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

Employee involvement refers to the use of employees’ opinions and feedback to influence organisational decision making, particularly around topics that will directly impact employees (Obiekwe, 2018). When welcoming employee involvement, employers will collect and listen to the voices of their staff and consider it when making decisions. These opinions are often collected through channels such as staff surveys, suggestion boxes or feedback to changes (CIPD, 2025). 

Listening to employees in this way before implementing changes/new processes helps to build the relationship between employers and their employees, as employees are likely to feel more respected and involved (CIPD, 2025). Employees who are involved in decision-making are also far more likely to respect their employer back and therefore feel motivated to produce high quality work for them (Ryan & Deci, 2024). This is supported by Thomas and Velthouse (1990) who found that involving individuals in decisions and goals will likely then increase their ability to use initiative in their work, by increasing their levels of autonomy in the workplace.

When using this method, however, employers must ensure that the feedback they collect from employees is listened to (CIPD, 2025). This does not necessarily mean that anything that an employee recommends is implemented, but reasoning as to why not must be shared if employers cannot act on the feedback. Ensuring that communication is maintained, no matter the outcome, ensures relationships are upheld through transparency (Hackman, Lawler & Oldham, 2015).

Moving on, employee participation refers to a more active level of involvement from employees in decision-making. Where employee involvement tends to involve employers collecting employees’ views on a topic, before making the final decision themselves, employee participation allows employees to have more of an influence over that final decision (Indeed Editorial Team, 2025). For example, employee participation may be achieved through a staff representative group or by asking employees to vote on a matter.

As employee representation encourages more frequent and direct conversation between employees and employers than employee involvement, it can also achieve a higher level of communication within a workplace. When staff feel regularly involved in two-way discussions with management, they are likely to feel more able to share other information with their organisation (Bakker & Demerouti, 2007).

Those working for an organisation generally will have the best understanding of what it needs, and so either method (ideally both) will enhance the overall culture of an organisation, resulting in happier employees and better work. This is evident in Mayo’s (1924) Hawthorne experiment, where the intended study was shifted, resulting in findings that any method of asking employees for their opinions resulted in improved productivity.

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

Employee representation can either me union or non-union, both of which have their advantages and disadvantages. 

Trade unions represent employees independently, supporting them with employment related issues such as conditions, hours and pay (CIPD, 2023b). Trade unions train their staff (union representatives) in areas of employment law, so that they are equipped to support employees when negotiating with employers (Lewis et al., 2020). Union representatives may also represent and support employees in formal meetings such as grievances and disciplinaries (CIPD, 2023b). They have very specific processes, for example they can organise industrial action, however a formal ballot must be undertaken first (CIPD, 2023b).

On the other hand, non-union representation defines a range of forums, including employee working groups, staff representatives or pension representatives (Involvement and Participation Association, 2021). These forms of representation are often internal within the organisation, but can be formal or informal. Although representatives of these forums are unlikely to receive the level of training as trade union representatives, employers may provide some training for these individuals. However, the process for non-union representatives is that they should still act as a communicator between employees and employers, to raise/query any concerns and ensure employees’ voices are recognised in organisational decision making (ACAS, 2021c).

The aim of any form of employee representation is to champion working conditions, through ensuring that employee voices are heard and that they are aware of their rights (CIPD, 2023b). Both types will also support consultation about any proposed changes before implementation. However, it could be argued that non-union representatives have less independence in terms of decision making, as they have generally been internally selected and work much more closely with employers (Lewis et al., 2020). Trade unions, on the other hand, generally have more legal power, for example the legal right to strike (Involvement and Participation Association, 2021). As mentioned previously, they also receive more training and external support from the union they representative.

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

Employee voice can be defined as when employees have an input, or a ‘say’, in the workplace (Carberry, Nowak & Dix, 2020). Employers can collect this input from employees through a range of platforms such as staff surveys (these could be annual or ad hoc), supervisions/appraisals, staff rep groups or anonymous feedback systems.

