AC 1.1
Evidence identifies that increased employee engagement and performance is directly associated employee voice (Young & Tong, 2025). A key role for people professionals, is to ensure that employee voice is heard, which can be achieved by implementing and managing, efficient employee involvement and participation (EIP) processes and practices (Marchington et al., 2021). Although, the terms involvement and participation are often used interchangeably, there are clearly definable differences.
Employee involvement (EI) is where management engage directly with employees within their teams and departments, through avenues such as, team briefings or surveys to gain ideas and corporation to create a positive work environment. Robbins and Judge (2024) attest that EI is more of an informal arrangement that focuses on engagement and motivation, and although employees are encouraged to contribute ideas and take initiative in their roles, they have lower level of autonomy and the power to make decisions remains with management.
In contrast to EI, Employee participation (EP) as outlined by Marchington et al. (2021) is where employees have the ability to contribute and really influence decisions, either directly or indirectly at different levels from work groups to corporate level. This can be achieved through avenues such as joint consultation committees and suggestion schemes. Historically, trade union representatives would have conducted this level of participation. However, with the decline in union membership, participation groups are increasingly made up from a mix of union and non-union representatives (Robbins & Judge, 2024). 
Overall, research has identified that both involvement and participation are essential tools in creating workplaces where employees feel valued. CIPD (2025a) note that in organisations where employees have a voice, it has a positive effect on working lives and assists in building better relationships. Furthermore, Lombard (2024) states that EIP can be a strategic driver for success as it, deepens communication, lowers turnover and promotes productivity and innovation. An example of this as documented by Robbins and Judge (2024) is the Hawthorne studies, conducted in Hawthorne electrical works between 1924 and 1932. These studies identified that when employees were engaged and consulted, that the comradery and productivity increased and sick absences decreased.
As evidence identifies increased comradery, job satisfaction and productivity as a result of EIP. It could be recommended the people managers review and / or implement EIP programmes encouraging employees from all levels and equally from both merged organisations. This would assist the managers in identifying any issues and potentially identify areas of best practice.
AC 1.2
Within the United Kingdom (UK) there are two forms of employee representation, which are unionised and non-unionised. Both forms have clear legal framework but offer varying levels of influence with employers.
Union representation is primarily through Trade Union organisations. For a group of people to be recognised as a Trade Union they must be workers that are concerned about relation with employers, they must be independent and not controlled by or influenced by any employer or group (Daniels, 2024). Unions are governed by the Trade Union and Labour Relations (Consolidation) Act 1992, which was later updated by the Employment Relations Act 1999. This Act protects the right for all employees to join a union even if the employer does not recognise the union. A union can be recognised by an employer either voluntarily or through a formal process recognition via the Central Arbitration Committee (CAC). Once a union is recognised, it can legally negotiate, referred to as collective bargaining with the employer about pay, hours, holidays, and other key employment terms (Gov.uk, 2020). Unions can also provide support to members in grievance and disciplinary meetings and provide legal protection to its members that participate in union activities (House of Commons Library, 2024).
In comparison, non-union representation is different because it focuses on consultation rather than negotiation. Although, by law all employees must be informed and consulted about redundancies, changes to contract, TUPE transfer and changes to pension arrangements, there is no requirement for employers to consult with their employees about other workplace matters such as working conditions and training (ACAS, 2022). However, in 2004 the Information and Consultation of Employees (ICE) Regulations were introduced. These regulations provide a legal responsibility to employers, to make a formal agreement and consult with employees on specific business matters where there are fifty or more employees and at least 10% of employees request it (Gov.uk, 2025a). This could include joint consultative committees or employee councils. To be legally binding, ICE agreements must be in writing, cover all employees within the organisation, have been approved by the employees and outline how the employer will provide information and seek employee views (Daniels, 2024). 
As the two merging organisations are public sector it is recommended that the people managers review all recognised representations of both organisations and any collective bargaining agreements are currently in place prior to ensure that any relevant bodies can be consulted prior to any changes.
AC 1.3
Employee voice can be defined as the way employees share ideas, concerns, and suggestions to improve the workplace., This can occur either whether informally or formally, and either individually or collectively (Taylor & Woodhams, 2022). In the context of our recent public sector merger, employee voice is especially important. The integration of two organisations, combined with significant leadership changes, creates uncertainty and heightens the need for structured opportunities for staff to raise concerns, seek clarification and contribute to shaping the emerging organisational culture.
