5HR01 – Employment Relations Management

Q1. Differentiate between employee involvement and employee participation and how they build relationships. (AC1.1)
Employee involvement and employee participation are both essential in building relationships and fostering organisational behaviour. While similar, they differ in approach and how they influence on building relationships within the organisation.  Employment relations focus on how they both contribute to organisational behaviour to create positive workplace behaviours, supporting a healthy organisational culture and enhancing employee wellbeing (Ayling and Suff, 2024).
Employee involvement provides a voice for employees to contribute their ideas, share feedback and to engage in decisions that impact their roles, this can be by surveys and questionnaires or focus groups.  This approach helps to build trust, improve communication and to provide a sense of ownership, which are all essential for building positive relationships.  For example, my organisations set up several focus groups to discuss various topics, each group will feedback any ideas or suggestions to the Director of People & Culture to consider.  This approach will ensure that employees feel included, valued, motivated and productive (CIPD, 2025).
Both employee involvement and employee participation provide the employee with a voice, it is how that voice is used that differentiates between involvement and participation.   Both contribute to organisational behaviour in creating a positive workplace, and both contribute to building stronger relationships between management and employees, however the approach differs.  Employee involvement helps build the trust, fostering a culture of collaboration.  When employees feel that their input is valued, they develop a stronger emotional connection to their work and towards the organisation.  This inclusion improves morale and increases job satisfaction, leading to positive relationships between employees and management (CIPD, 2025).
Employee participation in contrast takes the employee voice a litter further by actively including employees in the decision-making process, particularly in areas that directly affect their working environment.  This deeper involvement in the process can lead to better communication and a greater understanding of goals, targets and the organisational vision, creating a more motivated and productive workforce (Indeed, 2024). By giving employees a more tangible role in decision making it deepens the relationships, demonstrating that the organisation values its employees, leading to better communication and reduced conflict.  
While both employee involvement and participation aim to enhance engagement and build positive relationships, involvement focuses more on idea sharing and feedback, while participation emphasises shared decision making and directly influence in organisational outcomes.


Q2. Compare forms of union and non-union employee representation. (AC1.2)
Employee representation plays a vital role in shaping workplace relationships, improving communication between employees and employers, and fostering employee voice.  The two main forms of representation are union and non-union employee representation, each differing in the effectiveness, structure and influence.
Union representations play a vital role in supporting employees through independent trade unions that work to protect and advance the interest of their members.  Acting as a collective voice, trade unions engage in negotiations with employers on a range of issues, including pay, working conditions, and terms of employment.  They are formally recognised for collective bargaining and benefit from specific legal rights that empower them to represent workers effectively.  This representation is typically more structured, providing employers with a more unified and influential voice within the workplace (CIPD, 2022).
Trade unions contribute to building more stable and constructive employment relations.  Research by the CIPD highlights the most effective approach for organisations is to cultivate strong, collaborative relationships with recognised trade unions.  According to their findings, 60% of respondents in organisations with recognised unions describe their relationship with unions as positive, it also reported that almost 59% agreed with the statement ‘working in partnership with trade unions can benefit organisations (CIPD | Trade Unions | Factsheets, no date). This demonstrates that working in partnership with unions can lead to a harmonious and productive workplace environment
In contrast non-union representatives includes various differing roles, and different types of representatives have differing needs.  Unlike the more formalised and structured union representation, non-unions representation may be appointed or elected to address particular issues for example, supporting with consultations in TUPE, employee safety, individual grievance and disciplinary matters and also contributing to discussions in relation to collective redundancies and pensions.  This can help to promote a more cooperative culture and enhance communication between staff and leadership (ACAS, 2021).
Because of their more varied nature, the support union and non-union representation offer can differ depending on the context in which they operate.  Their presence can foster a more cooperative and transparent workplace culture by creating additional channels of communication between employees and employer.  Non unions representatives are more adaptable than union led representatives which enables organisations to respond quicker to any issues or employee concerns (ACAS, 2021).  While they may not carry the same legal standing or bargaining power as recognised trade unions, non-union representatives can play a crucial role in promoting employee voice and maintaining positive employment relations. 




