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AC 1.1  

Following the recent merger with the two organisations it is key to support the incoming leadership in respect of Employee Relations. It is evident that there will be differences in how processes, people and policies have been managed due to the different sectors. In order to support both management and staff it’s important to build relationships for positive performance and culture. 

Employee involvement and employee participation are key activities within an organisation. Both areas have their own benefits and help contribute towards a positive working culture. The overall intention with Involvement v participation is to create positive engagement, to promote collaboration and to identify areas to continuously improve. To have high levels of involvement, commitment and engagement, can improved business performance and contribute to wellbeing for its employees. (CIPD, 2024) 
Firstly Employee Involvement includes a level of input from staff by engaging colleagues around the current work processes or strategy. It allows staff to have a voice and to speak openly about their perspectives and to identify ways to improve. Staff could be asked to share their knowledge in brain storming sessions, and to share their views on to make decisions. The aim of involving staff is to improve processes and to create positive staff engagement. To apply this to the merger it will help support the sharing of knowledge, create new ways of working and support with setting up new systems and processes. Focussing on a two-way relationship between employees and management will help create mutual benefit especially during times of change. (IPA, No Date) 
Secondly, employee participation can include working across different departments within the organisation. Training and development programmes for staff and inclusion in improving processes provides opportunity to find better ways of working. Staff will have the opportunity to be included with key decision making, learn new ways of working and to diversify their knowledge which can create the opportunity for improved performance. 
CIPD (2024) outlines that staff who have good quality jobs and are managed well will be happier within the workplace and will feel valued. This will help to drive better productivity and potentially enhance innovation. It highlights the Good Work Index and highlights the benefits of staff engagement to help understand job quality and enthusiasm of staff. Participation within training and development could help support retention and demonstrate to staff that they are being considered within the workplace during a time of change. 
The UK’s legal position has provisions in place to managing the relationship and this is split cross individual workplace rights and obligations concerning collective relationships. Contract law and terms of contract of employment help drive employee relations. Within an organisation there are handbooks and guides available to govern the employment rights such as holiday and sickness pay, whistleblowing and communications. Furthermore there are certain requirements that affect matters such as hours of work, dismissals and dispute. The Employments Rights Act (1996) supports with ensuring colleagues are paid fairly and support with Discrimination. (CIPD,2024) 
Secondly Collective relationships includes the collective bargaining and employers are able to work with recognised Trade unions to negotiate pay and conditions and to consult over any necessary changes such as redundancy or health and safety matters. As an example, Trade Union and Relations (Consolidation) Act 1992 will need to be adhered to for collective bargaining and redundancy consultation. (CIPD,2024) 
CIPD (2024) provides insight that focuses on both collective and individual relationships within the workplace. To have a positive climate of employee relationships with high levels of employee involvement, commitment and engagement can improve business performance and contribute to wellbeing for employees. 
To ensure that there is a consistent approach internally for participation and involvement will help build trust and consistency. This will also contribute towards ensure a positive relationship, it would also be beneficial for managers to take time to assess the skill-set of staff to help improve performance and morale. (CIPD,2024) 
The aim of involvement and participation is to create a positive work environment and to help increase productivity, help support staff have more pride in their work and to motivate individuals to develop. (People Management, 2017) 
Providing the opportunity for staff to take a certain level of ownership will create sense of inclusivity by .  and help them to feel valued 
to make processes better and to be included for suggesting find smarter ways of working. Involvement of staff through employee voice will help staff feel more enthusiastic and will provide the organisation to help understand individuals on a personal level.
1.2 
.
Trade unions members consist of workers and employees which protects interests such as working conditions and redundancies. There is usually a cost to an employee to be a member where an elected representative will support the employee and provide guidance and advice. Trade unions will help support with bargaining and consulting to come to a decision that are in the best interest of an employment relationship. Unions hold special status in UK law and have special protective rights from mistreatment or dismissal. (CIPD, 2025) 
Unions are able to have a voice within the workplace and have the rights to say more through collective conciliation. In the event that negotiations are not met and dispute remains outstanding this could lead to industrial action. There are measures that need to be bet in line with laws outlined for industrial action. There is the requirement for a 50% turnout of union members for industrial action to be effective. (CIPD,2025) 

Formal Trade unions have more legal protection for its members and could be more effective in negotiating terms for employees benefits. Non-union representation can help to support a more collaborative approach and have less of a negative impact within the work environment. The intention of both roles is to create more of an inclusive way of reaching decisions and to promote positive change. 

