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[bookmark: _Int_DAergdzB]This unit examines the key approaches, practices and tools to manage and enhance the employee relationship to create better working lives and the significant impact this can have on organisational performance. 
CIPD’s insight	
Employee Relations
[bookmark: _Int_BUQL7Jsh][bookmark: _Int_KrhcNqEy][bookmark: _Int_bJ0wuJOB][bookmark: _Int_ta1N2TNY][bookmark: _Int_pWthRyZn][bookmark: _Int_z2ahSGy5]An important part of that relationship is the culture, and the extent to which the organisation seeks to be resolution-focused. People professionals have an important role in setting that culture through the development of policies and processes which apply the law in a practical, fair and transparent way. So specialists in this area need a deep understanding of employment / labour law, keeping up-to-date with legislative developments in order to advise the business and line managers to create the best outcome for individuals and the organisation.

When relationships break down, it’s also important for ER specialists to know how to deal with those disputes internally as well as through the legal system when needed, and the different ways in which you can resolve conflict through consultation and negotiation with individuals and representative bodies.

[bookmark: _Int_WTibcA6T]And, increasingly, ER specialists are using employee voice insights from working groups and staff forums to change the way things work, and create a more positive working culture in organisations.
 
https://www.cipd.org/uk/the-people-profession/the-profession-map/explore-the-profession-map/specialist-knowledge/employee-relations/

Employee voice (January 2025) 
[bookmark: _Int_CnWnB2AC][bookmark: _Int_hZMEEbtj]Employee voice is the way people communicate their views to their employer and influence matters that affect them at work. For employers, effective voice contributes to building trust with employees, innovation, productivity and organisational improvement. For employees, self-expression in voice often results in feeling valued, increased job satisfaction, greater influence and better opportunities for development. Employee voice is important in creating inclusive working environments too.

This factsheet explores employee voice and its different forms in an organisation. It looks at the changing nature of voice and influence in the employment relationship, mechanisms for participation, whistleblowing and how employers can create a safe environment where individuals feel able to speak up.

[bookmark: _Int_vu81iF1s]Explore our viewpoint on employee voice in more detail, along with actions for government and recommendations for employers. For practical advice on unlocking the potential of employee voice, see our employee voice guide.

https://www.cipd.org/uk/knowledge/factsheets/voice-factsheet/

Discipline and Grievance at Work (January 2026) 
A disciplinary procedure is used where an employee is believed to have fallen short of the standards expected. A grievance procedure is used where an employee wishes to raise a formal concern about a workplace issue. Workplaces are legally obliged to ensure that these procedures are handled fairly and consistently. For this reason, employer’s procedures must support both the employer’s and employee's perspective.

This factsheet examines the essential facts around these procedures.
 
We provide a guide for CIPD members on how to conduct fair and rigorous processes in this area. Our guide for people managers advises managers on how to conduct these processes.

Members can also access information on the law on these matters, including how tribunal cases have tested challenges to discipline and grievance procedures.

https://www.cipd.org/uk/knowledge/factsheets/discipline-factsheet/
 
Please note that the purpose of this insight is to link you to CIPD’s research and evidence within the subject area, so that you can engage with the latest thinking. It is not provided to replace the study required as part of the learning or as formative assessment material.


Relevant podcasts
 
For more information on this unit’s key issues, listen to CIPD’s podcast, HR People Pod. 

Episode 23: Managing voice
Episode 34: Grievances against HR
Episode 39: Rewriting the rules on workplace conflict



Preparation for the task
You must:
· not use artificial intelligence to suggest ideas, generate content, or structure, edit or enhance your assessment in any way, and ensure that this is your own independent work;
· make sure you understand your Study Centre's instructions on how to complete and submit your assessment;
· watch the supporting video for this unit: Link to follow;
· read the CIPD’s word count policy which your Study Centre will provide for you. Remember that your work will be referred if you exceed the word count limit (+10%).