Q3. Evaluate the relationship between employee voice and organisational performance. (AC1.3)
Employee voice is defined as ways in which employees can express opinions, contribute to decision making and help to influence organisational outcomes.  It is a way to communicate what matters to them.  Employee voice both individually and collectively enables employees to feel valued and respected, it encourages a sense of belonging, increased productivity and job satisfaction.  It also encourages inclusion and a good working culture (CIPD, 2022).
The CIPD has shared case studies that explore the relationship between employee voice and organisational performance, including one in relation to an Airline Logistics Company that implemented value-driven strategies to enhance employee voice. This case study emphasises the importance of viewing employee voice as an ongoing development as opposed to a one-time event. Enabling employee voice in this way empowers individuals and provides them with the tools to contribute meaningfully to change and continuous improvement within the organisation (CIPD | Talking about voice: Airline logistics company, 2019).
Effective communication plays a crucial role in supporting employee voice. However the impact depends on how it is implemented within the organisation.  Clear two-way communication can foster openness, trust and will encourage employees to express concerns and contribute their ideas.  However, poor or inconsistent communication can lead to disengagement and distrust.  When communication is clear and transparent, and when feedback, ideas and concerns are acknowledged and actioned, it reinforces the values of the employee impact and strengthens trust in leadership.  However, if the feedback is ignored employees may perceive their voice has been unheard or ignored (CIPD, 2023).
One key benefit of promoting employee voice is enhanced employee engagement.  When employees fee heard and valued, they are more likely to show increased motivation and commitment, which can lead to higher productivity and improved organisational performance.  Employees are more likely to experience a greater job satisfaction, which will contribute to employee job retention which in turn reduces recruitment and training costs.  Employee voice will also help individuals feel recognised and supported, increasing their sense of belonging and giving them opportunities for development within the organisation.  However, this is all dependent on how effectively employee voice is implemented and whether feedback is genuinely considered (CIPD, 2025).
The relationship between employee voice and organisational performance depends on the effective communication, how it is delivered and acted on.  The evidence suggests that when embedded in a supportive culture and aligned with strategic objectives, employee voice can be a powerful driver of performance and organisational success.




Q4. Explain the concept of better working lives and how this can be designed. (AC1.4)
The concept of better working lives centres around creating working conditions that enhance employee well-being.  The CIPD good work index captures 7 aspects of what good looks like and focuses, on pay and benefits, contracts, work life balance, job design, relationships at work, employee voice and health and wellbeing.  These aspects are captured to gain an understanding of what good looks like, supporting employees and how this can be improved for them (CIPD, 2024).
Designing better working lives requires a strategic approach that looks at those 7 aspects of what good looks like.  Looking at the focus on pay and benefits, to ensure that employees are fairly rewarded for the jobs they do. Championing for equality and a fair reward system can help improve motivation and support employee retention.  The CIPD Good Work Index survey report 2024 highlights that, although there has been some progress in aligning pay with responsibilities in the private sector, progress within the public sector is minimal if at all (CIPD, 2024).
Fostering a culture that supports health and wellbeing at work is an essential practice for all people practices. A holistic approach to wellbeing includes not only physical and mental health support but also work life balance and job demands.  While employee assistance programmes and health focused polices play an important role, the organisational culture must also prioritise employee wellbeing (CIPD, 2024).
My organisation is a charity that supports clients with their mental health and addictions.  Approximately 67% of our employees have lived experience, with this brings challenges, in particular in relation to sickness absences.  To address these challenges strategies such as flexible working, regular supervisions and highlighting the importance of manageable workloads is essential in managing stress at work. According to the CIPD Good Work Index 2024, only 39% of employees reported that their work had a positive impact on their mental health.  This highlights the need for organisations to create an environment that actively supports mental wellbeing (CIPD, 2024).  For our organisation, fostering open communication and proactive support is crucial in supporting the health and wellbeing of our employees.  
Creating a fair and inclusive workplace is the driving force of the CIPD’s what good looks like.  Giving the employee a voice, encouraging communication to enable staff to contribute to ideas, and to voice their concerns creates a positive working culture.  Providing the tools and training to allow employees to grow and develop within the organisation will provide job satisfaction and increase employee engagement.  Allowing employees to feel safe by promoting Equality, Diversity and Inclusion, ensuring fairness to enhance morale to create and build an inclusive, fair culture where employees feel valued (CIPD, 2024). 