ACAS (2024) outlines non union employee representation within the workplace. Non union representatives have statutory rights to paid time off to perform their duties. There are seven key areas where they can help support staff members:
Representatives for employee safety are covered under the Health and Safety Consultation with Employees (2005) Usually appointed within the business where groups of workers are outside of scope for union recognition.
Information and consultation representatives – individuals may be elected to negotiate to set up/be members of a subsequent information and consultation boy under the Information and Consultation of Employees
European consultative Council – whether union or non-union are individuals that support staff across multi-national organisations across Europe. The role of the non union member would be to support staff with business changes that could impact the way their working and to liaise with central management.
Pension representatives are workplace representatives whether union or non union individuals elected for the purpose of consultation to support colleagues with changes to plans.
TUPE representatives where there are no recognised trade unions for collective bargaining non union employee representatives must be informed and consulted over the transfer of undertakings (Transfer of Undertaking Protection of Employment Regulations, 2007) 
Collection redundancy – if no trade union recognised then non union representatives must be informed of the circumstances that involves 20 or more employees face redundancy within a 30 day period. 
Workforce agreement representatives in relation to working time regulation issues, maternity, paternity and fixed term contracts 
Non Union employee representatives may not have the same powers as formalised Trade Unions colleagues. There may be limitations with bargaining power in respect of negotiating better pay and working conditions. The legal rights and protection may differ from union members, and this could potentially leave them vulnerable. Alongside there may also be inconsistencies with following correct policies and procedures – this will depend on knowledge and if training has been provided.  (ACAS, 2024) 
With the varying roles of non-union representatives it can sometimes be confusing regarding the statutory rights. It can cause confusion and difficulty if wider consideration is not taken for workplace issues. All representatives are to be provided with adequate time, training, and be able to communicate clearly with management and its employees. There needs to be clear understanding from the representative around the needs of the employee, their legal rights and the impact of change.

Gov.UK (N.D) outlines the involvement of a trade union where they can discuss any concerns raised by an employee to an employer. They can accompany a member of staff to disciplinary or hearing meetings. Unions are able to represent a staff member in negotiations known as ‘collective bargaining’ over salary or conditions of work. Also to provide better ways of working and support with health and safety within the workplace. Staff are able to take strike action if an organisation breaches a contract, or there is a dispute.
 
1.3 
CIPD (2025b) outlines that Employee voice is the way that employees can share their views on matters and communicate with their employer. This is essential between employees and employers as it can contribute towards building trusting relationships, and contribute toward better productivity and improve the workplace. Employees who feel valued often feel that they have greater autonomy within their roles and feel valued creating and inclusive environment.  
To apply some of these practices to organisational performance as an example using technology to provide EDI insight will create an unbiased approach to recruitment and selection. Inaccurate descriptions and non-essential specifications may discourage some candidates from applying. Technology plays a key role also in facilitating and addressing any work adjustments for employees that may have with health conditions and can also play a vital role in facilitating reasonable work adjustments, enabling organisations to be more inclusive and productive. (CIPD,2024b) 
Furthermore to look at Learning and development opportunities technology could help support create learning dependant on individual needs. If staff voice that they have particular areas, they want to develop on. It could also be utilised to track employees engagement with learning platforms internally. 
To measure Employee Voice in a constructive way to help support performance. It may be best to seek feedback via Joint consultation through collective bargaining. This will help define a clear set of objectives, and make it relevant to the areas requiring improvement. Whilst it is an individual’s right to have their say within the workplace it may create negativity if someone’s opinion overshadows another. For example, where there is a change in process or in this instance a merger staff members could be negative if they aren’t satisfied. It is better to focus on peripheral matters, and update staff in a consistent way via Team Briefings, regular meetings. (Armstrong & Taylor,2020) 