Recent research shows that giving employees a voice benefits employers by enhancesing innovation, engagement, and commitment, which all contribute to better organisational outcomes (Kim & Cho, 2024). Furthermore, As detailed by the CIPD (2025a), when employees feeling heard increases their sense of value and job satisfaction increases, improveing overall wellbeing, and lead to higher productivity, stronger organisational commitment, and lower turnover retention. Encouraging voice can also enhance organisational culture by promoting openness, psychological safety, and mutual respect, which are increasingly recognised as key drivers of long-term business success (Baskin, 2023).
Employee voice additionally supports more effective decision-making. Frontline employees operational insights about systems, service users and processes that newly appointed leaders especially those transitioning from the private sector may not yet possess. Integrating this may offer management a fuller understanding of workplace challenges, allowing leaders to combine frontline knowledge with strategic expertise (CIPD, 2025a). Open communication also strengthens trust and cooperation between employees and managers, helping to create a more cohesive and motivated workforce.
Despite its advantages, employee voice can also present challenges. One key risk is information overload, as a continuous flow of feedback may overwhelm management and slow down decision-making (Arnold, Goldschmitt and Rigotti (2023). Another concern is superficial engagement, where employees contribute feedback out of obligation rather than genuine insight, resulting in low-quality input with limited organisational impact. The effects of employee voice also vary depending on its form. Shipton et al. (2024) distinguish between organisational voice, which focuses on improving the organisation as a whole, and employee-focused voice, which prioritises employee needs. While organisational voice can drive innovation, it may also heighten stress if employees feel overburdened, whereas employee-focused voice is more likely to reduce burnout and enhance engagement.
Overall, fostering employee voice within the current merger could be especially important to support the integration of two distinct organisational cultures, promote open and transparent communication across all levels and help unify employees during structural and leadership change.  employee voice can significantly enhance organisational performance when managed effectively. By fostering innovation, engagement, and better decision-making, its benefits can outweigh the drawbacks. However, organisations must develop robust mechanisms to manage feedback, ensure employee input is meaningful, and balance the pressures associated with organisational and employee-focused voice.
AC 1.4
A better working life refers to the creation of working is about creating conditions that support employee well-being, autonomy, inclusion, and development where people feel, supported, respected and able to perform at their best. It moves beyond traditional job structures and pays to focus on the holistic experience of work, where individuals feel valued, supported, and able to thrive. Armstrong and Taylor (2023) argue that achieving this requires an integrated approach to HRM, where policies are aligned with employee needs and organisational goals rather than treating as standalone processes.
Due to the recent merger, this approach is particularly important, as the staffing changes and introduction of new leaders from the private sector, has created uncertainty. Protecting and strengthening established employee relations practices will therefore be central to maintaining trust and stability. Central to designing better working lives is the promotion of health and well-being, both physical and psychological. Robbins and Judge (2024) highlight the importance of psychological safety, arguing that environments where individuals can express themselves without fear foster engagement and innovation. Flexibility in working arrangements, such as hybrid or remote work, is another critical component, enabling employees to better manage their work-life balance (Marchington et al., 2021).
Effective employee relations also underpin better working lives. According to Ayling and Suff (2025), maintaining open, honest, and constructive dialogue between employers and employees helps build trust and resolve conflicts early. A strong employee voice not only enhances morale but also informs better management decisions. Gifford (2024) supports this, stating that when employees are involved in shaping practices, it leads to improved organisational outcomes. Equally, Gifford (2020) emphasises the importance of HR-led mediation in handling disputes to maintain healthy, productive working relationships.
Learning and development play a crucial role as well. Armstrong and Taylor (2023) stress that offering opportunities for continuous growth, skill-building, and career progression is essential to retain talent and build resilience within the workforce. Similarly, Dessler (2020) highlights the motivational impact of structured development pathways that align individual aspirations with organisational needs.
Leadership and culture are equally important. Robbins and Judge (2024) suggest that transformational leadership styles those focused on empowerment and support can significantly enhance job satisfaction and organisational commitment. Creating inclusive cultures where fairness and respect are embedded helps ensure that all employees feel they belong and can contribute fully (Marchington et al., 2021).
Lastly, the design of physical and digital work environments should reflect employee needs, promoting collaboration, comfort, and efficiency. Regular feedback mechanisms ensure these systems evolve with the workforce.