Q5. Distinguish between organisational conflict and misbehaviour. (AC2.1) 
Organisational conflict refers to disagreements or tensions between individuals or groups within the workplace.  Conflict may arise from a variety of factors including personality clashes, poor communication, unclear expectations or inappropriate behaviour.  Often, conflict stems from minor incidents, such as an offhand comment, that if not addressed may escalate into more serious issues such as bullying, harassment or formal grievances (CIPD, 2022).  For example, in my organisation a seemingly minor disagreement between 2 colleagues was not managed effectively, which escalated into a formal grievance being raised. Mediation was required to help resolve the issue.  This example highlights the importance of early intervention and proactive management in preventing escalation and maintaining a positive working environment.
In contrast, organisational misbehaviour refers to intentional actions by employees that go against organisational values and policies.  Unlike conflict misbehaviour often comes from dissatisfaction, low morale or a perceived lack of fairness.  It tends to be a more deliberate act of defiance or disengagement.   Examples of misbehaviour can include fraud, theft or absenteeism.  For example, an employee who consistently arrives late and intentionally avoids responsibilities after being overlooked for promotion may be expressing their discontent.  Such behaviour can stem from deeper issues within the organisation, such as ineffective management practices, lack of employee recognition or perceived unfair treatment (CIPD, 2022). Misbehaviour can also have a toxic effect on team dynamics, trust and overall organisational culture if left unaddressed. 
It is important for people practitioners to distinguish between the two.  Conflict may require mediation, communication and conflict management training, while misbehaviour could lead to disciplinary procedures.  Misinterpretation may lead to inappropriate responses, for example treating a genuine concern as misconduct can lead to mistrust, while overlooking intentional behaviour may escalate to further conflict. While conflict may be a response to a disagreement between colleagues, misbehaviour is often a more deliberate act of defiance (CIPD, 2022).
Organisational conflict and misbehaviour differ in intent, causes, and consequences, and each requires a different response.  Conflict often arises from misunderstandings or differing perspectives and if managed effectively can drive positive change.  Misbehaviour, however, can stem from dissatisfaction or disengagement, often highlighting deeper issues that would require more formal intervention.  Recognising and addressing these differences enables organisations to respond appropriately, strengthen employee relations, and to help in creating a heathier and more productive workplace.






Q6. Assess emerging trends in the types of conflict and industrial sanctions. (AC2.2)
Workplace conflict and industrial sanctions continue to evolve in line with the changing workforce dynamics and economic pressure. There are many complex issues that employers face and the issues are becoming increasingly challenging. For example, hybrid working and the current economic climate, and as reported by People Management, employees are becoming less tolerant of other opinions and opposing views which is leading to an increase in interpersonal conflict in the workplace (Wigan, 2024). 
One key trend is the decline in collective disputes.  According to ACAS, there was a 24% drop in the volume of collective cases between October and December 2023.  The Office for National statistics also reported a reduction in days lost due to industrial action. It is also reported that from the period 2021 to 2022 the number of referrals from trade unions was 40% more than that of the employers, however, more recent data shows a shift, with employer referrals exceeding trade union referrals by 6% (Watt, 2024).  This suggests a move away from industrial sanctions towards employer managed dispute resolution. 
Despite this, industrial sanctions such as strikes remain relevant, especially in the public sector.  In recent years there has been a noticeable increase in strike action in key areas such as in healthcare, education and transport.  These strikes are largely due to low pay and the pressures of the cost-of-living crisis (Collinson, 2022). This trend highlights the continued role of traditional industrial sanctions in sectors where union representation remains strong. 
At the same time, conflict is becoming more values driven. ACAS reports an increase in the complexity of disputes, in particular around disciplinaries, grievances and dismissals (Watt, 2024).  In response organisations are putting greater emphasis on early intervention, such as mediation, training in conflict resolution and promoting positive culture.  Mediation in particular is a more constructive means of addressing conflict, helping to maintain working relationships and reduce the likelihood of escalation.  Without this early intervention, organisations risk increased grievances, resignations and dismissals (Gifford, 2023). 
While industrial sanctions remain a tool for collective bargaining, the nature of conflict is moving towards individual, value driven disputes.  Employers must foster open communication, promote clear and consistent policies around key issues such as hybrid working and promote a culture of fairness and inclusion within the workplace.