Organisational performance refers to the success of an organisation. It can be measured in a number of ways depending on the purpose of a company, such as financially (e.g. profits), through non-financial targets or from customer evaluations (BambooHR, 2024). 

The CIPD (2025) states that effect employee voice channels in an organisation can have a direct positive impact, not only on performance but on job satisfaction levels too. Gallup’s (no date) study further supported this, identifying that organisations with higher levels of employee engagement, as a result of employee voice channels, experienced more productive workers, with lower turnover and sickness levels. As a result of this, the organisations in the study saw an increase in financial outcomes. However, it is vital that employee voice channels are implemented effectively, to see positive results like these. The input of employees should be acknowledged and utilised, so that staff know that their opinions matter (Guest, 2002).

When thinking about how employee voice impacts organisational performance, one possibility is through the increase in a sense of autonomy. When employees feel heard, they feel more able to use their creativity in work – resulting in more innovative work (Al-Aljouni, 2021). This is then likely to boost organisational performance, through new and better ideas. Organisations who have achieved this culture should encourage the innovation of their employees and be open to hearing their ideas, to avoid employees feeling stifled or even resentful (Marchington, 2007).

Furthermore, it is also widely reported that employee voice improves culture, which then results in improved organisational performance. This is supported by CIPD (2023) who support the idea that genuine employee voice methods build a culture of trust and openness amongst organisations, which in turn will result in employees wanting their company to succeed. However, Marchington (2007) argues that some methods (particularly anonymous ones) can sometimes result in broken trust and poor psychological safety, due to a negative culture developing. It could be argued that employees would only leave negative feedback if they had reason to, however this ignores the concept of a ‘culture of complaining’ (Gordon, 2008).

In conclusion, whilst employee voice can improve organisational performance through increased engagement, creativity, and trust, this relationship is not guaranteed. The effectiveness of voice channels depends on their sincerity and quality of implementation.

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

Better working lives are defined by CIPD (2023) as ensuring work experiences are fulfilling for individuals, with wellbeing, inclusivity and safety being prioritised. CIPD’s mission is ‘championing better work and working lives’, a statement that has helped to design the work of HR professionals. The concept of better working lives relies on a number of factors to be considered, identified by CIPD’s Good Work Index (2023) as things such as job quality, work-life balance, development opportunities and employee voice. All of these factors being met effectively help to ensure employees are made to feel appreciated and happy at work, resulting in better work, higher retention and improved overall organisation performance.

There is evidence of the importance of each aspect of better working lives. For example, Armstrong (2020) explores the importance of safety (both physical and psychological) in the workplace, something which has become even more vital since Covid-19. Furthermore, as discussed previously in this assignment, CIPD (2023) highlight the importance of employee voice in developing a positive workplace culture. 

Maslow’s (1943) Hierarchy of Needs also provides useful evidence for the importance of good working lives. Many of the basic needs identified by Maslow (1943), such as physiological security and safety, cannot be met in the modern day without having a secure job, which pays fairly and provides a safe working environment. Moving on, the next levels of the Hierarchy of Needs include esteem and self-actualisation. These again can be met by working in a meaningful job role, which opportunities for continuous learning and career progression (Maslow, 1943).

Better working lives can be designed by employers and HR staff through a range of strategies. Job design is one way of enhancing working lives, by ensuring that job roles are varied and allow for autonomy, to promote employees’ feelings of engagement and motivation (Armstrong, 2020). Better working lives can also be achieved by encouraging, exploring and allowing flexible working options, such as hybrid working models and variation in contracted hours to support work-life balance (CIPD, 2021). Recent changes to legislation surrounding flexible working further supports this, as employees are now able to submit flexible working requests from the first day of employment, promoting a culture of flexibility. Furthermore, organisations can also promote better working lives by prioritising the learning and development opportunities they offer employees, as well as regularly reviewing their other benefits such as pay and health/wellbeing initiatives.