In summary, creating better working lives must be purposefully designed through inclusive, values-driven HR practices that promote well-being, development, and fairness to support staff through the transition and to foster a unified, motivated workforce. When these elements are aligned, both employee satisfaction and organisational performance are enhanced.
AC 2.1
Disagreements are a natural part of human interaction in all parts of life, due to everyone having individual, thoughts opinions and experiences. Within the workplace it is important for people mangers, particularly during a public sector merger to distinguish whether the disagreements are organisational conflict or misbehaviour, to ensure that they are managed effectively as they can affect the workplace in different ways.
Conflict within organisations is inevitable as they are structured to function through competition, adjustment, and compromise and now have to integrate structures, services and cultures. Armstrong and Taylor (2023) state that there should be clashes of ideas between individuals, groups, or departments because of differences in goals, values, or perceptions and that this conflict can have positive outcomes when used constructively. Suff (2020) agrees that positive conflict such as healthy competition or problem solving by discussing different opinions can have positive outcomes if managed correctly. However, it is also important to note that conflict can be either functional encouraging problem-solving and innovation as outlined above, or dysfunctional, which can disrupt teamwork and overall performance. Dysfunctional conflict can be due to personal struggles for control, poor communication, or limited resources (Robbins & Judge, 2024). Conflict can be managed effectively, through mediation, clear communication strategies, team-building initiatives, and clear culture and procedures that focus on collaboration and problem-solving (Armstrong & Taylor, 2023), alongside the development of a shared vision and unified governance framework in the newly merged public body.
In contrast to conflict, misbehaviour involves actions by employees that violate the rules or go against organisational expectations and are usually intentional (Robbins & Judge, 2024). Behaviour that is unfair or unethical such as theft, misuse of company time or resources can cause wider issues, ranging from a one-off disagreement, or clash to ongoing difficult relationship particularly within a merger context where tensions between legacy organisations may already exist. If left unmanaged they could result in more serious displays of unfair treatment such as bullying and harassment (Suff, 2020). Furthermore, unlike functional conflict, which does not intend harm, misbehaviour generally has negative effects and can damage trust, morale, and productivity and within the public sector setting, may also affect public confidence and service. Resolving misbehaviour usually requires, implementation of stronger organisational controls or further action via disciplinary.
In summary the key difference between conflict and misbehaviour is that conflict is primarily about disagreements which can sometimes be constructive, whereas misbehaviour is intentional and usually harmful to the organisation. With two large organisations merging the people managers need to ensure that the united culture, policy procedures and aims of the united organisation communicate clearly and positively. Within the public sector, people managers must ensure that the shared culture, aligned policies and procedures, and strategic aims of the newly formed organisation are clearly communicated to support integration and minimise dysfunctional behaviours.
AC 2.2
The nature of workplace conflict and sanctions is evolving rapidly, reflecting the pace of change within modern work environments. Within the public sector industrial relations dynamics often intensify as employees from two established bodies adjust to new leadership structures, harmonised terms and conditions, and revised service delivery models. Industrial action within organisations has adapted alongside the increasing reliance on Human resource management (HRM), which now therefore plays a significant role in supporting integration, mediating and resolving internal disputes (Hodder & Mustchin, 2025)
In the UK, strike activity increased significantly from the summer of 2022. Although historically strikes were longer in duration, the recent trend has shifted toward shorter but more frequent stoppages. During public sector mergers, the risk of collective grievances and industrial action can increase where employees perceive threats to job security, pay harmonisation, or professional identity. For example, ONS (2003) figures show that working days lost to strike action in December 2022 alone reached approximately 843,000, marking increased by 83% increase from November and this data demonstrates how quickly industrial unrest can escalate when workforce concerns are not effectively managed, and representing the highest monthly total since November 2011 (894,000); the total from June to December 2022 stood at around 2,471,000 days, the highest six‑month figure since 1989 (ONS, 2023). While the total scale of days lost is still significantly lower than the total days were lost in 1979, the sharp and sudden rise in strike‑related absences prompted widespread concern, especially given disruptions across healthcare, education, public transport, and other essential services (ONS, 2023) national strike activity has fluctuated historically, even short-term increases can significantly disrupt essential public services such as healthcare, education and transport, highlighting the sensitivity of public sector operations to industrial disputes.