CIPD (2023) looks at organisation and how it aims to enhance creativity and innovation within the workplace. Often at times whilst employees are happy to share their views on making changes at work, they also want to discuss things that are personal to themselves. This can sometimes lead to employees and managers voices not being aligned.  
Employee voice needs to be balanced where staff can share their opinions and concerns and also to ensure that the organisation is productive and innovative. Staff within the workplace feel more valued if they are heard and their employer pays attention to their views. This needs to be done as a balanced approach to ensure a positive working relationship, and that difference of opinion with employee/manager is dealt with appropriately. Collective voice is an approach that can be used should a particular group of workers want to highlight concerns on broader issues and provides anonymity. Within people practice it is key to encourage staff members to feel valued and encourage a speak-up culture, as this will help support from a health & wellbeing perspective   if they are struggling with their role or wanting to drive a particular change for better productivity HR Magazine, 2018) 
Employers can benefit from higher productivity and innovation, and reduced workplace conflict and absenteeism if its open to listening.
CIPD (2024b) provides the overview that technology can be used to drive positive factors for better organisational performance. There are six areas of focus that can be used in practice: Monitoring Equality Diversity and Inclusion, Performance Management, Employee Wellbeing, Recruitment and Workforce planning, Learning and Development and Employee Voice. 


1.4 

Its aim is to remove barriers and to recognise the talents and expertise of the community of HR professionals.
ACAS (2020) highlights Building Better working lives and how people have lost a level trust in certain institutions and leaders following the pandemic. It focuses on learning valuable lessons and ensures momentum is not lost on balancing the importance of employee wellbeing alongside productivity. To apply better working lives to this recent merger it is a good opportunity to understand if there are any gaps to improve. For example to look at the culture within the business to ensure that there is fair treatment and sufficient support for working conditions and robust  ‘voice systems.’ It is also key to highlight any potential conflicts due to different ways of working and understand if there are any inequalities. As an example with the new merger applying new processes may be difficult for some staff .Therefore by seeking feedback, and reviewing job roles this will help to spot any issues early on. 
There are many benefits to Better working Lives to ensure staff members have higher job satisfaction, to retain and attract top talent, improve diversity and inclusion and to consider and improve employee wellbeing. The CIPDs aim is to identify issues based on evidence and to ensure that calls to action are made for employers and governments to make necessary change around equality and inclusion, falling short with development of staff, and to manage stress bullying and harassment issues. (CIPD, N.D) 
Good Work Index is an annual benchmark within people practice to assess job quality. Each year the survey provides the opportunity to 5000 workers from different sectors and occupations about key aspects of their role and provides insights into how changes can be made. There are 7 dimensions of work:Pay and benefits,Contracts, Work-life balance, Job design and nature of work, Relationships at work, Employee Voice, Health and Wellbeing.
The principles of effective Job Design are as follows: Business Purpose, Health and Safety, People Capability, Quality, Productivity, Sustainability, Quality of Working life. Good work’s intension is to make job roles fulfilling and autonomous hopefully leading to better productivity. There needs to be a review of the job quality and to see how this can be improved to improve retention and create fair work. (CIPD, 2024c) 
It is key to improve the understanding of what a good job is, and to look at the considerations of job security and flexible working. It is also key to assess the inequalities and to have a clear outline of the roles and responsibilities and the leadership need to look after the staff by allowing employee voice. Potential conflicts within the workplace also need to be reviewed for instance if there is a difference of opinion between staff managers. (CIPD,2024d) 
The People Profession Map is the main standard for HR professionals. It provides clear guidance and pathways for development, priorities and to share good practice. It is important to have reliable resources to support all of its key stakeholders within their current role and keep to date as the profession evolves.
The latest findings from 2024 highlight that employees have faced some conflict at work which has dropped to 25% from 30% compared to 2019. Increasing numbers of staff see work as ‘transactional’ and feel they only work to receive a salary and not for enjoyment of the role. This can have an impact on the wellbeing of staff if they feel that their views are not heard by senior leadership and create a sense of demotivation. The report highlights that those who raise conflict are less likely to have job satisfaction and provided more negative responses when employee voice was undertaken. Pay match with responsibilities highlights that 51% agreed they were paid appropriately and 30% disagreed. 

