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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 key elements in maintaining positive employment relations between employees and managers. Employee relations can mean individual relationships or collective relationships. High levels and positive involvement and participation from employees can lead to the organisation achieving its goal and objectives and increasing employee wellbeing (CIPD, 2024a). With the merger in mind, it will be vital that the organisation is proactive in ensuring those employees coming across, will need some reassurances that their involvement and participation will be extremely important. Below are some examples of the key differences and why it’s important to build these relationships. 
Employee involvement refers to processes where employees are encouraged to contribute ideas and feedback, but management makes the final decisions (Quain, no date). This could mean asking employees to participate in suggestion schemes by completing surveys for example or engaging in Teams meetings, providing feedback to management or engaging in recognition programs to name a few.
Employee participation means that employees are actively engaged in decision making processes and have more direct influence (Taylor and Woodhams, 2022). An example of this could be where employees sit on decision making committees, or participate in consultation briefings, or being part of a trade union.  
The aim of employee involvement and participation is to give the employee a voice on matters that affect them and to build relationships within the workplace. It strengthens the relationship between the employee and the employer. Employee involvement is about being engaged and connected which creates trust as employees feel their input is valued. Employee participation is about actively taking part or contributing to decision-making processes which deepens engagement as employees feel they have a say in the final outcome (IPA, no date). 
Both approaches focus on engagement which enhances communication and strengthens the connection between staff and management. By giving employee’s, a process where their voice is heard, increases motivation, productivity and commitment to the organisation. This will allow employees to use their knowledge and skills more effectively which will be more productive and create better ideas and innovation. Employee involvement and participation also increase job satisfaction especially when they can see their suggestions and ideas implemented. This in turn will reduce conflict and increase trust and transparency. Employees are more likely to stay in an organisation where they feel valued (CIPD, 2017a). 


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

There are a number of employees joining the organisation from the public section and we must consider that some of these employees may have little knowledge of trade unions and the different forms of representation. Below are some key differences that should be highlighted to these employees. 
Employee representation within an organisation is key in ensuring a healthy and productive workforce. Some of the benefits of employee representation include promoting fairness which contributes to transparency and equality when decisions are made. This in turn reduces the possibility of inequality and conflict. Employee representation also gives employees that opportunity to ensure their voice is heard by management and ensures their ideas and opinions are put across(CIPD, 2020a). Employee representation boosts morale which makes employees more engaged and motivated in their role which in turn increases productivity and contentment within the workforce. Employee representation within an organisation strengthens the relationship between employees and management which ultimately contributes to an organisation achieving their goals (Armstrong and Taylor, 2023). 
Union and non-union representation both focus on enabling employee voice however their approach to this in terms of structure, purpose and approach is very different. Their effect will depend largely on the organisation’s culture and the needs of the employees. Union representation means employees being represented by a trade union which is a formal organisation. Its main focus is on collective bargaining for things such as wages, benefits and working conditions. Trade unions will negotiate directly with employers on behalf of its members. There are many advantages to trade unions, for example the legal support it provides (Daniels, 2024). Trade unions also have a strong representation and can be very influential with a powerful advocate when it comes to disputes by providing employees with a unified voice. However, some of the disadvantages of official trade union membership include costs and it can have a negative impact on the relationship between employees and management (ACAS, no date a).  
Non-union representation means a group of employees who are represented through informal groups or committees or elected representatives. Its main purpose is to increase the collaboration and communication between employees and management through things such as consultation for example to come to solutions that works for everyone. These are informal negotiations. The benefits of non-union representation include direct conversations with management with increases that collaborative culture. There is also no cost. However, as with official trade unions, there are disadvantages too. The most obvious being that non-union representation may not have the same effect to enforce change in the same way official trade unions do. They also don’t have the same legal power (ACAS, no date b).

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

Employee voice is an important element within an organisation. It means giving employees that platform to make suggestions, raise concerns or provide their opinions. Employee voice enables employees to be part of the decision-making process within an organisation; it influences change but more importantly it allows employees to feel valued and that their contribution is key to the success of the business (CIPD, no date). With the merger in mind, its vital those coming across understand the platforms available for employee voice and why it’s important, that being it has a big impact on organisation performance. 
Organisational performance means how well an organisation meets its goals and objectives and will include a number of aspects such as efficiency, productivity, financial health, customer satisfaction, and employee engagement. Organisational performance is measured through metrics and benchmarks that align with the organisation’s goal and objectives (Taylor and Woodhams, 2022). Employee voice and organisational performance is deeply connected.
Employee voice can be done through a variety of forms be it formal or informal. Some formal mechanisms include unions, employee representatives and surveys. Informal mechanisms include open door policies, feedback session or informal conversations. Organisations should encourage employee voice but most importantly, they must act on it too. By doing so, this will increase trust, engagement and productivity which in turn, will improve organisational performance (CIPD, 2017a). Google, for example, use employee feedback mechanisms to enhance innovation and encourage productivity levels (Google, no date). 
Some organisations may have platforms where employees share their voice, however if these are not managed well, and opinions, ideas or concerns are not considered or acted on, this could have a detrimental effect on the business as employees become disengaged, conflict can arise and slow decision making which will all have an effect on the organisational performance (CIPD, 2017b). Things such as suggestion schemes have their limitations and when not acted upon, employees can become frustrated. In order for any type of employee voice mechanism to work, management must have a genuine need and want to improve and be interested in what their employees have to say if they want to improve, or maintain, organisational performance (Armstrong and Taylor, 2023). 

