AC 1.1

Modern organisational practices increasingly recognise employee engagement plays a critical role in driving performance and building strong workplace relationships. Two commonly used approaches to facilitate engagement are employee involvement and employee participation. Though sometimes used interchangeably, these terms reflect distinct concepts with different implications for organisational dynamics and employee relations.

Employee involvement is a top-down, management-led process where employees are invited to contribute ideas, feedback, or suggestions aimed at improving operational efficiency or service quality. However, final decision-making authority remains with management (CIPD, 2025). Common forms include staff surveys, suggestions scheme, and quality circles. Whilst this approach creates engagement, it aligns employee input with managerial objectives rather than employee-led change.

In contrast, employee participation involves employees in actual decision-making, often through formal mechanisms such as collective bargaining, joint consultation committees, or board-level representation. Participation redistributes power by allowing employees a direct role in shaping policies and operational strategies (Badawi, 2023). This approach transforms employees from advisors to co-decision-makers, creating a sense of ownership and accountability.

The key distinction lies in the level of influence. Involvement is consultative, where employees advise; participation is collaborative, where employees decide. This distinction significantly impacts on the quality of relationships within the organisation.

Employee involvement helps build positive relationships through a culture of respect, openness, and communication. When management consistently seeks employee input and feedback, it signals that employee voices are valued. This increases morale, enhances job satisfaction, and promotes a culture of teamwork (Beevers, Rea and Hayden, 2019). Additionally, involvement initiatives like team-based problem-solving and collaborative brainstorming sessions build strong interpersonal bonds among colleagues, strengthening peer relationships.

Employee participation tends to create even deeper relational outcomes. By granting employees genuine influence over decisions, organisations communicate high levels of trust and commitment. This empowerment increases employees’ psychological ownership, reduces turnover, and strengthens resilience during organisational change (Garcia, 2024). Participatory approaches also promote collaborative leadership models, which flatten hierarchies and foster equality and shared purpose, all key factors for building sustainable, trust-based work environments.

Recent examples include Grundfos, a Danish manufacturing firm where employee-elected board members influence strategic planning. This inclusive model has been linked to higher innovation and stronger employee retention (Harvard.edu, 2025). Similarly, Spotify has embraced employee-driven agile frameworks that empower teams to co-create projects and influence company direction, increasing both motivation and performance (Cruth, 2021).

In conclusion, both involvement and participation contribute significantly to strong workplace relationships. Involvement fosters recognition and communication, while participation promotes empowerment and shared responsibility. A balanced integration of both approaches enables organisations to cultivate a committed, engaged, and high-performing workplace which are essential in periods of uncertainty such as a merger.


AC 1.2

Effective employee representation is fundamental in promoting fairness, trust and constructive dialogue in the workplace. In the public sector, especially during times of organisation change such as mergers, having clear and effective representation mechanisms is essential to maintain workforce morale and support organisational objectives. Representation takes two forms: Union and Non-Union representation, both offering distinct advantages and limitations.

Union representation is the more traditional in the public sector. Trade unions are independent bodies legally recognised to represent workers in negotiations and consultations. They have statutory rights under the Trade Union and Labour Relations (consolidation) Act 1992, including the right to collective bargaining and involvement in redundancy consultations and TUPE transfers (UK Parliament, 2024).

Union representatives advocate for improved pay, conditions, job security, and fair treatment. They assist employees in grievance, disciplinary, or performance cases. Their independence provides a level of assurance to employees that their interests will be strongly defended (ACAS, 2024).

Union representation can lead to adversarial relationships if communication with senior leaders is not constructive. Additionally, not all employees may feel represented, especially in multi-union or mixed -representation workplaces (Addleshaw Goddard, 2024).

Developments in employment legislation highlighted renewed attention on strengthening union rights and protections. The Employment Rights Bill 2025 proposes expanding consultation obligations for public sector employers, reinforcing the importance of understanding union procedures. This is relevant in industrial relations in sectors including education and healthcare where continued wage disputes and funding occur (Sparrow, 2025)

Non-union representation includes staff councils, joint consultative committees, and employee forums. These structures are typically created and facilitated by the employer to promote consultation and feedback without the formalities or statutory framework of union involvement (Make UK, 2024).

