			Employee Relations Management 

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

When people have more autonomy in how the workplace is run, they are more motivated to put in effort (IPA, 2018). Giving an employee a voice is crucial and this can be done via employee participation or employee involvement (Taylor and Woodhams, 2022). 

Employee participation creates a situation whereby employees participate in organisation decision making through their representative, which functions like a union without being one (Taylor and Woodhams, 2022). Examples of employee participation include joint consultation committees and employee forums. 

In contrast, employee involvement is where management introduces practices directly with employees in order to gain their idea’s (Taylor and Woodhams, 2022). Examples of employee involvement are more direct to the employee, including email communication and problem-solving groups (Taylor and Woodhams, 2022). 

Both, employee participation and employee involvement can help build employees relationships at work as both methods ensure that the employees have autonomy (Taylor and Woodhams, 2022). Employee participation has been shown to have have a positive effect on employees job satisfaction, employee commitment and productivity (Dominic Suta, 2023). 

Practices in which provide employees with information only provide employees with limited opportunities to influence organisational decision making. Whereby, practices that involve consulting with a representative or the employees are seen to be of deeper importance (Taylor and Woodhams 2022). Both, employee participation and employee involvement provide the deeper level of communication and therefore have more influence over organization’s decision making and therefore they both can help build relationships in the work place. 

Both, employee involvement and employee management methods help build relationships. Employee involvement is a more direct method and managers have said that building good quality working relationships with people is much easier when you are in contact with them frequently and trust is developed more (Gifford, Neathey and Loukas, 2005). 

As the Leadership Team are more experienced in the private sector and therefore may not have as much experience with employee involvement, any suggested changes could be made through employee participation in an effort to build rapport with the employees directly. However, the leadership team should ensure that they learn to get to know any trade union members to ensure that a good rapport is also built with them. 




Compare forms of union and non-union employee representation. (AC 1.2)
 
The use of Employee Involvement and Participation (EIP) practices was not required until 2005, when the Information and Consultation of Employees (ICE) Regulations were implemented in the UK. The ICE regulations provided employees with a legal right to be informed and consulted about various employee matters (Taylor and Woodhams, 2022). These consultations could take form through trade unions and non-trade union methods.

Trade unions were organisations whose members were typically employees. The purpose of a trade union was to protect its members by consulting and negotiating agreements with employers (CIPD, 2025). In order to become a union member, individuals had to pay a membership fee and elect representatives to represent them either on an individual basis, for example, at a disciplinary hearing, or on a group basis, for example, when discussing an increase in pay (CIPD, 2025).

However, the decline in trade union membership levels and the growth of more individual and direct forms of communication meant that other methods, called non-trade union representation, were used to ensure employees had a voice (Taylor and Woodhams, 2022). Non-trade union representation provided a platform for employee voice and facilitated communication. These could be in the form of work councils, employee representatives, and forums (Francis, 2025).

Trade unions could be paid for the work they did for employees, and they were able to vote to strike. At times, trade unions were not paid and operated as representatives within the company (CIPD, 2025). In contrast, non-trade union representatives did not receive any financial gain and were considered to act in the interest of the employee (Francis, 2025). If someone was part of a trade union, they were able to go on strike. If they were not part of a trade union, they might have still been able to strike if they were in the same ‘bargaining unit’ as the trade union members (ACAS, 2024).

For non-union employee representation, there was no single Act that had to be followed. Instead, various laws and legislations granted rights to employees, such as the Employment Relations Act 1999 and TUPE Regulations 2006 (ACAS, 2014). In contrast, trade unions had to comply with all of these regulations as well as the Trade Union Act 2016 (Bell, 2021). It was said that the implementation of this Act added more restrictions for trade unionists (Bell, 2021).
Those who worked in the private sector were less likely to encounter trade unions. Therefore, the senior leadership team should be encouraged to get to know the employee’s trade union representatives, if they have one. This can be completed by trade unions being introduced to any having team days, or simply having a ‘welcome’ day. 



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

Since the introduction of the ICE regulations, which provided employees with a legal right to be informed and consulted about various employee matters, employees arguably had more of a voice (Taylor and Woodhams, 2022).

