2022)

Following this period, it was recognised by government need to control inflation, wages were controlled by percentages and recognised unions took stance and provisions in place for  equality.

Strikes still occur, as seen within the NHS, these are unionised and controlled, with striking and picketing covered within trade union and labour relations (consolidation)  Act 1992 and the Employment Rights  Act 1996, opposed to 1970-1980 strikes. Official action is undertaken by trade unions under these regulations and employees are protected under action law, employees undertaking unofficial action are not protected, but still remain to have employment rights and full and fair disciplinary procedures must be undertaken. ACAS (2025) 

Trade Unions encourage and engage in open communication between what employees want to achieve and find the balance for employers, as Nursing in Practice (2025) seen within the NHS, consultation with nurses take place and is a collective collaboration. Strikes are becoming more common and controlled, where dates and times of strikes announced in advanced with measures in place to limit disruption to general public services, strikes are shorter with the aim of maximum impact, opposed to the mining strikes where strikes were long winded with less impact.

CIPD report a large percentage of employers agree more industrial action is expected as the UK move to more unstable employment relations, however,  55% of employers agree union’s provide essential communication and support for employers and recognise the importance of building good relationships with unions to benefit both employees and organisations. CIPD (2022)

Industrial sanctions are reporting less collective disputes but an increase in complex individual cases advising a decrease in days lost to industrial dispute from 830,000 in December 2020 to 108,000 in 2023 it’s also noted an increase in trade union referrals to ACAS receiving 40% more referrals than employers.  2021-2022 report showed an increase in individual cases of discrimination and whistle blowing, with increasing numbers of employee complaints being a fair process not being followed, being dismissed within 2 years, opposed to when the 1970 strikes were prevalent. ACAS (2024)

Unfair dismissal claims increased in 2021-2022 up 51% from 2020-2021 HR (2018) with the scrapping of tribunal fees in 2017, there was a notable  increase in claims being brought to tribunal, showing the pressure organisations are under to limit risks of tribunal, also highlighting if employers work with unions it can have a positive impact on both parties. HR magazine (2022)


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

Before employees bring a claim to ET  ACAS must be informed and early conciliation is offered conciliation is  useful in employment disputes,either between an employee or number of employees, aiming to help resolve disputes informally, it also effects compensation awards if cases goes to tribunal as shows both parties tried to resolve issues amicably.ACAS (2022)

Early conciliation benefits both parties, it’s free, confidential and shorter process. More common, the employee will initiate and engage in early conciliation, both parties agreeing to undertake this process, employers can also initiate conciliation,  ACAS collects information, once both parties agree to take part, a conciliator is assigned and looks to compromise or resolve with agreements moving forward, conciliation can offer early settlements and is impartial, the process can take up to 6 weeks, if either party refuses to take part, a certificate from ACAS is obtained to take to tribunal, if an agreement is reached,  a conciliation agreement (COT3) is drawn and legal binding, neither party can then go to tribunal, the case is closed with no hearing. Collective conciliation is slightly different, involving numerous employee’s disputing issues such as pay reviews, contract terms and conditions, redundancy selection etc, the collective conciliation is flexible, initiating informal discussions considering options to find solutions, the conciliator doesn’t offer opinions but there to listen looking at practical solutions. ACAS (2022)

Mediation differs from conciliation as this method is not legally binding and generally doesn’t concern pay, dismissal or employment tribunal like conciliation,  focusing more on workplace disputes to resolve.Armstrong, M and Taylor, S (2023) 

Mediation aims to restore relationships with mutual agreements proving successful 76% of cases partially or fully resolved in 2019-2020, mediation cannot take place if a claim has been made to ET or conciliation’s taking plac , mediation listening to both sides then holds joint meeting to help restore relationships with informal agreements, mediation can help retain employees, build relationships and stop further grievances, develop better understanding on both sides, opposed to conciliation where employees must legally be offered conciliation before going to tribunal.  Many organisations set up internal mediation schemes helping resolve issues before escalation ACAS (2022)

Arbitration differs from both conciliation and mediation, involving a third party making binding decision’s based on information provided,  like a court hearing,  Armstrong, M and Taylor, S (2023) conciliation and mediation don’t make recommendations and less formal, arbitration is used when both parties have exhausted methods and cannot reach an agreement and formal  action required, arbitration can make recommendations and the terms of settlement,cannot take place unless both parties agreed, decision’s are accepted and conciliation was considered, arbitration is a last resort solution when everything else had been exhausted. The legal differences in arbitration compared to conciliation and mediation is the legal framework arbitration offers, opposed to less formal approach and confidentiality conciliation and mediation provides.ACAS (2022)





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

The Employment Rights Act 1996 employees cannot be unfairly dismissed, dismissal must have fair reasons and fair processes followed in accordance ACAS code of Practice, 5 valid reasons being, misconduct at work, capability, redundancy, statutory requirement, or another substantial reason,  legal processes to be followed.Daniels, K (2024)

Individuals must be employed and contract terminated for unfair dismissal to occur, the employee worked for the organisation for at least 2 years, unless automatic unfair dismissal happen under protected rights, no fair reason for the dismissal, reason is not justified, and the employer didn’t follow fair procedure. ACAS (2024)


Capability is the ability to perform job roles assigned. Organisations can dismiss under The employment Rights Act 1996 provided legal process is followed, someone not at required standard, would need a performance improvement plan and monitoring before considering dismissal , equally, an employee suffering ill health, must be fully understood, the employer must look at possible reasonable adjustments to assist return, if not considered ,claims for unfair dismissal could occur, appropriate investigations and consideration must be followed with dismissal final resort.