This approach can be particularly effective in organisation that value collaborative cultures and hierarchies. Non-union representatives can offer flexible and responsive feedback channels, particularly for the operational day-to-day workplace concerns. Under the Information and Consultation of Employees (ICE) Regulations 2004, large employers must consult with employee representative on major workplace changes (Littler.com, 2024).

The main limitation is the lack of legal powers and independence. Non-union representatives do not have the same statutory rights as unions, which may reduce their influence in significant negotiations or disputes. Their role may also be seen as symbolic if not supported with genuine empowerment by leadership (Fisher et al., 2025).

Both union and non-union forms of representation offer value depending on context. Union representation provides legal power and collective strength, which is crucial in complex or adversarial scenarios. Non-union mechanisms support ongoing dialogue and engagement. A hybrid model, incorporating both, can help a newly merged public sector organisation balance legal compliance with positive employee relations.


AC 1.3

The merger of two public sector organisation would introduce significant changes across all departments including a new leadership and management team drawn from the private sector. These developments would raise concerns about the continuity of existing employee relations practices and their potential impact on employee morale and organisational performance.

Employee voice refers to the ways in which employees communicate their views, influence decision-making and participate in organisational life. Effective employee voice mechanisms can improve job satisfaction, commitment and organisational performance. Marchinton et al.,2020).

In public sector organisations, employee representation typically includes formal and informal channels. Trade unions are the most established form of representation, particularly influential in collective bargaining over pay, conditions and employment policies. Their role in representing employee concerns contributes to reduced conflict and increased trust in leadership (ACAS, 2020).

In addition to trade unions, staff councils and joint consultative committees offer structured opportunities for dialogue between management and employees. These platforms support workplace harmony by promoting transparency and shared decision-making (CIPD, 2025). Non-unionised forms of voice, such as employee forums, surveys and suggestion schemes are also valuable. These tools help identify potential issues early and foster a culture of inclusion, which is important in times of organisational change, especially for a newly merged entity where maintaining and strengthening these practices is vital to employee engagement and integration.

Conflict is a natural occurrence in workplaces, particularly during transitions such as mergers. It can manifest informally through interpersonal tensions or formally via grievances and disciplinaries. Unresolved conflict negatively affects morale, productivity and trust. Effective conflict resolution strategies include informal mediation, where neutral parties facilitate discussions and resolutions, and formal procedures, which provide employees with a structured method to raise concerns. These processes must adhere to legal standards, such as those outlined in the Employment Rights Act 1996 and ACAS Code of Practice (ACAS, 2020).

Disciplinary procedures are equally important and must be fair, evidence-based and legally compliant to avoid tribunal claims. Performance management should be approached through clear expectations, regular feedback and support, ensuring a consistent and fair process that aligns with organisational goals (CIPD, 2025).

In summary, effective employee voice and conflict resolution practices are essential for supporting organisation performance, especially in the context of a public sector merger. The new leadership must recognize the value of established employee relations practices and ensure they are preserved and adapted to fit the evolving needs of the merged organisation. Doing so will foster trust, enhance performance and contribute to a better working environment.
Employee voice refers to the opportunities and mechanisms through which employees express opinions, provide feedback, and participate in decision-making processes within an organisation (CIPD, 2025). In public sector organisations, especially following structural changes like mergers, establishing strong channels for employee voice is vital in maintaining workplace harmony and sustaining performance. 

Employee voice has been shown to enhance organisational performance in several ways. Firstly, it increases employee engagement, which is directly linked to higher productivity and lower absenteeism (MacLeod and Clarke, 2021). When employees feel heard and valued, they are more likely to demonstrate discretionary effort and remain committed to the organisation. For instance, the CIPD (2023) notes that organisations with robust voice mechanisms report stronger team cohesion and innovation, particularly during times of change and uncertainty.

Voice also plays a key role in early problem detection. Allowing employees to raise concerns or suggest improvements can prevent minor issues from escalating into significant organisational failures. This aligns with findings from the Involvement and Participation Association (2025), which highlight that voice mechanisms, such as suggestion schemes or staff forums, foster culture of continuous improvement and accountability.