It is important for organisations to have meaningful policies and practices that enable employees to voice their opinions and raise concerns (CIPD, 2025). There are two forms of employee voices; individual and collective. Individual voice can voice opinions and make suggestions whereby collective voice is via trade unions, their representatives as well as non-union employee representatives, for example a staff forum (CIPD, 2025).

Ensuring that employees had a voice meant that an organisation’s function and performance could be improved, as they heard a diverse range of perspectives (CIPD, 2025). The findings from the Good Work Index showed that employees who were encouraged to use their voice by managers performed better in their roles, to the benefit of others. By providing employees with a voice, employees felt that they were listened to and supported (Young & Tong, 2025).

Though, only 10 percent of employees in the UK engaged, which was below the global average (Mayne, 2025). This could have been due to work intensification, whereby it was perceived that, over time, it could become normalised for employers to expect ‘engaged’ employees to go the extra mile (Taylor and Woodhams, 2022). 

However, research suggests that employees may develop psychological entitlement (i.e., a belief that they are owed special treatments from the organisation), which in turn increases their workplace deviance (Zhao and Guan, 2024). Its addition, because voice can challenge the authority of the supervisors, this behaviour can expose the employees to several interpersonal risks, such as their performance being rated lower (Bashshur and Oc, 2015),  

Overall, it is important for the newly merged organisation to have a healthy input of employee voice. There are likely to be important matters to discuss as an organisation, and ensuring that this started off ‘on the right foot’ would be valuable for the organisation. It would be important to get feedback on what method(s) of employee voice would work for the company as a whole. If there were a few methods, then the company should look at whether it is feasible to use various methods of communication. Managers should be given effective development to better understand how their behaviour and leadership style could influence employees’ confidence (Young and Tong, 2025).



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

Work forms an integral part of most of our adult lives, it acts as a source of income that influences our standards or living, can provide us with a sense of identity and help up build and maintain relationships (Wheatly, 2022). Due to this, it is important that we promote better working lives within organisations. 
There are many key elements to better working lives and fundamentally, better working lives is the concept of creating work environments that go beyond basis employment standards to create a positive work environment which in essence, contributes to improving employee well-being and organisational success (Young and Tong, 2025). 

There are various ways that better working loves can be designed, including pay and benefits, employee voice and health and wellbeing (Young and Tong, 2025). 

Within pay and benefits, pay should reflect the job role and responsibilities and then additional employee benefits could be added (Young and Tong, 2025). In 2024, 50% of staff felt able to keep up with bills without difficulty and this has significantly increase to 54% in 2025 (Young and Tong, 2025).  Within the company, having some employee benefits could help individuals have better working lives. This could include employer pension contributions, private medical insurance, employer paid maternity leave and long service additional leave award. With the merge being new, it is an optimum time to review everyone’s pay and ensure that the benefits are benefitting the employees.  

With regards to employee voice, there should be channels and opportunities for feeding views to managers and there should be active encouragement from managers to ensure that employee’s give their views (Young and Tong, 2025). The use of the employee’s voice can be used in various ways, including allowing employees to have their say in what benefits may benefit them most. Within the company, there are concerns around the leadership team being new to the post and coming from a private sector, and therefore, optomising employee voice may be crucial to ensure that the organisation is successful. The diagram below shows all the various channels of employee’s voice. 
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	Figure 1: Different Voice Channels reported in organisations (%)

(Young and Tong, 2025)
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Figure 2: Graph showing the positive and negative effects that work has on employees health and wellbeing 

(Young and Tong, 2025). 


Within health and wellbeing, the organisation should look at the positive and negative impact on physical and mental wellbeing. 46% of employees have experienced some form of physical health condition, while 42% have experienced a mental health condition over the last 12 months (Young and Tong, 2025). Helping improve staff members health and wellbeing can involve gathering their views on what factors of their job positively and negatively impact on their role and then looking at how to reduce the negative factors where possible. With the newly merged company, as there has been a number significant staff changes across key departments, ensuring that employees health and wellbeing are high would be vital. The graph below shows the relationship between work that negatively impacts mental health and a range of metrics. 