Task 

[bookmark: _Int_h5aVBYvP]This task requires you to answer 10 questions, each relating to the case study. Your answers should respond accurately to the questions and should be informed by wider reading from key academic texts, articles and relevant publications. References should be included within each of your answers and full details presented in a bibliography at the end of your assessment.

[bookmark: _Int_rAilLzJ7]Please ensure that your work is presented clearly, typically using the question, sub-headings or AC references to link your responses to the questions, and that your work complies with the wordcount requirements stated at the end of the assessment brief. 

Case study

[bookmark: _Int_gB8JztZH][bookmark: _Int_xYM2vDux]AnchorBridge is a facilities management company specialising in cleaning, maintenance and security services. AnchorBridge has tendered for and won contracts providing facilities services in the public and private sector, in schools, universities, offices, hospitals and airports.  

Several forms of voice are in place. For example, there is works council, and the organisation also conducts an annual voice survey, supports EDI networks, and provides a range of additional channels, including a whistleblowing hotline, a suggestion scheme and ‘Quiz Liz’ (an online platform where employees can ask the CEO, Elizabeth, questions or give feedback).

[bookmark: _Int_UkZY8V0J][bookmark: _Int_SkqlKZc9][bookmark: _Int_U8cB5L3q][bookmark: _Int_NXVNdx2a]The works council, known as ‘The Bridge’, acts as an information and consultation bridge between management and the workforce. ‘The Bridge’ is made up of worker and management representatives, with the worker representatives referred to as ‘Bridgers’. The scope of ‘The Bridge’, set by management, includes organisational strategies and decisions that affect the workforce, as well as health and safety and people policies and procedures. 

[bookmark: _Int_yg38SywD]Although pay is not included in the scope of the ‘The Bridge’, some workers have expressed dissatisfaction with their recent 3% pay increase and want ‘The Bridgers’ to raise this at the next meeting of ‘The Bridge’ in two weeks’ time. Meanwhile, a small group of employees in the cleaning team have begun to take home cleaning products so that they do not have to buy these, describing this as their unofficial pay increase. There is also resentment because some employees believe it is unfair that their colleagues have time off to prepare for and attend meetings of ‘The Bridge’ and have taken sickness absence so that they can have some time off too.

[bookmark: _Int_iJAgbeJu]Jim and Tola work on preparing tenders for cleaning contracts. Both are good at their jobs, and together they have successfully won many contracts for AnchorBridge but they have recently argued with each other. Tola claims that Jim constantly talks over her in meetings, whereas Jim claims that Tola undermines him in meetings. Tola and Jim no longer have a good working relationship, and it is beginning to affect their ability to work collaboratively when tendering for new contracts. Their manager, Iman, wonders how she can help them work together in a more productive and peaceful way. Iman asks another manager, Zoe, whether she has any tips on how to deal with this situation. Zoe states that she would dismiss one or both of them and that she would not tolerate that type of behaviour in her team. Initially, Iman is surprised by her colleague’s reaction but then starts to wonder whether dismissal could be the solution to this problem.

[bookmark: _Int_tk2gQ72s][bookmark: _Int_Xu5JuW4f][bookmark: _Int_NLJGm40P]The number of grievances raised by staff in the maintenance team has risen by 15% in the last 12 months. The Employment Relations Team is concerned about the increase, but the operations manager of the Maintenance Team states that people will always find something to moan about and not to worry about it. A number of grievances raised relate to the use of nicknames. For example, one employee named Davey, raised a grievance because colleagues called him “Daisy”, implying he often takes time off (some Daisy’s in, some Daisy’s he isn’t). Another employee complained that he is never allowed to present at tender meetings and is called “deckchair” by colleagues, implying that he folds under pressure. This grievance also states that team leaders sniggered when they heard the term “deckchair” being used.