Furthermore, effective voice mechanisms contribute to psychological safety, an essential element in high-performing teams (CIPD, 2023). In public sector environments, where services are often under scrutiny and resource constraints are common, open dialogue can support resilience and adaptability.

Despite the benefits, the relationship between employee voice and organisational performance is not universally positive. The effectiveness of voice mechanisms depends on organisational culture, leadership style, and the authenticity of engagement. Tokenistic or poorly managed voice channels can foster cynicism and erode trust. For example, if employee suggestions are consistently ignored or dismissed without feedback, this can lead to disengagement, increased turnover, or industrial disputes (Marchington et al., 2020).

Additionally, the link between voice and performance may vary based on organisational structure and workforce diversity. In merged organisations, clashing cultures or differing experiences of legacy employees may create tension in how voice is interpreted and acted upon. Where employee voice is perceived as favouring one group over another, conflict may arise, undermining harmony and performance.

In summary, while there is substantial evidence supporting the positive impact of employee voice on organisational performance, this relationship is contingent upon how voice mechanisms are implemented and managed. Voice contributes to higher engagement, better decision-making, and improved organisational outcomes when used authentically and inclusively. However, if poorly executed, it can lead to disillusionment and reduced effectiveness. For the newly merged public sector organisation, establishing meaningful and transparent channels for voice is essential in rebuilding trust, ensuring fairness, and driving sustainable performance.

AC 1.4

The concept of better working lives encompasses creating work environments that promote employee well-being, satisfaction, and engagement. According to the CIPD Good Work Index (2024) this involves addressing various areas such as fair pay, job security, work-life balance, and opportunities for growth. The Index revealed that one in four workers experience workplace conflict, with common issues being humiliation, arguments, verbal abuse and discrimination and emphasised the importance in organisations investment in conflict prevention, relieving workload stress and creating supportive cultures though empowering people teams to drive change and improve job quality. 

Central to better working lives is the principle of fair pay and benefits. Employees who feel adequately compensated are more likely to experience job satisfaction and reduced stress levels. Job security further reinforces this satisfaction, as stable employment allows individuals to plan for the future without constant anxiety of potential job loss. Better working lives can further be defined as improved quality of working life which is balanced, fulfilling and enhances general wellbeing (Truesdale, 2020).

Work-life balance is another critical component. Flexible working arrangements, including remote working and adjustable hours, enable employees to manage personal responsibilities alongside professional duties. This balance not only enhances well-being but also contributes to increased productivity and reduced absenteeism. The CIPD emphasizes that flexible working can attract and retain talent, especially among those juggling work and caregiving responsibilities (CIPD, 2024).

Opportunities for career development and continuous learning are also vital. When employees perceive clear pathways for advancement and skill enhancement, they are more engaged and committed to their roles. Conversely, a lack of development opportunities can lead to dissatisfaction and high turnover rates.

Positive workplace relationships and a supportive organisational culture further contribute to better working lives. Environments that foster mutual respect, open communication, and inclusivity encourage employee engagement and morale. Addressing workplace conflicts proactively is essential, as unresolved issues can lead to decreased trust in leadership and diminished mental health (CIPD, 2024).

To design better working lives, organisations should implement comprehensive strategies that encompass these elements. This includes establishing fair compensation structures, offering flexible work arrangements, providing clear career progression paths, and cultivating a positive organisational culture. Regular assessments and feedback mechanisms can help identify areas for improvement and ensure that initiatives align with employee needs and organisational goals (Vqsolutions.co.uk, 2024).

In conclusion, better working lives are achieved through a multifaceted approach that prioritises employee’s well-being, fosters professional growth, and promotes a supportive work environment. By addressing these areas, organisations can enhance employee satisfaction, reduce turnover, and improve overall performance.

