



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

Employee involvement and participation focus on engaging employees in organisational decisions (Young, 2024). Both valuable for healthy workplace relationships, where employees feel included and valued (Bosak et al., 2017). These approaches are especially important in areas like the public sector, where change is frequent. 
Employee involvement gives the opportunity to share views, however, decision-making remains with senior management (Young, 2024). For example, a nurse may give recommendations in a team meeting, but management choose whether to implement these ideas.
Employee participation gives employees a more active role in decision-making (Armstrong & Taylor, 2020). A ward sister, for example, may be involved in a senior management panel, influencing decisions that affect employee welfare and patient care.
A key difference between them lies in the level of influence they offer. Involvement gives employees a voice, while participation gives them a say (CIPD, 2017). Although similar, these methods vary in their ability to make employees feel empowered, which is critical in building a successful employment relationship. When employees have a voice in choices that affect them, confidence in leadership rises and teamwork-based relationships strengthen (CIPD, n.d.).
The experiments conducted by Hawthorne were initially designed to investigate how changes in lighting influenced employee performance, but the key conclusion was that employees performed better simply because they felt valued (Armstrong and Taylor, 2020). Employees who are satisfied in their roles and feel involved are more motivated and productive, feeling engaged when treated fairly and given influence over their work (Young, 2024).
Marks & Spencer's strategy demonstrates this by encouraging their employees to suggest ideas that improve wellbeing and performance, subsequently advocating organisational success (Engage for Success, n.d.).
These methods are explained by various viewpoints on employee relations. Unitarist models emphasise involvement as a means of achieving harmony and common objectives. Pluralism, which is more common in unionised public sectors, favours participation and negotiated outcomes (Armstrong & Taylor, 2020).
These approaches must, however, be meaningful. According to CIPD (2024), when employee input isn’t genuinely valued, it can damage trust and damage the employment relationship. 
Effective employee voice practices provide openness and eliminate surprises, which helps to sustain harmony. This is especially vital when dealing with trade unions. Engaging employees early in decision-making, rather than just informing them of results, enhances relationships and reduces conflict (CIPD, n.d.).
Although there is some overlap, involvement and participation, when done properly from the beginning, lead to improved relationships in the workplace (CIPD, n.d).
Compare forms of union and non-union employee representation. (AC 1.2)

Employees have several ways to voice their concerns at work, including both union and non-union forms of representation. The main differences between these come down to the level of bargaining power and legal status they hold (CIPD, n.d.). Following the merger, effective representation is vital to manage employee concerns and maintain stability.

Trade unions are legally recognised groups with statutory collective bargaining powers, while non-union representatives have limited legal authority (CIPD, n.d.). Understanding these disparities is particularly important in the public sector, where unions continue to play a significant role in advocating for employee rights despite decreasing membership in other sectors (Morrison-Smith, 2025).
 
For new leaders, recognising this is key to maintaining good employee relations. Luckhurst (n.d.) states that union membership has fallen significantly in competitive industries, and unions now mostly represent public sector workers
  
Union representatives are protected under the Trade Union and Labour Relations (Consolidation) Act of 1992. This protects them from unfair dismissal while carrying out union tasks, such as negotiating for better working conditions. They also have the legal right to participate in collective bargaining, which gives them greater power in negotiations with employers (TUC, n.d.). When bargaining breaks down, unions might initiate a strike. Unions benefit from this since they can put pressure on employers to negotiate favourable conditions for employees (TUC, 2023).

Employee forums are common examples of non-union representation, tending to be more informal and consultative. While these forums can voice challenges, they cannot participate in collective bargaining or reach legally enforceable agreements (CIPD, n.d.). NatWest, for example, uses employee forums to discuss a variety of workplace concerns, but these forums lack enforcement powers, so employers are not legally required to act on the comments provided (Engage for Success, 2022). In a newly merged organisation, depending only on these forums may fail to address complex issues.

The fundamental advantage of union representation is the legal protection it offers. Unions provide training in areas such as employment law, bargaining, and workers' rights, enabling representatives to effectively advocate for employees. They also have access to funding, allowing unions to plan strikes or other activities as needed. Non-union representatives lack these tools and safeguards, limiting their ability to influence changes in the workplace (CIPD, n.d.). 

In instances such as TUPE, non-union representatives may be consulted if no union is present, but they do not have the same legal powers as union representatives. In merger contexts, this can affect how well employee concerns are addressed. This limits their capacity to safeguard employee interests throughout changes. Because of this power disparity, unions are often better positioned to improve working conditions for employees, particularly in collective bargaining situations (CIPD, n.d.).
  