Questions
 
Drawing on examples from the case study, explain differences between employee involvement and employee participation, and how they build relationships. (AC 1.1)

‘The Bridge’ is a type of non-union representation. The Senior Leadership Team are interested in understanding more about the similarities and differences between union and non-union employee representation. Compare these types of representation for the Senior Leadership Team. (AC 1.2)

The Executive Team are questioning whether AnchorBridge should continue to invest in the variety of forms of voice that are in place and wonder whether it is worth the investment in time and other resources. They are open to persuasion but require an evidence-based argument to be put forward. To support this activity, evaluate the relationship between employee voice and organisational performance. (AC 1.3)

The Senior Leadership Team are concerned about the employment relationship at AnchorBridge and want to create a more positive working environment. They have heard of the concept of ‘good work’ but are unsure what this means. Explain this concept and how it can be designed at AnchorBridge. (AC 1.4)

Drawing on examples from the case study, explain the difference between organisational conflict and misbehaviour. (AC 2.1)

Two senior managers are discussing conflict at work and wonder what types of conflict they may expect to experience at AnchorBridge. Assess emerging trends in the types of conflict and industrial sanctions. (AC 2.2)

Explain how conciliation, mediation, and arbitration differ and which of the three third-party interventions would be most appropriate for AnchorBridge to use when managing the conflict between Jim and Tola. (AC 2.3)

With reference to the principles of legislation relating to unfair dismissal, explain whether Iman could dismiss Jim and/or Tola for misconduct. (AC 3.1)

Analyse whether the use of nicknames at AnchorBridge could be a legitimate cause of grievance. (AC 3.2) 

Following the increase in grievances raised by staff in the maintenance team, advise the operations manager on why it is important to handle grievances effectively. (AC 3.3)  
Your evidence must consist of:		
· Q1 to Q10 should total approximately 3900 words. The acceptable word count range for this assessment is 3510 (-10%) to 4290 words (+10%). Any assessment that exceeds 4290 words will be automatically referred, in line with the CIPD word count policy.
· References should be included within each of your answers and full details presented in a reference list or bibliography at the end of your assessment.




























Answer Checklist
[bookmark: _Int_aXbqkN0a][bookmark: _Int_b2CLKRxZ]You may find the following checklist helpful to make sure that you have answered all the questions. You don’t have to use it if you don’t want to.
	Questions
	Answered
Y/N

	Q1.
	Drawing on examples from the case study, explain differences between employee involvement and employee participation, and how they build relationships. (AC 1.1)
	

	Q2.
	‘The Bridge’ is a type of non-union representation. The Senior Leadership Team are interested in understanding more about the similarities and differences between union and non-union employee representation. Compare these types of representation for the Senior Leadership Team. (AC 1.2)
	

	Q3.
	The Executive Team are questioning whether AnchorBridge should continue to invest in the variety of forms of voice that are in place and wonder whether it is worth the investment in time and other resources. They are open to persuasion but require an evidence-based argument to be put forward. To support this activity, evaluate the relationship between employee voice and organisational performance. (AC 1.3)
	

	Q4
	The Senior Leadership Team are concerned about the employment relationship at AnchorBridge and want to create a more positive working environment. They have heard of the concept of ‘good work’ but are unsure what this means. Explain this concept and how it can be designed at AnchorBridge. (AC 1.4)
	

	Q5.
	Drawing on examples from the case study, explain the difference between organisational conflict and misbehaviour. (AC 2.1)
	

	Q6.
	Two senior managers are discussing conflict at work and wonder what types of conflict they may expect to experience at AnchorBridge. Assess emerging trends in the types of conflict and industrial sanctions. (AC 2.2)
	

	Q7.
	Explain how conciliation, mediation, and arbitration differ and which of the three third-party interventions would be most appropriate for AnchorBridge to use when managing the conflict between Jim and Tola. (AC 2.3)
	

	Q8.
	With reference to the principles of legislation relating to unfair dismissal, explain whether Iman could dismiss Jim and/or Tola for misconduct. (AC 3.1)
	

	Q9.
	Analyse whether the use of nicknames at AnchorBridge could be a legitimate cause of grievance. (AC 3.2)
	

	Q10.
	Following the increase in grievances raised by staff in the maintenance team, advise the operations manager on why it is important to handle grievances effectively. (AC 3.3)
	





Declaration of Authentication 
Declaration by learner 
	I can confirm that:

1. This assessment is entirely my own work and has been completed in accordance with the requirements set by my study centre and the awarding organisation.
2. All sources used within this assessment have been clearly acknowledged and referenced, and that I have not copied from or colluded with any other individual.
3. I have not used AI tools to suggest ideas, generate content, structure, edit or enhance my assessment.