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

It’s important the organisations consider the incoming team’s thoughts and perspectives on better working lives. It will be key that the organisation gets to know the team so they can get an insight into how they feel and what’s important to them, and their idea on what better working lives mean. The meaning of better working lives refers to employees feeling engaged, fulfilled and supported in their work to support them in having that sense of work life balance. Its concept is to create an environment where employees feel their well-being is a priority, their professional needs are met, and they can balance productivity with what’s achievable (CIPD, 2023). 
Work-life balance is something most employees aim for, and what that actually means will differ for everyone. Work-life balance can refer to enabling employees to have flexible working hours for example, or hybrid working arrangements, or allowing employees to work part-time hours. Work-life balance aims to prevent burnout and enable employees to fulfil personal responsibilities along with their professional responsibilities (Taylor and Woodhams, 2022). 
Within the workplace, better working lives refers to many things such as ensuring that it has a healthy environment in the sense that its safe, inclusive and inspiring. So, for example, ensuring there are health and safety policies in place and that everyone knows where that policy is, what it entails and what’s expected from the employee. Some employees will also require that opportunity for growth and development which could be done using personal development plans for example. Whether an employee is looking for growth or not, all employees like to have some fort of autonomy and purpose so that they feel empowered and valued. This also helps them direct their work so that it’s linked to organisational goals. All employees will also expect fair compensation in that their salary and benefits are recognised with their input into the organisation (Thackray, 2022). 
All of the above can be designed through a number of mechanisms. One of the key aspects are organisational policies which help promote well-being. Through these policies, managers should focus on supporting employees with empathy and inclusivity rather than micro-managing employees (Buckingham, 2022). AI also has its place by reducing the number of mundane tasks employees must do so that they can put more focus into things that are meaningful, which will encourage job satisfaction. Putting all these things in place will increase engagement and open employees up to give more constructive feedback. This collaboration in decision-making will also build trust.

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

Organisational conflict refers to employees, or employees and management, having disagreements (CIPD, 2020b). This often is the result of them having different viewpoints, goals, or values. Misbehaviour on the other hand refers to when an employee fails to comply with organisational rules or norms (Mbagwu, 2021). This could mean that they don’t follow procedure, or don’t follow instruction from management for example. If handled correctly, organisational conflict can be productive, whereas misbehaviour will have a negative impact on the organisation. Considering the merger, we must be mindful of both. The organisation may experience employees feeling nervous of the merge and uncertain on where their role lies, there may be some unrest between new and existing employees and therefore the organisation must be proactive in managing this. Below are some further examples on why this might happen. 
	The reason for conflict and/or misbehaviour will often vary. Organisational conflict often occurs from lack of communication, a lack of, or competition for resources, or employees having a different approach to their work for example, which then causes disputes (Suff, 2024). An example of this would be two employees disagreeing on how a particular task should be done, and both believing their way is the correct way. This might be particularly relevant during the merge, as there could be some major differences in how people from the two organisations perform their role. 
Key characteristics of misbehaviour is often intentional and will sometimes refer to misconduct such as theft, disruptive behaviour or not using their allocated work hours correctly. An example of this would be an employee going against company policies (Hussain, 2024). For example if employees weren’t supposed to use their mobile phones during working hours, and an employee continuously using their phone would be classed as misbehaviour. This is why it should be a priority that those employees joining have a full induction and understand the company’s policies and procedures. 
	Conflict often is the result of operational or interpersonal disagreements, but as mentioned, it can sometimes be productive, and these issues can be resolved through negotiation or mediation (CIPD, 2020c). Misbehaviour on the other hand is often a breach of conduct and will sometimes lead to disciplinary action. Misbehaviour can have a significant impact on the team morale and productivity. 