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

Employee voice refers to the way employees can share their concerns and ideas within an organisation (CIPD, 2023). This can happen through formal mechanisms, such as collective representation or consultation forums, or through more informal channels, like open conversations with managers. Voice is often seen as an important factor in boosting employee engagement which in turn benefits organisational performance (CIPD, 2023). Following the merger, establishing employee voice will help maintain engagement and stability.

Several theories suggest a positive relationship between employee voice and performance. The Hawthorne Experiments, for example, revealed that productivity increased not due to physical changes like brighter lighting, but because workers felt recognised and included in decision-making (Mayo, 1933). This concept ties into the idea of discretionary effort, the extra effort employees give when they feel valued. Armstrong and Taylor (2023) also suggest that giving employees a voice builds trust and engagement, which leads to better organisational outcomes. Research further supports this, showing that open communication enhances productivity and employee satisfaction (Engage for Success, n.d.). In a merged organisation, this helps manage change and retain staff by showing concerns are heard.

However, the relationship between employee voice and performance is not always clear. Some claim that voice is only successful when employees can see their ideas result in meaningful change (CIPD, 2023). Employees who provide feedback but do not see any action may lose trust and become disengaged (Marchington et al., 2016). Other factors, such as leadership styles and company strategies, can also influence how employee voice is received and its subsequent impact on organisational performance (Purcell, 2014). With new leadership, acting on feedback is crucial to avoid disengagement. In this way, employee voice is often more effective in a supportive, responsive environment (CIPD, 2023).

Critics have questioned the trustworthiness of the Hawthorne Experiments, pointing out that the data interpretation has changed over time (Brannigan and Zwerman, 2001). This emphasises the necessity of using critical judgement when investigating the link between employee voice and performance, considering both the study's limitations and how interpretations have changed over time.
 
While employee voice is shown to improve performance, its success depends on how well it fits into broader engagement and leadership strategies. Employee voice is not a stand-alone solution, but when combined with a culture of trust and responsive feedback channels, it can significantly enhance performance (Jirjahn et al., 2024). For the merged organisation, this will support high performance post-merger.


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

The concept of better working lives entails being treated fairly, feeling supported, and having a sense of purpose within the workplace. The CIPD defines good work as having fair pay, job stability, and a healthy work-life balance with opportunities for development and progression (CIPD, 2019).

Work should be fair and rewarding and contribute positively to both individual wellbeing and organisational performance. According to CIPD, 2023, employees who feel valued are more engaged and loyal, ultimately benefiting the organisational output. Establishing an inclusive culture is crucial for maintaining employee engagement and trust, particularly in the context of a merger. During a merger, when change and uncertainty are common, particularly with new leadership from the private sector, it is critical to maintain and adjust established processes to keep employees engaged.

Increasing working hours is not enough to improve job quality. It entails assuring equitable payment, providing flexibility, and encouraging employee growth. These characteristics are consistent with the CIPD's definition of good work, which promotes employee well-being and job quality (CIPD, 2022). The CIPD's 2022 Good Work Index demonstrates improvements in work-life balance, notably in industries that provide flexible working arrangements after the pandemic (CIPD, 2024). For a newly merged organisation, addressing these concerns through thoughtful policies can help build trust and retain employees during the transitional changes.
To design better working lives, organisations must implement practices that prioritise fairness, inclusion, and employee wellbeing (CIPD, 2023). Strong leadership is vital for establishing a healthy workplace culture that values open communication. The CIPD Profession Map (2023) emphasises the importance of HR professionals in encouraging inclusive practices and fairness. This means providing clear growth opportunities, consistent feedback, and flexibility where feasible.
Line managers play a crucial part in the process since they affect employees’ daily experiences. Regular check-ins promote trust and make employees feel appreciated (CIPD, 2025). Offering training, growth opportunities, and acknowledging individual efforts all contribute to a feeling of belonging, which is necessary for a better working life.


Distinguish between organisational conflict and misbehaviour. (AC 2.1)

In any workplace, particularly during times of major changes such as a merger, challenges with employee relations are common. Two such issues are organisational conflict and misbehaviour. While both present their challenges, they differ in terms of their causes, nature, and how they should be addressed (CIPD, 2025).