I understand the consequences of malpractice and accept that any violation of this agreement may result in disciplinary action.

	Learner name: 
	 

	Learner signature: 
(This must be a true signature, so a handwritten signature, or a photo or scan of a handwritten signature, or an e-signature. A typed signature is not acceptable.)
	 

	Date of submission*
Date of first re-submission (if applicable)*
Date of second re-submission (if applicable)* 
*This should be the date on which you submit your assessment for marking.
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Marking Guidance for Assessors

You should mark in line with the marking descriptors set out on page 12 of this brief. 
You must provide a mark from one to four for each question set. You must provide constructive, developmental feedback against each question where you award a mark of one, so refer/fail and rich summary feedback at the end of the feedback form, following the instructions provided there.
To pass the unit assessment learners must achieve a mark of two (Low Pass) or above for each of the questions. You must refer/fail them if you award a mark of one for any of the questions.
[bookmark: _Int_CNGNzj6H]Please ensure that you use the correct terminology. Learners have three attempts at the assessment. They only ‘fail’ the assessment if they do not achieve a mark of one for any of the questions at their third attempt. Until then they are ‘referred’.
When you have marked each question, you should total the marks awarded and determine the unit outcome. The table below shows the marking bands for each outcome for this unit.

	Overall mark
	Unit result

	0 to 19
	Fail

	20 to 25 
	Low Pass

	26 to 32
	Pass

	33 to 40
	High Pass








Please note that the unit outcome is provided: 
to help learners understand where they are performing well and where they may need to develop
to help inform your teaching practice
for moderation purposes

[bookmark: _Int_bAuqaELf]The qualification is not graded and unit outcomes do not appear on learners’ certificates or statements of unit credit.


Marking Descriptors


	Mark
	Range
	Descriptor

	1
	Refer/Fail 
	The response DOES NOT 
· demonstrate the knowledge, understanding or skill required to meet the AC.
· include any, or appropriate examples, where these are required to support the answer.
· include evidence of the use of reading and research to inform the answer.
· include at least one appropriate reference for each assessment criteria (where this is required).*
· refer to the case study. 
· respond clearly to the question/task and is not well expressed.
· have an appropriate format or structure which meets the requirements set out in the brief.

	2
	Low Pass
	The response DOES 
· demonstrate the minimum level of knowledge, understanding or skill required to meet the AC.  
· include an appropriate example where this is required to support the answer.
· include evidence of some reading and research to inform the answer. 
· include a reference for each assessment criteria (where this is required).*
· refer to the case study. 
· respond to the question or task although it could be clearer and/or better expressed.
· have an appropriate format or structure which meets the requirements set out in the brief.

	3
	Pass
	The response 
· demonstrates a good level of the knowledge, understanding or skill required to meet the AC.
· includes use of a good example or examples where these are required to support the answer.
· includes evidence of a good level of reading and research to inform the answer.
· includes good use of at least one reference for each assessment criteria (where this is required).*
· makes good reference to the case study. 
· directly addresses the question/task and is well expressed.
· has a good format or structure which meets the requirements set out in the brief.

	4
	High Pass
	The response 
· demonstrates an excellent level of the knowledge, understanding or skill required to meet the AC.
· includes use of an excellent example or examples where these are required to support the answer.
· includes evidence of extensive reading and research to inform the answer.  
· includes excellent use of at least one reference for each assessment criteria (where this is required).*
· makes excellent reference to the case study. 
· responds very clearly to the question/task and is particularly well expressed.
· has an excellent format or structure which meets the requirements set out in the brief.

	
	*Not all ACs in each unit need a reference. If they don’t, the brief will say so. All ACs in Unit 5HR01 require a reference. References should be presented using a recognised form of referencing. For example, if using Harvard referencing, this would include in-text citations and a list of references or bibliography at the end of the assessment.