AC 2.1
Organisational conflict and misbehaviour are distinct activities that impact workplace dynamics differently. Understanding their differences is crucial for effective management and fostering a positive organisational culture.
Organisational conflict refers to disagreements or disputes between individuals or groups within an organisation, often arising from differences in goals, values, or perceptions. These conflicts can be classified into cognitive (task-related) and affective (relationship-related) conflicts. Cognitive conflicts, focusing on work tasks and processes, can lead to constructive outcomes like innovation and improved decision-making when managed effectively. In contract, affective conflicts, rooted in personal differences, often result in negative outcomes such as reduced team cohesion and morale (Liddle, 2023).
Recent data from the CIPD’s Good Work Index (2024) indicates that approximately 25% of UK employees have experienced workplace conflict in the past year, with common issues including being undermined, verbal abuse, and discriminatory behaviour. Such conflicts have been linked to increased stress levels and decreased trust management, highlighting the importance of proactive conflict management strategies (CIPD, 2024). Organisations are increasingly implementing mediation programmes, conflict resolution training, and clear grievance procedures to manage disputes constructively (Shonk, 2024).
Organisational misbehaviour encompasses actions by employees that intentionally violate organisational norms and policies, potentially harming the organisation or its members. Examples include theft, absenteeism, insubordination, and sabotage. Unlike conflict, which can be a natural and sometimes beneficial aspect of organisational life, misbehaviour is typically detrimental and often stems from factors including job dissatisfaction, perceived injustice, or a desire for autonomy (Wilson, 2018).
The emergence of remote and hybrid work models has also introduced new forms of misbehaviour, such as time theft, complicating traditional methods of supervision and control (Morris, 2023). Misbehaviour can manifest in various forms, from minor infractions like tardiness to severe actions such as fraud or harassment. Addressing misbehaviour requires clear policies, consistent enforcement, and understanding underlying causes to implement effective preventative measures.
The primary distinction between organisational conflict and misbehaviour lies in their nature and outcomes. Conflict is often a natural occurrence resulting from diverse perspectives and can lead to positive organisational change if managed constructively. In contract, misbehaviour is typically intentional and harmful, requiring disciplinary action and organisational interventions to mitigate its impact.
Another difference is how organisations perceive and respond to each. While conflict may be viewed as an opportunity for growth or development when properly managed, misbehaviour os often framed as a breach of trust or rules, demanding corrective action (Omisore & Abiodun, 2014). While both organisational conflict and misbehaviour affect workplace dynamics, they differ fundamentally in their origins, manifestations, and consequences. Recognising and addressing these differences enables organisations to foster a healthy work environment, promoting collaboration and reducing detrimental behaviours.

AC 2.2 

Trends in the types of conflict and industrial sanctions in the UK has evolved significantly and continues to be influenced by socio-political developments, technological advancements, and shifting employee expectations.

The CIPD Good Work Index revealed that a quarter of UK employees experienced conflict in the past year. Common issues include being undermined, verbal abuse, and discriminatory behaviour (CIPD, 2024). These conflicts are linked to decreased job satisfaction, increased stress, and higher turnover intentions.

One trend is the rise in discrimination claims related to neurodiversity and mental health. Employers are increasingly facing disputes over failures to make reasonable adjustments for neurodivergent employees, reflecting a broader recognition of mental health and disability rights (Wren, 2025).

The use of workplace surveillance technologies has also sparked conflicts over privacy and trust. Companies implanting monitoring tools to track employee productivity have encountered resistance, leading to disputes and legal challenges (Wren, 2025).
The increase in hybrid and remote work arrangements has also led to new types of conflict including communication breakdowns, team cohesion, and perceived inequality in workload distribution. Employers are now investing in conflict resolution training and virtual team-building strategies to address these challenges proactively.

The approach to industrial sanctions has become more stringent and sophisticated, the government established the Office of Trade Sanctions Implementation (OTSI), granting it authority to impose civil penalties for sanctions breaches n a strict liability basis. This means businesses can be penalised without proof of intent, emphasising the importance of proactive compliance (Bracewell LLP, 2024).