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

Organisational conflict can be defined as any form of misunderstanding or dispute that happens in the workplace, which could be a result of differing opinions, relationships, backgrounds or something else (Mullins, 2016). CIPD (2020) acknowledge that conflict is often seen in organisations, due to the natural dynamics when people work closely together. Organisational conflict is generally categorised as either formal or informal. Informal conflict refers to smaller disagreements which happen privately between employees, for example tension rising from a misinterpreted email tone or employees disagreeing over a project (NCVO, 2022). Although informal conflict often doesn’t result in further intervention, CIPD (2020) do advise that HR professionals do try to address these conflicts early, to avoid escalation, as conflict is likely to impact the wellbeing and overall morale of staff. 
Formal conflict, on the other hand, often requires involvement from HR or management to resolve and generally has a more serious nature, such as related to rights or how an employee is treated (NCVO, 2022). For example, a formal conflict could be where an employee files a grievance related to bullying. 
On the other hand, organisational misbehaviour refers to employees acting purposely against the organisation’s policies, procedures or expectations (Ackroyd & Thompson, 1999). It can often be a result of employee disengagement or unhappiness in the workplace. For example, organisational misbehaviour could be seen as purposeful low productivity, lateness or not following instructions from management.
There are several ways that organisational conflict and behaviour differ from one another. Firstly, the intent differs between the two – organisational conflict is often unintentional and is a result of natural interpersonal dynamics, whereas organisational misbehaviour is often a conscious reaction to negative feelings (CIPD, 2020; Mullins, 2016). This misbehaviour is characterised by a clear breach of organisational policy, whereas organisational conflict may not necessarily ‘break rules’ (Robbins & Judge, 2019).
In terms of resolution, informal organisational conflict can often be addressed through low level interventions such as discussions or mediation, as often no formal procedures are required (CIPD, 2020). However, formal grievance procedures may apply in situations of formal conflict. With organisational misbehaviour, however, it’s likely that resolution will always require formal processes, whether this is disciplinary action or performance management (Taylor & Emir, 2015).






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

One recent noticeable trend is the increasing number of disputes resulting in employment tribunal claims (Watt, 2024). This has been since and is likely due to the 2017 Supreme Court removal of tribunal fees, which likely discouraged individuals to submit a claim previously (Ford, 2018). This finding is supported by Ministry of Justice (2020) statistics, which found that claims increased by 25% in the years following the 2017 ruling. These statistics represent a progression from disputes previously being addressed by employees through industrial sanctions such as strikes to legal processes – something which could also be a result of a decline in unionisation, as well as an increase in employees’ awareness of their employment rights (Onaran et al., 2015). This trend also highlights employees’ growing confidence in standing up for their rights on an individual basis, possibly due to wider range of advice and support that can now be found online in relation to employment rights.

This leads on to and supports another noticeable trend – the decline in industrial stoppages over recent years but increase in impact of any strikes carried out, when using number of working days lost as a measurement (Office for National Statistics, 2022). This statistic spiked between 2022 and 2023, where working days lost due to strikes passed two million (higher than it had been since 1989) (Office for National Statistics, 2025). This finding represents the increasing popularity of larger-scale and more impactful striking, likely a result of pay disputes, which are now impacting workers more due to financial pressures and the cost-of-living crisis (BBC Monitoring & Capital FM, 2023). This is further supported by the large-scale 2023 NHS walkouts, which were a result of disputes regarding wages and pay policies relating to overtime rates (Baldwin, 2023).

The trends mentioned show a shift in workplace conflicts are currently being addressed by employees. Employees are seemingly choosing more hard-hitting resolution methods in recent years, either through legal action or more impactful industrial action (Ministry of Justice, 2020; Office for National Statistics, 2022; Watt, 2024).