Marking grid and feedback for learner
	Unit 5HR01: Assessor Feedback to Learner

	Centre number
	

	Centre name
	

	Learner number (1st 7 digits of CIPD Membership number)
	

	Learner surname
	

	Learner other names (e.g. first name and middle name(s))
	

	Reported word count
Submission
	
	Actual word count
Submission
	

	Reported word count Resubmission 1
	
	Actual word count Resubmission 1
	

	Reported word count Resubmission 2
	
	Actual word count Resubmission 2
	



Note to Assessor – Please enter a mark for each AC. You need only provide feedback 
where you have awarded a mark of 1. This feedback should be developmental.

	TASK

	Question Number
	Question
	Mark 
1-4

	Q1.
	Drawing on examples from the case study, explain differences between employee involvement and employee participation, and how they build relationships. (AC 1.1)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q2.
	‘The Bridge’ is a type of non-union representation. The Senior Leadership Team are interested in understanding more about the similarities and differences between union and non-union employee representation. Compare these types of representation for the Senior Leadership Team. (AC 1.2)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q3.
	The Executive Team are questioning whether AnchorBridge should continue to invest in the variety of forms of voice that are in place and wonder whether it is worth the investment in time and other resources. They are open to persuasion but require an evidence-based argument to be put forward. To support this activity, evaluate the relationship between employee voice and organisational performance. (AC 1.3)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q4.
	The Senior Leadership Team are concerned about the employment relationship at AnchorBridge and want to create a more positive working environment. They have heard of the concept of ‘good work’ but are unsure what this means. Explain this concept and how it can be designed at AnchorBridge. (AC 1.4)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q5.
	Drawing on examples from the case study, explain the difference between organisational conflict and misbehaviour. (AC 2.1)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q6.
	Two senior managers are discussing conflict at work and wonder what types of conflict they may expect to experience at AnchorBridge. Assess emerging trends in the types of conflict and industrial sanctions. (AC 2.2)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q7.
	Explain how conciliation, mediation, and arbitration differ and which of the three third-party interventions would be most appropriate for AnchorBridge to use when managing the conflict between Jim and Tola. (AC 2.3)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q8.
	With reference to the principles of legislation relating to unfair dismissal, explain whether Iman could dismiss Jim and/or Tola for misconduct. (AC 3.1)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q9.
	Analyse whether the use of nicknames at AnchorBridge could be a legitimate cause of grievance. (AC 3.2)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Q10.
	Following the increase in grievances raised by staff in the maintenance team, advise the operations manager on why it is important to handle grievances effectively. (AC 3.3)
	

	
	Assessor feedback first submission (if applicable)
	

	
	Assessor feedback resubmission 1 (if applicable)
	

	
	Assessor feedback resubmission 2 (if applicable)
	

	Total marks for TASK
	

	Total marks for TASK (resubmission 1 if applicable)
	

	Total marks for TASK (resubmission 2 if applicable)
	




	Total marks for UNIT

	
	Grade
	

	Total marks for UNIT (resubmission 1 if applicable)
	
	Grade (resubmission 1 if applicable)
	

	Total marks for UNIT (resubmission 2 if applicable)
	
	Grade (resubmission 2 if applicable)
	

	Assessor Feedback Summary
Please use this box to summarise your feedback on the assessment overall. This should highlight strengths and any areas for improvement, either referring to specific ACs or commenting more generally across the assessment. (Note: developmental feedback on any ACs awarded a mark of 1 should have already been provided in the relevant box of the assessment form above.
Please use a different font colour for any resubmission comments)
	

	
	Submission
	Resubmission 1
	Resubmission 2

	Assessor name
	
	
	

	Assessor signature*
I confirm that I am satisfied that to the best of my knowledge, the work produced is solely that of the learner.
	
	
	

	Date
	
	
	



*This must be a true signature, so a handwritten signature, or a photo or scan of a handwritten signature, or an e-signature. A typed signature is not acceptable.
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