Sanctions enforcement has also expanded to target complex networks facilitating prohibited activities. These sanctions have included measures against companies involved in defence, energy, and diamond production, as well as individuals associated with Russian proxy groups (GOV.UK, n.d.). Moreover, the integration of A.I. in sanctions enforcement allows authorities to analyse networks and identify indirect connections to sanctioned bodies, enhancing the detection of evasive practices (Thompson, 2023).
Businesses are increasingly exposed to reputational damage and financial risk from even unintentional breaches. As a result, companies are turning to digital compliance platforms and real-time monitoring systems to ensure alignment with evolving sanctions lists and guidance. Legal experts anticipate continued collaboration between UK regulators and international partners, leading to more synchronised enforcement efforts across borders (Office, 2025)

Emerging trends in workplace conflict highlight the importance of mental health awareness, inclusivity, and ethical use of technology in creating positive work environments. AT the same time, sanctions are evolving, showing a commitment to enforcement and using advanced tools to upload the processes. Organisations must stay abreast of these developments to navigate the complexities of modern employment relations and regulatory compliance effectively.

Workplace conflict and industrial sanctions are evolving in the UK public sector due to changes in workforce expectations, political and economic conditions, and shifts in employment practices. As the newly merged public sector organisation integrates new leadership, understanding these trends is essential to maintaining constructive employee relations and mitigating the risk of disputes escalating into industrial action.

One key trend is the individualisation of workplace conflict. As trade union membership has declined over recent decades (Brione and Buchanan, 2024), particularly in the private sector, employees are increasingly raising individual grievances rather than acting collectively. This includes disputes related to discrimination, flexible working, or pay fairness. The CIPD (2020) notes a rise in informal conflict management, including mediation, as organisations seek to resolve issues early to reduce formal grievances and tribunals.

However, the public sector remains comparatively highly unionised, and collective disputes persist, especially over pay and working conditions. The cost-of-living crisis and inflationary pressures have reignited tensions. The Labour Market Outlook (Resolution Foundation, 2024) highlights an increase in collective action across transport, health, and educational sectors, often driven by long-term stagnation in public sector pay.

Industrial sanctions, such as strikes, are also evolving. Traditionally, strikes were prolonged and widespread. However, recent years have seen a shift towards shorter and more strategic strikes aimed at creating maximum disruption with minimal action. The RMT’s rolling strike campaigns in 2022-2023 exemplify this, with limited day walkouts causing substantial operational disruption (Daniels, 2022).

Employers, in response, are increasingly using legal mechanisms to limit such actions. This includes injunctions to prevent strike action on technical grounds and exploring minimum service level agreements to ensure essential services continue. The UK government’s recent legislation on minimum service levels for sectors like health and transport further illustrates this trend (legislation.gov.uk, 2023).

There is also a growing interest in non-traditional forms of protest, such as work-to-rule, refusal of overtime, and social media campaigns. These actions allow employees to express dissatisfaction without breaching formal strike laws, which are among the most restrictive in Europe (ACAS, 2024).

In summary, conflict and industrial sanctions in the UK are becoming more fragments, legally complex, and strategically managed by both employees and employers. Public sector organisations must prepare for both individualised and collective forms of conflict and understand the evolving tools employees may use to assert their voice. Proactive engagement with unions, effective communication, and early dispute resolution mechanisms are key to managing these challenges constructively.


AC 2.3 

Third party conciliation, mediation, and arbitration are key alternative dispute resolutions (ADR) methods employed to address workplace and industrial disputes. Although each involves an impartial third party, they differ in their approach, level of formality, and outcomes. 

Conciliation is a voluntary process where an independent conciliator assists disputing parties in reaching a mutually acceptable agreement. The Advisory, Conciliation and Arbitration Service (ACAS) offer conciliation services, mainly through its Early Conciliation scheme, which is a prerequisite before lodging most employment tribunal claims. The conciliator facilitates communications, clarifies misunderstandings, and explores potential solutions without imposing a decision. This process is informal and confidential, aiming to resolve disputes efficiently and amicably (Daniels, 2022).

The aim it not to determine fault but to help the parties understand each other’s perspectives and find common ground. This process is most effective in disputes involving issues such as redundancy, pay disagreements, or grievances about terms and conditions of employment.

Mediation involves a neutral mediator who facilitates discussions between parties to help them find a mutual satisfactory resolution. Unlike conciliation, mediations often requires the parties to engage directly. The mediator does not offer solutions but encourages open dialogue to uncover underlying interests and create understanding. Mediation is commonly used in workplace disputes to improve relationships and communication (GOV.UK, 2025). According to ACAS, mediation is most effective when used early in a dispute and can prevent escalation to formal procedures (ACAS, 2024).