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

Workplace conflict is changing because of environmental, societal expectations, technological advancements and with this we are seeing shorter, more strategic planned strikes rather than long and unruly strikes. The shorter strikes are targeting specific times or events so that they have a greater effect. We have seen a decrease in strikes but an increase in targeted strategies that don’t have as many people involved but have a larger impact on overall disruption. Sanctions from employers to minimize the number of strikes happening is starting to become more common, but we are also seeing an increase in conflict being resolved individually rather than collectively. Employers are seeking to be more proactive in their approach to conflict resolution by conducting early mediation as a way to resolve issues (ACAS, 2024a). Since Covid-19, we have seen a shift in remote and hybrid working. Although this has been great for some employers and employees, it does come with its challenges. Some of those being a breakdown in communication and an increase in misunderstandings which then has created conflict (Wigan, 2025). Hybrid working comes with it’s other challenges where there is very little employment law relating to hybrid working seeing as it’s a fairly new concept which again can cause conflict (Beioley, 2022). This is why it’s imperative that organisations have policies and procedures in place to ensure everyone knows where they stand. 
	There are a number of ways employers use industrial sanctions to manage conflict and these can be anything from internal procedures such as disciplinary action to external sanctions such as legal action and fines. For example, employees can have wages deducted should they participate in a strike (GOV, no date e). Organisational policies are procedures are what guide employers to use particular sanctions. External legislation such as trade union laws and employments regulations will also play a part in supporting employers to use the appropriate sanction. There is legislation in the UK that limits strikes after a certain length of time, and these have helped reduce disruption (Daniels, 2024).  

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

With the merge in mind, it’s important the organisation is aware of all types of conflict management available which is what’s discussed next. Third-party conciliation happens when an external person(s) helps both parties resolve a dispute and helps them come to a resolution that is acceptable for both parties, they will often involve employment tribunal claims (GOV, no date). Mediation happens when a mediator who works with both parties helps to resolve a dispute and helps repair and sustain relationships (ACAS, no date c). These will often require both parties to participate voluntarily. Arbitration is when somebody listen to both parties and makes a binding decision after reviewing the evidence and facts, this will sit outside of traditional court hearings (ACAS, no date d). The main differences between these will consider things such as how the decision is made, what is the binding nature, what is the process, what is the role of the person conducting the event, and how the outcome is decided. 
	During a third-party conciliation, the conciliator will suggest solutions to help resolve a dispute. These are non-binding unless they are formally agreed to. The conciliator will play a significant role in guiding resolution and aims to help both parties come up with suggestions. Conciliation is usually a more formal and structured process, more so that mediation, but not as formal as arbitration. Conciliation usually sits between mediation and arbitration and aims to encourage settlements with recommendations. Most claimants going to the Employment Tribunals must go through this process before they can make a claim (Daniels, 2024). 
Within mediation, the mediator will facilitate a discussion but will not make any decision, rather they just guide the conversation. Usually, the final decision is non-binding unless both parties have signed an agreement. Mediation is generally an informal process that focuses primarily on building relationships up that have broken down and therefore the aim is to help both parties reach a mutual understanding and agreement, and this is done on a voluntary basis. Mediation aims to provide solutions quickly which will be less stressful for those involved and aims to make the solutions a win-win for all those involved (CIPD, 2024b). 
	Arbitration on the other hand is when the arbitrator makes a binding decision which is usually a legal binding decision that would be help up in court should it get that far. This makes the process far more formal, similar to a court hearing hence why the arbitrator acts the same way in which a judge would. The outcome is final and enforceable. Although there is no legal obligation, there is a moral obligation (Daniels, 2024).