7. Distinguish between third-party conciliation, mediation and arbitration. (AC 2.3)
Alternative Dispute Resolution (ADR) is the definition used for interventions in a dispute which have the aim of reaching a settlement, as opposed to legal intervention (Dupont et al., 2018). ADR has a range of benefits, including being cost and time effective, as well as generally a more informal way to resolve disputes (Daniels, 2021; Dupont et al., 2018).
One form of ADR is conciliation, a method which involves support from an impartial independent third party (quite often being an ACAS conciliator). Conciliators are able to discuss both sides of a dispute with the involved parties, explore settlement options, and share any relevant legal information regarding the case (ACAS, no date b). They will also support both parties in how best to come to a resolution, without the need for tribunal. The conciliator, however, is not able to favour either party and impose their opinions on a dispute.
Another form of ADR is mediation. Similarly to conciliation, mediation is also held by an impartial individual, known as a mediator. Differently to conciliation, where the conciliator will explore options with the involved parties, a mediator’s role is to facilitate a discussion so that an agreement can be met by those involved (CIPD, 2024b). As highlighted by Daniels (2021), mediation can be particularly useful at team conflicts, for example bullying or personality clashes, whereas conciliation is a tool more likely to be used to address employment related disputes. 
One more ADR method is arbitration – a more formal process where an independent third party, known as the arbitrator, is brought in to hear from both sides of a dispute (Daniels, 2021). Then, as opposed to support or facilitation provided by conciliators and mediators, the arbitrator will make a final, decision on the dispute (GOV.UK, no date). This decision is then binding, whereas conciliation and mediation result in more voluntary agreements. The purpose of arbitration is to give a definitive outcome to a dispute, mirroring a tribunal process (ACAS, 2023). The arbitrator is in full control of this outcome, as opposed to in conciliation and mediation where the involved parties are in control.
8. Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues. (AC 3.1)
Unfair dismissal refers to when an employee’s employment is ended without fair reason and process. Employees are protected from unfair dismissal under the Employment Rights Act (1996), meaning that those who are unfairly dismissed have the right to claim unfair dismissal, if they have been with the employer for at least two years (ACAS, 2021). This timeline is likely to change in 2025, with employees’ being entitled to claim unfair dismissal from the first day of employment (as a result of The Employment Rights Bill) (CIPD, 2024a). Currently, an individual may claim unfair dismissal earlier than two years if the dismissal is deemed ‘automatically unfair’, for example if they have been dismissed for discriminative reasons (CIPD, 2021; Equalities Act, 2010).
One dismissal reason deemed ‘fair’ by the Employment Rights Act (1996) is capability. This is when an employer dismisses an employee due to them not being able to effectively perform their duties. However, for this dismissal to be fair, the employee in question should be made aware of the concern and given opportunity to improve their performance (ACAS, 2021a; CIPD, 2021). Employers should also support the employee in improving, for example by offering training or implementing reasonable adjustments (Daniels, 2021). An incident where this did not happen is during the Mrs S D’Silva v Croydon Health Services NHS Trust (2021) case, where the employee was unable to carry out their receptionist tasks due to diagnosed anxiety, which was heightened when speaking with strangers. Rather than amending her role or look for suitable alternative roles, the employer instead sent the employee regular lists of all vacancies at the organisation, without taking steps themselves to find an alternative. The employee in this case was successful in their unfair dismissal claim.
Another ‘fair’ reason for dismissal is misconduct (Employment Rights Act, 1996). This is when an employee breaches organisational policy or rules. Although dismissal for misconduct is deemed ‘fair’, a fair and thorough investigation must be carried out before reaching this outcome. In this investigation, the employer must collect any evidence relevant to the misconduct claim, including by holding interviews with the employee and any witnesses (Daniels, 2021). This process should be in line with how the organisation carries out other misconduct investigations across the business (CIPD, 2021). An example of where a thorough investigation was not undertaken was in the case of Carmelli Bakeries Ltd v Benali (2013) where victimisation of a disabled employee led employers to rush an investigation, to find the employee in question responsible of misconduct. This then ‘allowed’ the employer to dismiss the employee, who then went on to win in an unfair dismissal claim.