Example between D B SCHNKER RAIL (UK) ltd v DOOLAN, Doolan was off due to stress of the role, following OH assessment the organisation offered various adjustments to facilitate his return, Doolan refused which lead to his dismissal, ET deemed this fair dismissal as alternatives were offered and thorough investigation took place leading to the dismissal.

GOZDZIK and SCOPIGNO V CHLIDMA CARPET CO ,expected productivity were not met by the employee, the case was deemed fair dismissal, due to the organisation offering help, guidance and training, followed a fair process for dismissal as the organisation provided the employee ample opportunity and support to meet targets expected.

GOV.UK (no date) suggest capability can also fall under sick, where employee has been signed off sick for long term medical issues and determined unable to return to their job role by OH, this would be deemed fair dismissal providing the legal process had been undertaken. CIPD (2024


Cases relating to misconduct range from minor to major problems such as stealing or assault, it’s unfair to dismiss an employee without fully investigating and gathering evidence to establish further steps in the process to ensure the employee has the opportunity to have their say to prevent unfair dismissal. If the misconduct was minor the process must still be following but could result in warnings which are usually sufficient, gross misconduct could result in immediate dismissal, 

Matters relating to conduct, a full investigation would need to be undertaken, considered and reasonable grounds made for the dismissal, for matters relating poor performance organisations must demonstrate they have shown support and offered training, mentoring to help support, such as PIP, consideration also needs to be taken in cases of capability due to poor health to ensure equality, the employer must act fairly looking at reasonable adjustments preventing dismissal.in all cases fair processes must be adhered to CIPD (2024)

In both instances it’s vital procedures are followed according to the code of practice ACAS (no date), investigations must benon-biases and conducted in a timely manner, allowing employees to be accompanied, employees being kept informed and parties adhering to confidentiality.




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

Grievances are formal ways employees raise complaints with employers when feeling unfairly treated or violated and want formal processes followed due to informal methods failing which can  cause problems with moral and productivity can be affected.

There’s causes for grievances arising such as bullying, conflict between employees or management, lack of support, poor management, conflict regarding pay and many more.GOV.UK (no date)

Poor management causes issues both individually and collectively within teams, productivity can be affected if the grievance is not managed effectively and efficiently.

Example of poor management would be employees being micro managed leading to low confidence and questioning of ability for the individual, breakdown of communication, frustration and retention issues where employees feel unable to progress left feeling negative and despondent. Armstrong, M and Taylor, S (2023) 

One in three employees left jobs due to negative work culture, 82% leave through lack of training and 34% feeling motivated to do good job due to poor management, highlighting the need for effective communication and leadership, training and skills to manage situations informally to prevent grievances CMI (2023) 

Personnel today (2011) advise, 40% grievances related to pay and equality where employees feel unfairly treated CIPD (no date) resulting in employees feeling resentment and discriminated against, CIPD suggest higher levels of female employees leaving because of pay issues and lack of opportunities, stating need for more transparency regarding pay more flexible working, training opportunities and parental policies to reflect changing times. For example, an employee undertaking same roles as male colleagues being paid less, seen as sex discrimination. addressing issues fairly in the first instances can often avoid grievances being raised, reporting gender pay gaps is mandatory if employing 250 people or more, ensuring fair opportunities for male and females, pay increases fairly assessed and not biased. Armstrong, M and Taylor, S (2023)

A third cause of grievance could be bullying, either individuals or teams left out of certain decision making or feeling intimidated to speak up worried about ramifications from others, this grievance can have serious consequences if left or brought addressed early, showing importance of  whistleblowing policies and procedures so employees to feel confidence to raise problems without worrying, grievances would not be taken seriously, this can impact individuals and team dynamic as situations manifest, CIPD report 36% employees who experience conflict feel situations havent fully resolved, with new laws coming into place the emphasis will be focused on employers to resolve conflict quickly for better outcomes CIPD (2024)

An example being an employee verbally abused by another employee resulting in the employee to not wanting to attend work, stressed, worried and feelings of intimidation causing wellbeing issues which can affect all parties ACAS (2015)




 Advise on the importance of handling grievances effectively. (AC 3.3).  
Grievances arise when issues are unable to be resolved informally within organisations resulting in formal processes to be followed. It’s essential that grievances are handled effectively, fairly and consistently without biased for employee’s and the organisation, if handled wrongly, can have detrimental effects and financial implications for the organisation. If handled effectively can have positive effects on the organisation where employees feel confident issues will be resolved early and helps prevent escalation to tribunal or outside intervention which are both stressful and usually unnecessary in more minor grievance situations. CIPD (2024)
By law, organisations have a legal duty to comply with Employments Rights Act 1996 relating to workplace, pay and employment contract, there to protect employees being unfairly treated ensuring the law is followed. CIPD (2015)
Failure to follow the code of conduct can result in organisations being penalised if taken to tribunal, organisations also need to follow own procedures and policies providing clear instructions and structures so employees understand the process involved.
ACAS can help prevent cases going to tribunal and offer mediation or other methods to resolve disputes which can help prevent disruption, build relationships and employee wellbeing.  ACAS Code of Practice is in place to offer a fair process. .ACAS( 2024)
Employee grievances can also disrupt work environments with other employees and have a knock on effect which can cause issues with retention, productivity and disengagement of individuals and teams affecting the culture of the organisation. Armstrong, M and Taylor, S (2023) 
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