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

Unfair dismissal happens when an employer ends the employee contract without a fair reason, or, the employer does not follow relevant procedures. Currently, legislation states that an employee must have worked for the organisation for at least two years before they can claim unfair dismissal, unless however, the dismissal is considered automatically unfair reasons due to discrimination or whistleblowing for example (ACAS, 2024b).
	The Employment Rights Act 1996 is the main piece of legislation that governs unfair dismissals. Within this piece of legislation, it covers employees’ rights and the legal framework that organisations must adhere to when ending an employee's contract, and how dismissals must be because of fair reasons following proper procedures (GOV, no date a). The ACAS Code of Practice also provides guidance to ensure organisations act fairly (ACAS, 2015). 
	Capability refers to an employee’s ability to perform their role to the expected standard. Capability issues occur when an employee lacks skill, knowledge, or has poor health that stops them from being able to fulfil their job effectively. If an employee does have capability issues, the employer should follow a capability procedure which usually involves performance reviews, training and support before a dismissal can be considered. The Employment Rights Act 1996, Equality Act 2010 and the Health and Safety at Work Act 1974 are all key pieces of legislation that are in relation to capability. As mentioned earlier, the Employment Rights Act 1996 has clear guidelines on how capability issues should be handled. The Equality Act 2010 protects employees from discrimination and ensures reasonable adjustments are done for those who have a disability (GOV, no date c). The Health and Safety at Work Act 1974 states that employers must provide a safe working environment and may involve supporting employees with capability issues (GOV, no date d). 
	Misconduct issues come in a variety of forms and can be anything from minor incidents such as lateness to work to more serious issues that result in gross misconduct such as theft for example. Minor incidents usually are addressed through a series of warnings following a specific disciplinary procedure. Gross misconduct on the other hand can lead to immediate dismissal without notice (ACAS, 2024c). A dismissal for more minor incidents typically follow a series of warnings whereas an employee can get immediate dismissal following gross misconduct without warning. Dismissal for more minor incidents require processes to be followed such as a hearing, a proper investigation, allowing the employee to be accompanied and keeping notes of all meetings. Following a proper procedure ensures fairness, transparency and keeping within legislation when handling performance issues. Failing to follow a proper procedure could lead to unfair dismissal claims (ACAS, 2022). 

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

Considering the merge and the fact that there are a number of employees joining from the public sector which may have different viewpoints on things, it’s important the organisation has an understanding of grievances and the procedure to enable it to be prepared should such situations arise. A grievance is a formal complaint that’s raised by an employee after they feel they have been treated unfairly, or their rights have been violated. Its vital organisations address any grievance raised; by not doing so, this can have a huge impact on moral, productivity and overall workplace unity if they are left unresolved (ACAS, no date e). 
	A common grievance is poor management. Some employees feel that where there is poor management, there is a lack of communication and support, and poor decision making which can make employees feel frustrated and de-motivated. For example, if employees feel they are not given clear direction or instructions in their role, this is when mistakes and misunderstandings happen which can lead to conflict. Studies show clear communication and good leadership are key in reducing workplace grievances (Baker, 2010). 
	Another employee grievance is when someone feels they are being treated differently to another employee. Some employees may feel they are being treated unfairly because of reasons such as pay, promotions, or workload to name a few. This can cause an employee to feel resentment and dissatisfied in their role. For example, if one employee seems to be offered more opportunities than other employees, it can cause the other employees to think the organisation is being biased to one individual. Employers must address these issues fairly to ensure harmony within the workplace (Bright HR, no date).  
	One other example is bullying and harassment. This can include discrimination or mental and physical abuse in the workplace. This type of behaviour can lead to more serious grievances. When an employee experiences a form of bullying or harassment in the workplace, they can feel in danger and neglected. This can have a significant impact on the team as a whole and could have a negative effect on the individual’s wellbeing (ACAS, no date f). An example of workplace bullying could be when a person receives verbal abuse, or they are excluded for team activities. 

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

Handling grievances effectively is important as it ensures a positive workplace environment and ensures employees rights are protected. It’s also important for employers to ensure they are legally compliant. The ACAS Code of Practice has three stages that should be followed when handling a grievance. The first step includes the employee writing to the employer raising the concern, the employer then arranges to meet with the employee, assess’ the situation and arranges any actions to be taken. The final step is the employee being informed of what action if any to be taken and given the right to appeal (Daniels, 2024)
	It’s important to address any employee concerns early on to prevent them from being escalated further. This will prevent employees feeling dissatisfied and ensure the organisation doesn’t suffer from high turnover. By taking these steps, the organisation could potentially protect itself from any legal disputes (Taylor and Woodhams, 2022). Addressing employee concerns early on will make the employee feel valued and boost morale. A fair and transparent policy will enable the employee to trust leadership and management which in turn will boost employee morale (Verasai, 2023). 
	There is a legal duty on all employers to address grievances fairly, especially those that are because of harassment, discrimination or unfair treatment. In October 2024, there was a new piece of legislation introduced that protects employees from sexual harassment in the workplace. The biggest change to this, is that it puts more emphasis on the employees to prevent sexual harassment, rather than just respond to incidents (GOV, 2024). By ensuring the organisation has proper procedures in place, it protects them from any legal risks and shows their commitment to ethical practices. 
	It’s important that all organisations have a grievance procedure to follow that will outline how the situation should be handled (CIPD, 2024,c). When grievances are handled effectively, it strengthens organisational culture. When employees can see their employer responding to concerns, it increases their respect for an organisation and encourages employees to speak up, feel safe and trust the organisation (McConnell, 2014). This in turn will improve productivity and engagement. When employees feel confident that their concerns are going to be addressed, they are more likely to focus on their job and not get too distracted from other issues. 
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