Distinguish between organisational conflict and misbehaviour. (AC 2.1) 

Organisational misbehaviour can be defined as employees engaging in inappropriate behaviours, which may at times, even be illegal, such as theft and white-collar crime (Barnes and Taska, 2012). Organisational misbehaviour refers to behaviours that do not align with managerial expectations or values and which are discouraged (Ackroyd, 2013). It has been argued that organisational misbehaviour can be a response to employees feeling that they are being denied dignity and autonomy (Karlsson, 2012).  
However, in comparison, organisational conflict arises from disagreements or disputes between individuals or groups within an organisation (Suff, 2020). Misbehaviour is typically an individual issue, conflict will involve multiple parties and could have wider implication for the organisation as a whole (Abbas, 2022). 
However, conflict isn’t always a bad thing and in fact, research shows that conflict is very much a part of organisational life, and a common occurrence at work with 26% of employees and 20% of employers reporting that they have experienced it (Suff, 2020). Research has shown that conflict can occur due to various reasons, such as competition for supremacy, leadership style and limited resources (Omisore and Abiodun, 2014). If managed well, then conflict provides the opportunity for the employees to have a voice, for relationships to flourish and improve results on the organisation (Omisore and Abiodun, 2014). Though, if a conflict is not well managed then it can lead to low productivity or service delivery (Omisore and Abiodun, 2014). 
Overall, conflict has the potential to not be detrimental to the organisation and even enhance the organisation, whereas misbehaviour, generally is likely to negatively impact on the company and doesn’t serve any benefit. If misbehaviour does occur, then it is important to pinpoint why it had likely occurred and whether the organisation need to analyse their own behaviours too. 

With the company being newly merged, there is likely to be conflict arising as different companies may work differently. However, the impact on constructive conflict isn’t about the occurrence, amount of type of conflict, but how the leaders and employees handle the conflicts and to what extend their discussions are cooperative and open-minded (Tjosvold et al, 2019). In addition, the managers should undergo the same training to ensure that employees feel heard in order to minimise misbehaviour, and also policies and procedures should be to ensure this is dealt with any misbehaviours quickly and effectively. 



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

One of the industrial sanctions that can be a result of labour disputes are strikes. Going on strike involves the employees refusing to work and in order for a strike to be official and employees to be protected by industrial action law, the trade union has to follow all the legal rules, including holding a ballot for members to vote (ACAS, 2024). Data shows that 458,900 workers were involved in “major work stoppages” in 2023 which was an increase of 289% (Poydock and Sherer, 2024).

The graph below from Office of National Statistic (2025) shows that within the UK, the number of working days lost from 2015 – 2019 remained stable, with there being no date provided during the COVID-19 pandemic. After the pandemic, we entered a ‘cost of living crisis’, whereby inflation rose and due to this, peoples wanted their salaries increased (Poydock and Sherer, 2024). Therefore, strikes occurred and then number of working days lost due to strike action increased significantly in 2022 and 2023. Since then, there has been a decline in the number of days lost to strikes. 
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Office for National Statistics (2025)


Within 2025, there most common reason for strikes occurring is due to pay, with airports, education and Royal Mail being some of the industries that have been on strike this year or planning on striking (Strike Calendar, 2025).

Whilst the cost-of-living crisis and pay seems to be the largest conflict at play, there are still other conflicts that are occurring. Data has shown a recurring link between times of economic hardship and a rise in workplace conflict. People are more likely to stay in jobs where they are unhappy due to financial security and they stay put in unsatisfactory working situations (Wigan, 2024). There is also a rise in interpersonal conflicts that stem from beliefs about hybrid working. Many companied are still struggling to find the right post-pandemic working rhythm for both the organisation and the employees (Wigan, 2024).

In order for the company to prevent or mitigate strikes, constructive conversations should be had to ensure their employees voice is being heard and to read and understand resources available, such as the Good Work Index by CIPD (Horne, 2024). The organisation should take proactive steps to understand the grievances leading to any strike threats and explore mediation or conciliation, where feasible (Horne, 2024). 

However, it is important to tread carefully as negotiating without a trade union may undermine an agreed collective bargaining process and this could be in breach of the relevant law (Horne, 2024). As there may have been little-no experience with trade unions in the leadership team, then understanding how this can happen and the impact of this would be advantageous.  



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

If internal measures have proven ineffective, organisations, such as ACAS can help resolve the situation through techniques such as arbitration, conciliation and mediation (Taylor and Woodhams, 2022). 