Within the public sector trade unions often play a central role in representing employees’ interests during consultation and negotiation processes. Legislative frameworks governing collective bargaining, consultation duties and minimum service levels shape how industrial action may be organised and managed. Marsden, McKay, and Pugh (2024) argue that one key factor behind the recent surge in industrial action is the reform of trade union law and collective bargaining rights, which These reforms have simultaneously provided enhanced protections for participants in industrial action, introduced frameworks for mandatory minimum services in critical sectors, simplified statutory recognition procedures, reduced thresholds for industrial action ballots, and guaranteed facilities for union representatives (Collison, 2022). This legal environment has coincided with a period in which many employees have experienced a decline in real pay and deteriorating working conditions, while shareholder returns have grown at three times the pace of wages over the past decade, leaving many workers financially vulnerable. In public sector mergers, uncertainty around pay alignment, pension protection, and role redesign can heighten employee anxiety. This financial insecurity has been exacerbated by the cost-of-living crisis, with inflation peaking above 10%, which further fuelled widespread industrial unrest across multiple sectors (Personnel Today, 2023) thereby increasing the likelihood of collective mobilisation.
Research indicates that organisations combining strong HR practices and union presence tend to deliver higher quality industrial relations and greater employee well‑being. The recent increase in collective industrial actions emphasise the need for HR professionals to work closely with recognised trade unions to maintain positive employee relations and support organisational outcomes. However, the decline in union membership has left many practitioners with limited experience in managing collective disputes and building effective relationships with union representatives (CIPD, 2025). In a public sector merger, HR professionals must work proactively with recognised trade unions to co-create transparent communication channels, consult meaningfully on proposed changes, and manage sanctions fairly where disputes arise. Effective partnership working can reduce the likelihood of escalation, support employee wellbeing, and protect continuity of public service delivery during organisational integration (CIPD, 2025).
AC 2.3
People managers in a public sector merger may rely on turn to third-party involvement, such as conciliation, mediation, and arbitration, to resolve conflicts arising between employees and management, or recognised trade unions. and employers. particularly when disputes over issues such as wages or overtime cannot be resolved through internal grievance procedures. Involving third parties helps prevent disruptions like strikes, lockouts, or prolonged conflicts. During organisational integration, disagreements may emerge over pay harmonisation, job evaluation, redundancy selection, or changes to terms and conditions that cannot be resolved through internal procedures alone. Engaging an independent third party can help protect continuity of essential public services and prevent escalation into industrial action (Armstrong and Taylor, 2020).
Within the public sector, conciliation is often the initial external intervention where consultation has stalled usually the first step in resolving disputes. A conciliator is a neutral, trusted person who facilitates communication between the negotiating parties, helping to reduce tension and clear up misunderstandings (Armstrong and Taylor, 2020). Acting as a partner rather than a decisionmaker, the conciliator does not offer solutions or impose decisions. This process is informal and non-binding, so either side can still choose to walk away. For example, in a wage dispute, a government labour officer might meet with a people manager and a union leader to encourage open negotiation, without imposing and outcome.
Mediation takes the process further by involving a neutral third party who facilitates a negotiated solution through reasoning, persuasion, and suggesting alternatives If tensions continue during the merger process, mediation may follow, involving a neutral third party who more actively supports the parties in identifying mutually acceptable solutions (Robbins and Judge, 2024). Mediators often play a key role in influencing outcomes or supporting people managers by providing information to strengthen their position (Gifford, 2021). A key mediator in the UK is ACAS, whose data shows that between 2019 and 2020, 76% of their mediations were fully or partially resolved (ACAS, 2021). While a mediator’s advice helps guide parties toward compromise, the outcome is not legally binding unless both sides agree. For example, within a merger if employees and a people manager cannot agree on overtime pay, an external industrial relations expert might step in to suggest a fair middle ground across newly combined teams.
Arbitration is the final and most formal step in resolving workplace disputes and is typically used when earlier, less formal methods fail to resolve the conflict. In this process, an arbitrator acts much like a judge by listening to both parties, reviewing the evidence, and then making a final decision that is legally binding and must be accepted by all parties involved (Armstrong and Taylor, 2020). Because the decision is binding, arbitration can provide certainty and finality, helping to avoid costly and prolonged industrial action like strikes or lockouts (ACAS, 2022a). 