Q7. Distinguish between third-party conciliation, mediation and arbitration. (AC2.3)
Conflict resolution in the workplace involves using a structured or informal approach to help two or more parties settle their differences to arrive at a peaceful outcome.  The three most used methods to help with resolution are third party conciliation, mediation and arbitration.  
Third party conciliation is an informal and voluntary process where an independent third party helps disputing parties reach a mutually acceptable agreement.  Most commonly it is used in employment disputes between employee and employer and can be facilitated by ACAS.  However, before ACAS are involved both parties are encouraged to engage in discussions to try and reach an agreement on their own. This stage is known as early conciliation.  If no agreement can be made then ACAS will play a more proactive role as the conciliator suggesting potential solutions and helping both parties understand each other’s position (GOV.UK, 2025).
Mediation is also a voluntary process that involves an impartial third party who facilitates constructive discussions between those involved in a dispute. Unlike a conciliator, the mediator does not propose or impose solutions but instead supports the parties in communicating openly and working towards a resolution they develop themselves. Mediation is entirely confidential and less formal than other dispute resolution methods such as arbitration. It focuses on restoring and maintaining working relationships and is particularly effective in addressing interpersonal or team-based conflicts in the workplace (CIPD, 2024). 
Mediation encourages collaboration, helps rebuild trust, and can prevent issues from escalating into more serious grievances or formal procedures.
In contrast, arbitration is a more formal and structured process in which an impartial third party, known as the arbitrator, hears evidence and arguments from all parties involved before making a final decision. Unlike mediation or conciliation, the outcome of arbitration is usually legally binding, meaning the parties are required to adhere to the arbitrator’s ruling. This method is often used when disputes cannot be resolved through informal means and when a definitive, enforceable resolution is necessary (ACAS, 2022).
To summarise, both third-party conciliation and mediation are informal, collaborative, and interest-based approaches to conflict resolution, aimed at facilitating mutually agreed outcomes and preserving working relationships. In contrast, arbitration is a more formal and structured process where a binding decision is made by an impartial third party, often used when informal methods have failed.







Q8. Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues. (AC3.1)
Unfair dismissal occurs when an employer terminates an employee’s contract without a fair reason or without following a fair process.  This can either be in relation to capability or misconduct issues.
Capability refers to an employee’s ability to perform their role effectively, this could be due to health issues or the due to poor performance in their role.  Employers are required to follow a fair and reasonable process before considering dismissing on capability grounds.  In the case of poor performance, the employee may be placed on a performance improvement plan, with clear expectations, measurable targets and they must receive regular feedback to monitor progress.  Additionally, training, mentoring and support should also be provided where necessary to help the employee meet the required standards.  All steps should be documented to ensure transparency.   If the issue is health related, employers must consider appropriate medical advice, engage in meaningful consultation with the employee, and consider reasonable adjustments or alternative roles before dismissal is considered (ACAS, 2024).  Failure to follow this process may result in claims of unfair dismissal.
Misconduct refers to behaviours or actions that breach organisational policy, the code of conduct, or the organisation’s core values and expectations. Misconduct can range from minor issues, such as repeated lateness, to more serious offences deemed gross misconduct, such as theft or violence. In all cases, employers must ensure that a fair and transparent disciplinary process must be followed. This includes conducting a thorough investigation, holding a formal disciplinary hearing, and ensuring any decisions are evidence based. The employee has the right to be represented during the hearing and to respond fully to the allegations made. Additionally, employees must be given the right to appeal the outcome if they believe the decision was unfair or unjustified (Ayling and Suff, 2023).
Employers must act consistently and proportionately, ensuring similar cases are treated in the same way.  Outcomes may range from a verbal or written warning to dismissal, depending on the severity of the misconduct.  Mitigating factors, such as the employee’s length of service, past disciplinary record, and whether the behaviour was out of character should also be considered.  Failure to follow ACAS guidelines in following a fair process or to act reasonably may lead to claims of unfair dismissal at an employment tribunal (CIPD | Dismissal: guidance for managers, no date).