Mediation is particularly valuable in conflicts involving interpersonal issues such as communication breakdowns, bullying allegations, or team dysfunction. Its flexibility and confidentiality make it attractive for organisation aiming to preserve working relationships.

Arbitrations is a more formal process where an independent arbitrator hears evidence and arguments from both parties before making a binding decision. Arbitration can be used as an alternative to employment tribunals, particularly in cases of unfair dismissal. The process is private, and the arbitrators decision is final and legally binding, with limited grounds for appeal. ACAS provides arbitration services where both parties agree to abide by the final decision (ACAS, 2022)

Unlike mediation or conciliation, arbitration closely resembles court proceedings. It is governed by legal procedures, and both parties may present witnesses and legal arguments. Arbitration is typically used when both parties search for a definitive ruling and are unable to resolve issues cooperatively.
 
Understanding the differences between conciliation, mediation, and arbitration is crucial for selecting the appropriate method for dispute resolution. While conciliation and mediation emphasise collaborative problem-solving with non-binding outcomes, arbitration provides a definitive resolution through a binding decision. As employment relationships become more complex, the strategic use of ADR offers a practical route to resolving disputes while preserving organisational balance and avoiding costly litigation.


AC 3.1

The Employment Rights Act 1996 (ERA 1996) provides the core legislative framework governing unfair dismissal. Under Section 94 of the ERA, employees with two or more years of continuous service have the right not to be unfairly dismissed. A dismissal will only be considered fair if the employer can demonstrate that it was for a potentially fair reason (such as capability of misconduct) and that they followed a fair and reasonable procedure (ERA 1996, s.98).

Capability in employment law refers to an employee’s ability to perform their duties through skills, health, competence, or qualifications. A fair dismissal for capability must be based on the employee’s inability to meet reasonable performance expectations, despite adequate support and opportunity to improve. This includes long-term or persistent underperformance, or situations where the employee cannot carry out duties due to illness.

Employers are expected to provide clear performance targets, feedback, and appropriate support, such as training or reasonable adjustments for disability, under the Equality Act 2010. A failure to accommodate health-related issues could render the dismissal discriminatory as well as unfair (Morris, 2023). In cases of ill-health, medical evidence should be obtained, and redeployment considered before dismissal (ACAS, 2024).

Case law, such as First West Yorkshire Ltd t/a First Leeds v Haigh (2008), identifies the need for medical input and consultation before terminating on the grounds of ill-health. A tribunal will assess whether the employer acted reasonably in treating capability as a valid reason for dismissal and whether procedural fairness was followed.

Misconduct refers to behaviour that breaches the employer’s rules or expected standards. This includes actions such as persistent lateness, insubordination, or dishonesty. Gross misconduct, such as theft, fraud, or violence, may justify summary dismissal without notice.

Before dismissing an employee for misconduct, the employer must carry out a full investigation, hold a disciplinary hearing, and offer the right to appeal, in line with the ACAS Code of Practice on Disciplinary and Grievance Procedures (2015). Failure to follow this code does not automatically make a dismissal unfair but may lead to increased compensation (up to 25%) if the employer unreasonably failed to comply. 

In British Home Stores v Burchell (1980), the EAT held that an employer must have a genuine belief in the employee’s guilt, based on reasonable investigation and reasonable grounds. The “Burchill Test” is still a guiding principle for determining fairness in misconduct dismissals (Morris, 2022).

The principals of unfair dismissal legislation concerning capability and misconduct require employers to act reasonably and follow proper procedures. In both cases, dismissals must be substantiated and not based on assumption or prejudice. A failure to follow a fair process or to treat the employee reasonably may lead to a successful claim for unfair dismissal at an employment tribunal.


AC 3.2

In light of the recent merger within the public sector organisation, where leadership and people practice teams are newly formed and largely drawn from the private sector, employee grievances are likely to occur. These grievances, if not managed properly, can lead to a decline in workplace morale, productivity, and service delivery. Leading causes of the grievances following the merger could be poor communications with a lack of transparency, perceived unfair treatment and workload linked with job stress (CIPD, 2020).