In summary, the main difference between these three methods is the level of control and finality. Conciliation is informal and supportive, mediation is advisory but is more structured than conciliation and involves working closely with everyone involved in the dispute, and arbitration is formal and binding.
AC 3.1
In a public sector merger, the legal framework governing dismissal remains central to ensuring that workforce integration is managed lawfully and fairly. The Employment Rights Act 1996 (ERA) outlines that employees have the right not to be unfairly dismissed. Under this legislation, for a dismissal to be fair, the employer must first establish the reason for the dismissal and secondly demonstrate that it falls into one of the five statutory categories: capability, conduct, redundancy, statutory illegality, or some other substantial reason (SOSR) (National Archives, 2025). However, during a merger, where roles may be restructured or removed, even if the reason is potentially fair, it is essential for employers to demonstrate that they have followed a fair and reasonable process, or it may still result in a finding of unfair dismissal if taken to an employment tribunal.
A capability related dismissal refers to situations where an employee is unable to perform their duties due to poor performance or ill health (Daniels, 2024). During a merger, capability concerns may arise where new systems, structures or service models are introduced. In order for such a dismissal to be fair, the employer must provide evidence that they have completed a fair process, which has determined that the employee is genuinely incapable of fulfilling their role, whether due to a lack of competence, qualifications, or ongoing medical issues (CIPD, 2023). Furthermore, ACAS (2024) advises that the fair process should involve identifying concerns, providing adequate support, such as coaching, mentoring, or reasonable adjustments, and giving the employee a meaningful opportunity to improve. In cases of ill health, employers should seek medical advice and consider alternative roles before taking steps to dismiss.
In contrast, misconduct related dismissals involve inappropriate or unacceptable behaviour, which can range from minor incidents to gross misconduct. Lesser misconduct may require warnings, while more serious breaches, such as violence or dishonesty, could justify summary dismissal without notice In a merger environment, tensions between legacy teams may increase the risk of behavioural issues, making consistent application of disciplinary standards essential. Minor misconduct would normally result in warnings, whereas serious breaches, including fraud or serious insubordination, could justify summary dismissal (CIPD, 2023). To act fairly, employers must conduct a thorough investigation, follow a clear disciplinary procedure, and allow the employee the opportunity to respond to allegations and appeal any outcome. This process should be in line with the ACAS Code of Practice on Disciplinary and Grievance Procedures (ACAS, 2024).
In both capability and misconduct dismissals, it is essential that the employer must act reasonably and proportionately, taking into account the circumstances and ensuring procedural fairness. Employees usually need two years' continuous service to qualify for protection against unfair dismissal, unless the dismissal is for an automatically unfair reason, such as whistleblowing or discrimination Across capability, misconduct and redundancy situations arising from merger-related restructuring, employers must act reasonably and proportionately. Employees generally require two years’ continuous service to claim ordinary unfair dismissal, although protection applies from day one for automatically unfair reasons such as discrimination or whistleblowing. Careful adherence to legal standards is therefore critical to maintaining fairness, minimising litigation risk and sustaining trust during public sector integration (Gov.uk, 2024).
AC 3.2
Research shows that employees often face situations at work that lead to feelings of dissatisfaction, frustration, or disengagement. If these issues are not acknowledged and dealt with promptly, they can escalate into formal grievances. People managers play a key role in addressing concerns early, ensuring employees feel heard and supported. In a public sector merger, where uncertainty, structural change and cultural integration are ongoing, people managers play a critical role in identifying concerns early and maintaining employee confidence throughout the transition. While there are many reasons why staff may raise grievances, three key causes frequently emerge: perceived unfair treatment or favouritism, poor working conditions, and ineffective communication regarding merger plans and lack of transparency, all of which are explored below.
Perceived Unfair Treatment or Favouritism
Perceived unfairness is a common reason employees raise grievances. When staff believe that disciplinary action, promotion, or reward systems are applied inconsistently or based on favouritism, from one legacy organisation over another trust in leadership starts to erode. Dessler (2020) explains that inconsistent management behaviour can create a powerful sense of injustice, leading to low morale and reduced productivity. Over time, this lack of trust can result in disengagement and increased turnover, especially when progression is seen as based on personal connections rather than merit. Suff (2022) also found that a lack of transparency in promotion and reward systems is a key factor in employee dissatisfaction. Therefore, transparent criteria, fair consultation processes and consistent application of new policies are therefore essential to minimise grievances.