Differences in personality and values among workers are a common source of conflict in the workplace. Employees may be resistant to or confused by new leadership structures, which can lead to a disagreement in the workplace (CIPD, 2020). This is particularly true during times of organisational transition, such as the merging of two public sector organisations. 
 
Although conflict may be seen as negative, it can lead to positive outcomes if handled appropriately from the beginning. CIPD (2020) suggests that informal resolution, such as open discussion or mediation, is often the most effective way to manage issues before they escalate. If left unresolved, conflict may become formal, requiring management intervention and following structured processes (Harcourt et al., 2021). Managers play a key role in recognising early warning signs, encouraging communication and creating a respectful culture where any concerns are taken seriously.

Misbehaviour, on the other hand, is described by CIPD (2024) as deliberate actions that go against organisational processes. Misbehaviour is intentional and potentially harmful and can involve insubordination, bullying, harassment, or reluctance to follow established procedures. Misbehaviour during a merger may include employees actively rejecting changes or disrespecting new team members.

Misbehaviour can cause serious damage to employee morale and trust along with causing harm to organisational values. Misbehaviour must be addressed through formal disciplinary procedures, following guidance such as the ACAS Code of Practice (CIPD, 2024). While conflict should be resolved informally, misbehaviour requires a strategically planned process to maintain and safeguard a safe and respectful workplace. According to CIPD (2020), bullying and harassment are serious workplace concerns that must be addressed and mitigated in an organised manner. Formal action should be compatible with the ACAS Code of Practice on Disciplinary and Grievance Procedures, which gives advice for handling misconduct fairly and consistently (ACAS, 2015). Misbehaviour can escalate if not handled properly, often leading to a breakdown in communication and trust, making it more challenging to maintain a positive work environment.

A successful management style would necessitate being able to distinguish between the two and act accordingly. If a situation around conflict is addressed appropriately the result can lead to greater understanding and stronger teamwork (CIPD, 2020). However, situations around misbehaviour, will necessitate clear boundaries and accountability.

Given the context of two merged organisations with incoming private sector leadership, a merger situation can inflict uncertainty about roles or working styles which might cause conflict. Often, these issues may be handled via group discussions. However, if employees undergo harassment or certain individuals refuse to adopt agreed-upon changes, this is considered misbehaviour and requires formal intervention. 
Early intervention, open communication, and a clear code of behaviour are all necessary for effective people management. These principles encourage equal treatment, help to reduce escalation, support fair treatment, and lead to a healthier, more inclusive workplace (CIPD, 2020).
 

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

Workplace conflict and industrial sanctions have shifted significantly, particularly when compared to those of the 1970s and 1980s. Recent strikes are often shorter and more deliberately targeted. They are meticulously planned to maximise disruption and media publicity, with the goal of achieving immediate impact while limiting long-term disruption (CIPD, 2022).  The miners' strike from 1984 to 1985 had a major impact on both the communities and the economy, lasting over a year.  Financial pressure is driving this shift, as long strikes are hard to sustain without putting workers' incomes at risk (BBC News, 2023).

Another notable trend is the decline in trade union membership. Historically, unions were strong in the manufacturing sector, but now they are primarily in the public sector (CIPD, 2024). Union membership has fallen, especially in the private sector, as globalisation has led to jobs being moved overseas and more people are on short-term contracts, making it harder for unions to maintain a strong presence (Resolution Foundation, 2022). This trend has resulted in fewer opportunities for collective bargaining, leading to more individual workplace conflicts. According to the CIPD (2024), there has been an increase in unhealthy workplace conflicts including bullying and harassment, with many being unreported and unresolved. Line managers play a significant role in addressing these issues, since they may lead to conflict if not effectively supported (CIPD, 2024). This is especially important following the merger, since the new leaders may be inexperienced with public-sector issues and union practices.

To respond to these changes, unions have used several industrial action strategies, including work-to-rule campaigns, protests, and lobbying (CIPD, 2020). These techniques allow employees to express their concerns and gain public support while avoiding the negative implications of prolonged strikes (TUC, 2021).
 
Legislative changes have also contributed to a shift in union authority. The Trade Union Act of 2016 made it more difficult to take action in key public services and raised the number of votes required for strike ballots. The purpose of these laws was to reduce union influence, especially in industries where unions formerly had substantial influence (GOV.UK, 2017). Unions therefore had to change their strategies to remain effective.