Poor communication, particularly during periods of organisational transition, such as a merger, can create uncertainty about roles, departmental changes, and job security, all of which can create additional confusion and anxiety. If staff feel excluded from the decision-making process or inadequately informed, this may erode trust and prompt formal complaints (Morris, 2024). Effective communication is central to managing expectations and promoting transparency. Open forums, staff briefing, and regular updates can mitigate misinformation and help maintain employee confidence during periods of change.

Throughout the period of a merger and beyond, grievances may also be raised on the perception, or reality, or unfair treatment. This can include bias in promotions, inconsistent application of policies, favouritism, or unequal access to opportunities. In merged organisations where two distinct workplace cultures must be integrated, differences in legacy policies or terms and conditions can create perceived inequalities. Research from ACAS (2020) suggests that perceived injustice is one of the most common triggers for formal grievances. It is vital for public sector managers to adopt objective, transparent procedures and apply consistent standards across teams to ensure fairness and avoid claims of discrimination under the Equality Act 2010 (UK Government, 2010).

Increased workload, role ambiguity, or insufficient resources, including staffing levels, are also major contributors to grievances. Following a merger, employees may be expected to take on additional duties or operate in unfamiliar roles without adequate support. According the Health and Safety Executive (HSE.gov.uk, 2024) stress related to workload and lack of managerial support is a growing concern in the public sector. If employees feel overwhelmed or unsupported, they are more likely to raise formal grievances, impacting overall team morale and service effectiveness. It is essential for managers to regularly review workloads, ensure proper job design, and offer wellbeing support to prevent issues escalating.

Understanding the root causes of employee grievances, particularly poor communication, unfair treatment, and work-load related stress, is essential for a newly appointed leadership team. Addressing these proactively through fair policies, consistent communication, and empathetic people practices will foster a more harmonious and resilient work environment during a period of transition.


AC 3.3
A period of uncertainty can follow a merger within an organisation, the integration of two workforces, structural changes, and new leadership all pose a risk to established employee relations practice. Managers from the private sector may not be fully aware of the principles underpinning grievance management within a public sector environment. It is therefore essential to highlight the importance of handling grievances effectively to maintain employee trust, legal compliance and operational harmony.
Grievances often reflect underlying dissatisfaction related to treatment, workload, fairness, or communication. If left unresolved, they can fester, leading to disengagement, reduced morale, and higher turnover. According to ACAS (2023), a well-handled grievance procedure not only addresses the specific complaint but also reassures employees that their concerns are taken seriously and fairly considered. This is particularly important during periods of organisational change, where uncertainty can heighten anxiety.
In a merged public sector context, where employees may feel their identity, roles, or values are under threat, prompt and empathetic grievance handling demonstrates organisational integrity and respect for employee voice.
Public sector employers are legally required to follow fair grievance procedures under employment law, including the Employment Rights Act 1996, and the Employment Act 2008. The ACAS Code of Practice on Disciplinary and Grievance Procedures (2015) provides statutory guidance, and failure to follow its principles can result in employment tribunals increasing compensation awards by up to 25%.
Effective grievance handling also protects the organisation from claims under the Equality Act 2010, especially where complaints relate to discrimination or harassment. Leaders unfamiliar with these obligations may inadvertently expose the organisation to legal risk if due process is not followed.
Early and informal resolution of grievances reduces the likelihood of issues escalating into more serious disputes or collective conflict. Research from the CIPD (2020) notes that a strong internal culture of conflict resolution can reduce formal grievance rates and create a more positive workplace environment.
Using mediation can help resolve interpersonal conflict before it affects team performance. Where formal procedures are necessary, a structured and transparent process ensures all parties feel fairly treated and promotes organisational learning from complaints.
In summary, effective grievance handling is crucial during the post-merger phase of an organisation. It promotes trust, upholds legal standards, and reduces the risks of conflict. For the incoming leadership, recognising the importance of respectful, timely, and fair resolution of employee concerns is key to fostering a positive and resilient working environment in the long term.
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