Poor Working Conditions
Poor working conditions are another major cause of grievances. This includes high workloads, unsafe environments, and insufficient resources or support. Armstrong and Taylor (2023) argue that such conditions negatively affect employee wellbeing and create frustration, particularly when concerns are ignored. During a merger, workloads may temporarily increase as teams adapt to new systems, service models and reporting lines, intensifying stress and uncertainty. If unresolved, these issues often lead to high levels of absence or staff leaving the organisation. A recent study by Sam-Mensah et al. (2025) confirms that inadequate attention to workplace safety and workload management contributes directly to turnover and low engagement. Failure to manage these pressures during the merger may result in formal complaints or collective concerns raised through trade unions.
Ineffective Communication and Lack of Transparency
When communication is unclear or one-sided, employees can feel excluded and undervalued. Sinitsyna et al. (2023) highlight that consistent, two-way internal communication supports higher levels of employee trust, satisfaction, and engagement. In contrast, poor communication leads to confusion and unmet expectations, increasing the risk of formal grievances. Green (2018) also notes that when employees are left out of key conversations, their commitment to the organisation weakens. During mergers, timely updates, meaningful consultation and visible leadership are crucial to preventing misinformation and anxiety from escalating into disputes.
In conclusion, preventing grievances during a public sector merger requires proactive management of fairness, workload pressures and communication. Through clear processes, safeguarding wellbeing and promoting transparency, people managers can reduce conflict, support integration and strengthen engagement within the newly formed organisation. addressing employee grievances starts with recognising the root causes. People managers must take proactive steps to ensure fair treatment, safe working conditions, and open communication. Doing so not only prevents conflict but also builds a more engaged and productive workforce.
AC 3.3
Effective grievance handling is essential for sustaining a fair, productive, and healthy working environment. During a public sector merger this becomes even more critical and when managed well, it directly supports employee morale, reinforces organisational values, and ensures legal and procedural compliance. ACAS (2021) emphasises the need for a structured approach where issues are addressed promptly, consistently, and transparently. Key principles include avoiding unnecessary delays, conducting thorough investigations, ensuring employees understand the nature of the issue, and giving them the opportunity to respond. Employees should also be allowed representation during formal meetings and have the right to appeal outcomes. Within a merger context, this structured and transparent approach is vital in preventing tensions between legacy teams from escalating into collective disputes or tribunal claims This approach not only demonstrates procedural fairness but also builds trust, which is vital in preventing workplace tensions from escalating into formal disputes.
The CIPD (2020) reinforces this, highlighting that a clear and accessible grievance process encourages employees to speak up, knowing their concerns will be managed seriously. During a public sector merger, grievances may highlight integration challenges such as perceived inequality in restructuring decisions, inconsistent management approaches, or cultural clashes between merging authorities. Grievances, if managed effectively, can bring deeper organisational issues to light, such as poor leadership practices, unfair treatment, or cultural problems, which may otherwise remain unaddressed. Left unmanaged, these concerns can negatively impact engagement, productivity, and the organisation’s reputation.
Robbins and Judge (2019) argue that perceptions of fairness have a considerable influence on how employees view their organisation. When people feel their voices are heard and their concerns are dealt with impartially, they are more likely to remain engaged, motivated, and committed to their roles. In this way, grievance procedures function not only as mechanisms for dispute resolution but as vital tools for maintaining psychological safety and reinforcing organisational justice. In the context of a newly merged public body, grievance procedures therefore act not only as dispute resolution mechanisms but also as tools for fostering psychological safety and establishing a unified organisational identity.
Armstrong and Taylor (2020) take the view that grievance handling should be embedded within proactive management practice. Line managers, in particular have a significant role in identifying and addressing concerns early. Consistency, confidentiality, and open communication are key to ensuring trust in the process. Beyond resolution, tracking grievance patterns can inform broader workforce strategies and policy development. Throughout the merger, analysing grievance trends can also identify systemic integration issues, informing workforce planning, policy harmonisation and leadership development initiatives.
In summary, within a public sector merger, effective grievance handling is not just a procedural obligation but a strategic enabler of a positive workplace culture. When embedded into daily practice and supported by capable leadership, it strengthens employee relations, reduces conflict, and contributes to long-term organisational resilience.
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