It's clear that employers are using industrial sanctions, like injunctions, more often to reduce the impact of strikes and limit disruptions caused by industrial action (CIPD 2020).  This approach is particularly common in the private sector, where employers seek to protect operations and minimise disruption (CIPD, 2019). New leaders must avoid applying private sector tactics without regard for public sector employee relations norms.

Modern strikes, such as the recent train strikes in the transport sector, are intended to create significant public disruption while avoiding prolonged action. These brief but powerful strikes show that, even with the evolving nature of workplace conflict, well-timed industrial action can still shape policy and sway public opinion.


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

Understanding the uses and differences between third-party dispute resolution mechanisms is critical for sustaining workplace harmony. Especially in this situation when new leadership from the private sector may be inexperienced with public sector employee relations (ACAS, 2024).

During situations where disagreements escalate, a formal process called conciliation is undertaken, particularly when a tribunal claim is likely. Many tribunal cases in the UK must undergo early conciliation through ACAS where an impartial conciliator helps both parties on reaching a consensual settlement (ACAS, 2024). This might become significant when the merger causes tensions and is often utilised in public sector issues, especially around situations involving redundancies or unfair dismissals.

Mediation is a voluntary and informal procedure. This strategy involves an unbiased third-party guiding discussion to address early on conflicts. This method works well for issues relating to communication breakdowns or personality conflicts. Mediation is not legally binding and is especially effective in public-sector settings where maintaining employee relationships is crucial (CIPD, 2024). Following the merger, mediation may be required to settle any potential issues caused by changes in roles and differing management styles, an effective way to prevent any escalation.

Arbitration is a more formal way of resolving group conflicts and is often used in labour disputes or collective bargaining situations (Daniels, 2022). It involves both sides agreeing to accept the decision of an impartial arbitrator, and that decision is legally binding. When talks break down during industrial disputes, arbitration is a recognised route forward and is supported by the TUC to reach a fair outcome (TUC, 2019).

Each method differs in formality, legal enforceability, and the degree of influence participants have over the outcome. Choosing the best approach is determined by the nature of the issue and the intended outcome. It is vital for the public sector to choose the right method for rebuilding trust and maintaining positive relationships after a merger. The TUC proposes that disagreements be resolved internally, with external procedures used only as the final resort (TUC, 2007).

Early dispute resolution approaches will be critical during the merger, helping to smooth the transfer and prevent potential conflicts.



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

The Employment Rights Act 1996 defines unfair dismissal, and two of the five legitimate reasons outlined for dismissal are capability and misconduct. Before employers can terminate an employee on these grounds, it is vital that employers undertake a fair and reasonable procedure to make sure the decision is fully justified (CIPD, 2024). This process is intended to ensure fairness, especially in the public sector, where leadership and management may be inexperienced with sector-specific employee relations (Daniels, 2022).

Capability dismissals occur when an employee is unable to perform their duties due to either poor performance or ill health. When an employee is not performing well, employers should begin by offering support and setting clear goals, providing them with an opportunity to improve. 
According to the ACAS Code of Practice (ACAS, 2015), it is a requirement to follow a structured performance management approach. This involves offering regular feedback and continuous training to help employees reach the anticipated standards. According to Daniels (2022), capability processes exist to encourage improvement rather than expedite the dismissal procedure.

When the capability issue is related to ill health, organisations must follow appropriate absence and occupational health procedures (CIPD, 2025). The case of BS v Dundee City Council (2013) emphasises the necessity of obtaining current medical evidence and making reasonable modifications under the Equality Act 2010 before terminating an employee on health grounds.

Misconduct, on the other hand, involves behaviour that violates workplace rules, whether deliberately or due to negligence. This includes everything from minor misconduct, such as frequent lateness to serious wrongdoing, such as stealing or using violence (CIPD, 2024). The employer must adhere to a fair process in both situations, which includes conducting a comprehensive investigation and providing an employee with the opportunity to address their allegations. 

Daniels (2022) argues that having a fair disciplinary procedure is crucial. For legal compliance, and for maintaining positive working relationships. The case of O'Brien v Bolton St Catherine's Academy (2017) illustrates this, where the tribunal agreed that the dismissal was fair because the employer genuinely believed in the misconduct, backed up by a thorough investigation and strong evidence. This highlights the need for a complete and careful investigation before making any dismissal decisions. In contrast, in D B Schenker Rail (UK) Ltd v. Doolan (2011), the tribunal found the dismissal unfair because the employer had failed to conduct an adequate investigation into the claims. This case reinforces how important it is to follow a fair process when handling misconduct.