9. Analyse three key causes of employee grievances
An employee grievance is when a formal complaint is raised in the workplace (ACAS, 2024a). Grievances can either be individual (raised by one employee) or collective (a concern shared by a group of employees) (CIPD, 2024a).
One possible cause of an employee grievance is bullying. This could be defined as any unwanted behaviour that is ‘offensive, intimidating, malicious or insulting’ (ACAS, no date a). Any behaviour of this kind is likely to impact the wellbeing of the victimised employee, which could then go on to impact further areas, such as absence levels and performance (ACAS, 2024a). The ACAS Code of Practice encourages employers to address workplace bullying promptly  and effectively as, although it isn’t unlawful, if unchecked it is likely to impact multiple employees and teams (Daniels, 2022a; ACAS, 2024a). Although bullying is often an individual grievance, it can sometimes impact a wider team or group, which could then result in a collective grievance.
A second leading cause of workplace grievances is discrimination. Discrimination can be identified as any incidence where an individual is treated ‘less favourably’ because of a protected characteristic, including age, race, disability, gender, ethnicity, religion or sexual orientation (CIPD, 2024c). Discrimination can occur at any stage of the employee lifecycle, starting from recruitment (Daniels, 2022a). Discrimination is such a common cause of grievance due to the fact that employees are generally more likely to raise an issue if they see or experience inconsistent treatment within the workplace (WorkNest, 2023). They are even more likely to raise a grievance if they feel they are part of a group of employees who are being discriminated against for the same reason, which is why collective discrimination grievances are very common. CIPD (no date) highlights the importance of addressing discrimination allegations quickly and consistently, to avoid further claims and potential legal action or damage to reputations.
Another key cause of employee grievances is employment terms and conditions. Employees may raise a grievance if they feel their working terms (such as pay, hours, role or benefits) have been changed, without consultation. ACAS (2024) and Davidson Morris (2023) that employers maintain transparency with anything related to terms and conditions, to avoid complaints like this being made. Terms and conditions are very much an individual concern, however often these grievances will be collective if multiple employees have experienced similar changes (Unison National, 2023; CIPD, 2024a).
10. Advise on the importance of handling grievances effectively
Handling grievances effectively is vital to ensure a safe and productive working environment for employees. Not addressing grievances correctly and in a timely manner could lead to a negative culture within an organisation, either where individuals feel unsupported or where employees are more inclined to break company policies and/or rules due to lack of consequences.
One of the main impacts of not handling grievances effectively is on employee morale and wellbeing. When employees’ grievances are not addressed efficiently, it is likely that they will be left feeling unheard and undervalued. This could then negatively impact job satisfaction, potentially resulting in more absences, less productivity and higher turnover rates (ACAS, 2024b). When other employees are aware of situations like this, the negativity is likely to spread across teams – either created a divide between employees and management or between employees themselves (Daniels, 2022b; CIPD, 2023c). When there is tenson amongst teams like this, collaboration is likely to be strained due to weak colleague relationships. The focus is also likely to be on the strained relationships, rather than on the organisation’s wider goals (WorkNest, 2023; Wesonga & Van Der Westhuizen, 2024). This is likely to hinder an organisation’s success and productivity.
There is also likely to be cost implications for an organisation that does not handle grievances well. One way that this could occur is through legal costs, which may be a requirement if grievances (specifically around bullying or discrimination) are left unaddressed or addressed unsensitively, resulting in escalation to employment tribunal. Just one escalated grievance could result in long-term financial implications for an organisation, as well as irreversible damage to their reputation.
When grievances are addressed promptly, efficiently and fairly, a culture of trust can be built between employees and management/the employer (ACAS, 2024b). Employees are then likely to feel valued and confident that their employee believes they should be treated fairly, through transparent processes (CIPD, 2023c). When this relationship is strong, productivity is then likely to be higher as collaboration can run successfully between employees, plus employees respect their employers and are committed to ensuring good outcomes (Melchades, 2013).
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