Q9. Analyse three key causes of employee grievances (AC3.2)
Employee grievances are formal complaints raised by staff in regard to their treatment in the workplace.  If left unresolved or not addressed effectively grievances can escalate into conflict, causing low morale and disengagement which can have a negative impact on organisational performance.  Gaining an understanding of the root causes of grievances is essential for effective employee relations.  There are many causes of employee grievances, however the three key causes as reported by Personnel Today are bullying and harassment, relationships with management and relationships with colleagues (Webber, 2023).
Bullying and harassment are significant causes of employee grievances, and may involve behaviours such as verbal abuse, exclusion, unwelcome comments or intimidation.  These actions can have a serious impact on employee wellbeing, mental health and overall engagement.  Employees who experience bullying or harassment often feel unsafe, isolated and unsupported which can lead to low morale, increased absences and higher employee turnover. These outcomes can negatively affect team dynamics, productivity, and overall organisational performance.
Organisations must implement clear polices and ensure managers are trained to identify and address inappropriate behaviour early.  If employees feel their concerns are ignored, they are more likely to raise formal grievances (CIPD | Tackling bullying and conflict at work - guide for HR professionals, 2024).
A breakdown in the employee/manager relationship is a frequent and significant cause of workplace grievances.   Employees who feel micromanaged, unfairly criticised and unsupported often experience low morale and disengagement.   Poor management behaviours such as lack of communication or perceived favouritism can damage trust and lead to a breakdown in the relationship between employee and manager. Effective line management is crucial in fostering positive working relationships, and poor management can lead to workplace conflict.  When employees feel that they are not treated with respect or believe their concerns are ignored, they are more likely to raise formal grievances (CIPD, 2020).
To prevent these issues, organisations will need to invest in people management and promote a culture where concerns can be addressed constructively and informally before escalating to formal procedures.
Conflicts between colleagues, including personality clashes, communication or perceived unfair workload sharing can lead to grievances.  These types of interpersonal conflicts, while seemingly minor, can have a serious impact on team morale and employee well-being if not addressed promptly.  Understanding the root causes of conflict between colleagues can be challenging.  The conflict may stem from a combination of unresolved tensions, frustrations or historical issues that come to the surface.  According to a CIPD report, managing conflict in the modern workplace, 46% citied differences in personality or working style as the most common cause of workplace conflict (CIPD,2020).  
Proactive conflict management, including mediation can help before they become formal grievances. Creating a good workplace culture that values diversity in working styles and communication can also help to reduce conflict in the workplace.   
Q10. Advise on the importance of handling grievances effectively (AC3.3)
Handling grievances effectively is crucial for maintaining a positive, fair and productive workforce.  A grievance is a formal complaint raised by an employee concerning issues such as unfair treatment, interpersonal conflict or bullying and harassment in the workplace.  All grievances should be dealt with in a timely manner, with fairness and transparency to ensure that all employees feel heard and supported (ACAS, 2015).  Unresolved or poorly managed grievances could result in low morale, disengagement, increased employee turnover. In some cases, may also lead to formal legal disputes, in particular where grievances relate to discrimination or breaches of statutory rights under legislation such as the Equality Act 2010.
Effective handling of grievances is important to support employee wellbeing and to build trust, both of which are essential for organisational success.  Employees need to be reassured that their concerns are acknowledged and taken seriously.  A transparent and fair grievance process reinforces the idea that the organisation values its people and is committed to maintaining a respectful and inclusive work place, fostering a culture where concerns are addressed in an appropriate manner as opposed to ignoring them or allowing them to escalate (McAllister, 2025)
A consistent and well communicated grievance procedure helps promote trust in leadership and reinforces the organisations commitment to dignity and respect at work.  Managers play a key role in this process and should be trained to handle complaints with empathy and impartiality, this will allow managers to address underlying issues early, before they escalate into more serious conflicts.  Research by CIPD highlights that early intervention and informal resolutions, for example mediation, are often more effective than the formal process (CIPD, 2020). 
Ineffective or poor management of grievances can significantly impact the wellbeing of employees, trust in management can break down and team dynamics can also be affected.  Unresolved grievances can lead to low morale, disengagement and increased employee turnover.  It can also lead to increased absenteeism and further conflict, creating a toxic working environment.  There is also a financial cost, as reported by CIPD, UK employers spend approximately £28.5 billion per year dealing with conflict, the equivalent of more than £1000 per employee (CIPD, 2023).
Handling grievances effectively is not only a legal and procedural obligation, but a driver of workplace wellbeing, trust and performance. Employers must ensure their grievance procedures are clear, accessible and consistently applied, and that managers are trained to handle concerns in an appropriate manner.
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