CIPD (2024) outlines the importance of handling dismissals for misconduct and capability with care to avoid unfair treatment and possible legal issues. It’s crucial for management to understand the legal requirements and key principles behind these procedures, especially in the public sector, where leadership is changing. To maintain positive employee relations and trust within the organisation, it's imperative that dismissal decisions are made fairly and transparently (CIPD, 2024).


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

Employee grievances often arise from work situations which have a negative impact on employee’s well-being. These often stem from concerns around fairness or from working within a toxic environment (CIPD, 2024). Employees face additional pressures during merger situations where it’s especially important to understand the root causes of dissatisfaction when dealing with new uncertainty and change. Addressing any concerns promptly and effectively can help create a more positive workplace environment and help prevent issues from escalating needlessly (CIPD, 2024). 
 
When employees believe they have been treated unfairly, they are more likely to file a grievance. Fairness is important in both daily management and disciplinary processes (CIPD, 2024). When employees believe choices are biassed or leadership is inconsistent, it can undermine trust in the organisation and increase the chance of formal complaints (CIPD, 2024). This is especially true when new managers, who are inexperienced with public sector standards, make decisions that unintentionally alienate employees, perhaps leading to more grievances (Ayling and Suff, 2024). Managers must also consider how their actions are viewed, since a lack of sensitivity or consistency can undermine staff morale. 
 
Another common cause for grievances is lack of clear communication.  Dissatisfaction and escalation of tensions among workers can result from workplace communication that is either unclear or inconsistent (CIPD, 2024). This is especially noticeable during merger situations, when employees may feel anxious and unsupported when they are not kept informed about changes. Also, without clear direction from new leadership, especially around concerns over job security or role changes, employees may feel unsettled and can be more likely to pursue the formal grievance route (CIPD, 2024). Encouraging open and clear communication can help reduce confusion and build trust.

Excessive workload is the third leading cause of employee complaints. This is especially visible at periods of organisational transition, when employees must adjust to new processes (TUC, 2023). Instability may generate stress in teams, and managers must ensure that workloads are reasonable. If employees believe that their work is unreasonable, they may get overwhelmed, leading to stress-related issues (CIPD, 2024). Failing to address this promptly can have long-term consequences on employee health and overall organisational performance.

Organisations that focus on these areas can lower the probability of formal disputes and contribute to a more positive work environment during times of change.


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

Handling grievances effectively is especially important in the context of a public sector organisation that has recently undergone a merger. There are significant changes during mergers and addressing grievances promptly and fairly is crucial to maintaining employee trust. The ACAS Code of Practice (2023) emphasises that grievances should be handled swiftly, and this becomes even more critical in a merger, where uncertainty about new leadership can increase the likelihood of employee dissatisfaction.

Effective grievance management involves more than simply dealing with problems within a workplace. It requires prompt action and open communication to avoid those concerned becoming disengaged (CIPD, 2025). Grievances should always be held confidential and investigated in a fair and impartial way. Investigators need to be skilled in conducting impartial investigations to ensure the right questions are being asked whilst following the organisation's grievance procedures. Failure to do this can add to the problem and potentially cause it to progress to legal action (CIPD, 2025).

In some cases, mediation can be a more effective way of resolving grievances. This would certainly be most relevant in a merger context, where employees might feel aggrieved by organisational changes. ACAS (2023) advocates mediation as a positive way to resolve interpersonal conflicts before they escalate into formal grievances. Mediation provides an opportunity for open communication and can help reach a satisfactory conclusion for all involved. This being the case when employees may only seek further understanding or an apology rather than seeking formal action. Mediation encourages cooperation, making it easier to preserve relationships (CIPD, 2025).

Creating a positive workplace culture is also key to managing grievances effectively. Having employees who feel comfortable raising concerns reduces the likelihood of issues progressing into formal grievances. This can be achieved through open communication, clear job descriptions, and consistency in leadership practices (CIPD, 2021). Organisations may also take a proactive approach to conflict resolution by ensuring that managers are equipped in spotting and tackling minor concerns early on, before they escalate into formal complaints. A positive working environment leads to employees feeling valued and appreciated, reducing the likelihood of any formal grievances being made (Purcell and Hutchinson, 2007). 

Reflecting from previous incidents can help organisations better handle similar challenges in the future. When a public-sector merger occurs, reflecting on past experiences can help identify areas where communication or leadership could be improved, helping to prevent future conflicts and maintain a more positive work environment.
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