Conciliation attempts to create a mutually acceptable resolution in order to prevent going to tribunal (Taylor and Woodhams, 2022). Conciliation is free, confidential and is quicker and easier than having to go to tribunal (ACAS, 2025). In addition, outcomes can be agreed, such as a job reference, that you cannot get from a tribunal outcome (ACAS, 2025). Conciliators are able to discuss the issues with both sides, give an overview of the relevant law and explore how both parties could resolve the dispute (ACAS, 2025). Conciliation should be tried before going to arbitration (ACAS, 2025).

Arbitration can be used to help resolving disputes relating to things such as unfair dismissal and flexible working. During this process an independent person (arbitrator) will analyse the situation and issues a binding decision (Taylor and Woodhams, 2022). Within arbitration, all parties must agree to attend and there is a discussion regarding both parties’ viewpoints and the evidence to reinforce their claim (ACAS, 2022). 

Mediation is a voluntary and confidential process whereby two or more parties have a discussion which is facilitates by an impartial third person with the aim of creating a mutually acceptable resolution (Taylor and Woodhams, 2022). Mediation is similar to conciliation, but in contrast it has not resulted in an employment tribunal (Taylor and Woodhams, 2022). Mediation cannot be provided if a claim has been made to an employment tribunal or if the conciliation process has been started (ACAS, 2021).  

Within arbitration there is a third party within the procedure and their role is the make an impartial decision (ACAS, 2025). However, conciliation and mediation, the third party’s involvement is to try and aid the situation and discuss how the parties could resolve the dispute (ACAS, 2025). With arbitration and mediation, joint meetings are held to discuss the situation, whereas there isn’t a join meeting with conciliation (ACAS, 2022). Arbitration, medication and conciliation can all be used to help resolve individual or collective disputes (ACAS, 2022). 
Whilst there haven’t yet been any grievances arisen since the merge, as there are concerns surrounding the commitment to existing employee relations practices it would be important for the Senior Leadership Team to have knowledge of arbitration, conciliation and mediation and knowing which route may be required during different circumstances. The company should work hard to try and resolve any conflicts in-house initially but be confident in understanding the differences between conciliation, mediation and arbitration. 

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

In section 98 of the Employments Right Bill (1996), it outlines the five reasons for dismissal, which are; dismissal due to redundancy, capability, misconduct, legal reasons and some other substantial reason (Morris, 2025). 

An employee’s capability is assessed by their aptitude, health or any other physical and mental quality (CIPD, 2024a). Typically, dismissal for lack of capability is due to qualifications, incompetence or poor performance or illness. With regards to illness, if the individual is disabled, then under the Equality Act (2010), reasonable adjustments should be made to an employee with a disability if they are at a substantial disadvantage compared to a person without a disability (CIPD, 2024a). 

It is extremely important for organisations to get this procedure correct as an outcome in tribunal could be costly. An example of an organisation who did this correct was the Salvation Army. A case law in 2024, between Kikwera-Akaka vs Salvation Army Trading Company outlined that a fair dismissal was made as Kikwera-Akaka was given a fair opportunity to improve his performance and that his interaction with volunteers was a significant part of his performance which was linked to the misconduct and led to the final written warning and personal improvement plan (Banks, 2024). 

Examples of misconduct include insubordination, repeated lateness, unauthorised absence from work, repeated poor attendance (CIPD, 2024a). There are some other, more serious examples which could constitute gross misconduct, such as dishonesty, negligence and physical violence (CIPD, 2024a). If misconduct is an isolated incident, then the gross misconduct would need to be serios to justify the outcome being dismissal (CIPD, 2024a). 

In an employment tribunal, it was found that the dismissal of Butler vs Synergy Health was fair as Butler as found that the instruction he had been given to change after shift was reasonable and lawful. However, Butler’s appeal against the tribunal decision was successful. The EAT concluded that the disciplinary procedure had not been fair in the circumstances as the decision maker was no open minded and she had been the investigator and decision maker in both disciplinary proceedings (Kisby, 2024). 

As a newly merged company, you should ensure that you have reviewed the employee’s records to see whether there are any outstanding capability and/or misconduct issues and resolve them accordingly. It is important for the organisation to outline in their policies what would constitute gross misconduct (CIPD, 2024a). The newly merged company should review their policies to ensure that there is an agreement on what constitutes as gross misconduct. 



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

A survey conducted by XpertHR has shown that one of the most common causes of employee grievances is employee’s relationships with management (Webber, 2023).  Research has shown that only 60% of workers feel that their employers trust them (Webber, 2023), meaning that just under half of workers feel that they are not trusted. If workers do not feel trusted, then they may not speak up about matters which are troubling them and subsequently go straight to the grievance procedure. The manager of organisations needs to understand how following transparent procedures prevents employee’s having multiple claims and losing the trust for their managers and organisations (Ritchie, and Aylott, 2023). As the company is newly merged, it is important that relationships are built and are created from the offset and throughout the employment. 

Another cause of employee grievances is bullying and harassment (Webber, 2023). Employers should ensure that there are policies around the organisations commitment to promoting dignity and respect at work and that may extend to work-related activities (Ayling and Suffe, 2024). Cyber bullying is one of the most common forms of bullying within the workplace and should also be addressed in policies (Ayling and Suffe, 2024). In the Newcombe v Machynlleth Town Council case, Newcome won her claim on constructive dismissal after she resigned due to feeling bullied by her managers (Ritchie, and Aylott, 2023. A lot can be learnt from this case, leaders should be supported in developing their connection with their staff as this is relationship is critical in ensuring the voice of employees (Ritchie, and Aylott, 2023), especially when there are newly appointed leaders within the newly merged company. 

A third cause of employee grievance is discrimination. Under the Equality Act 2010, a person is protected from discrimination throughout the employee lifecycle including recruitment, training and promotion (CIPD, 2024c).  However, in the 45% of adults believe that they have encountered discrimination either in the workplace or during their job search (Clemo, 2025). During an age discrimination case, Ms Stuart vs BBC. Ms Stuart’s case was successful in proving the she was discriminated by because of her age, and in 2010 she returned to the BBC as newsreader (Damian McCarthy Employment Law, 2023). Again, ensuring that the company have water-tight policies and procedures about discrimination and ensuring that they handle any grievances effectively and swiftly will not only help build trust with leadership team but will create a diverse, happy and productive workforce. 


 Advise on the importance of handling grievances effectively. (AC 3.3).  
There are two overarching benefits of ensuring that grievances are handed correctly – to try and minimisalise damage between the employee and the company; and to reduce any financial cost for the company. It is important for employers to handle grievances effectively to try and promote effective management-labour relationship which helps to enhance organisational performance (Nyitse and Zamani, 2024). Additional research supports this by showing how important complaint-handling procedures are for maintaining a peaceful workplace and aims to give organisation is a useful toolkit to deal with the challenges of resolving conflicts (Nagaar, 2024).

To increase the likelihood of grievances being handled effectively, grievance policies and procedures are in place (CIPD, 2024b). Managers should undertake training in handling grievance, should know their company policies and follow the ACAS Code of Practice: Disciplinary and Grievance Procedures is in place for employers to help guide employers (CIPD, 2024b).  There should be immediate and ongoing support to help safeguard the employee’s well-being, in which will also show the employee that the organisation does care about their welfare (CIPD, 2024b). It is important to be able to demonstrate that organsiational policies were followed and if there any breaches, that these were not serious in damaging the trust of the employee (McConnell, 2015).  In addition, it is good practice for the person hearing the appeal to no be within the reporting line of the individual who conducted the original hearing (McConnell, 2015). When there’s a clear and efficient way for employees to raise their concerns, they can address issues that might be affecting their work or well-being. This helps in resolving conflicts before they become more serious (Nagaar, 2024).
Secondly, from a financial point of view, ensuring that grievances are handled effectively can help avoid a costly tribunal case (CIPD, 2024). An employment tribunal will consider whether the employer and employee have followed the ACAs code and, if they have not, the tribunal may adjust any awards made by up to 25% for unreasonable failure to comply (CIPD, 2024).

With the company being newly merged, it would benefit the company to read through the previous grievance procedures from each company and to create a new one based upon the strengths of the two current policies. It would be important to ensure that managers have sufficient training on handling grievances too. If this is completed pro-actively, then it is less likely to cost the company money on employment tribunals in the future. 
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Figure 24: Different voice channels reported in organisations (%)
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