 The latest findings from 2024 highlight that employees have faced some conflict at work which has dropped to 25% from 30% compared to 2019. Increasing numbers of staff see work as ‘transactional’ and feel they only work to receive a salary and not for enjoyment of the role. This can have an impact on the wellbeing of staff if they feel that their views are not heard by senior leadership and create a sense of demotivation. The report highlights that those who raise conflict are less likely to have job satisfaction and provided more negative responses when employee voice was undertaken. Pay match with responsibilities highlights that 51% agreed they were paid appropriately and 30% disagreed. 
CIPD (N.D) further outlines that work can and should benefit everyone. It should include individuals, organisations, economies and societies. It is important to have open communication with all parties to influence good practice, and up to date research is shared with leadership teams

2.1
Workplace conflict can occur across a wide spectrum of behaviour, from low-level difference of opinion to serious incidents of bullying or harassment. Such disputes could be between staff and management, potentially causing issues where staff may refuse to work causing disruption to productivity. (CIPD, 2020) 
Misbheaviour can be defined as not following code of conducts or doing what is expected. This could be gross misconduct and could be in form of being absent from work, malicious or fraudulent behaviour.(ACAS, 2024b) 
Both misbehaviour and conflict need to be managed effectively and internally there will be measures and guidelines that must be followed. An informed decision can be made my line management to determine whether it should be an informal resolution to a dispute or if a formal procedure. It can be difficult for consistency as managers may feel reluctant to deal with work related issues. However, to avoid reoccurrences and to avoid a negative working environment a consistent approach needs to be taken. (ACAS, 2024b) 
CIPD (2020) highlights that managing people within the workplace can be demanding. There is a key requirement to provide managers with ongoing support and guidance on decision making to ensure issues are managed effectively. People professionals play a key part in ensuring that conflict is managed properly within the workplace. 
There are common causes of conflict within the workplace and they are highlighted as Lack of respect, Bullying Intimidation or harassment, Refusal to work together or cooperate, Shouting or heated arguments, Verbal abuse or insult, Physical threat, Physical assault.
CIPD (2019) looks at ethical practice and how its become an increasing focus within the workplace. It is key to understand why unethical behaviour occurs within the workplace. Individual characteristics can affect how people behave in particular and can have an impact on employee’s mood. This will have a direct impact on situations that could lead to poor performance or misbehaviour. Organisational culture and leadership can influence unethical behaviour whereas moral leadership and ethical climate can enhance ethical behaviour. 
To avoid misbehaviour organisations would benefit from ensuring that objectives remain consistent, take a balance approach to decision making, and empower colleagues to speak up creating safe whistleblowing channels. (CIPD, 2019) 
Organisational conflict can be defined as disagreements or disputes between employees and management. Staff could potentially cause issues internally and refuse to work, or cause disruption to work. 

2.2
Conflict within the workplace between employees is growing. It continues to be a key HR priority to ensure that it can maintain working relationships and ensure that productivity remains consistent. It is key for managers and leaders to have sufficient training to de-escalate issues, support to have one to one discussions, and to avoid personality clashes. Conflict within the workplace can arise from disagreements whereas misbehaviour involves intention to cause disruption at work. (HR magazine, 2025) 
Employees may take strike action if a apart of a trade union if they feel they aren’t being rewarded or their views on improving work isn’t being listened to. Unauthorised strike action can lead to disciplinary action or dismissal of an employee. It is pertinent for employers to have an understanding of colleagues viewpoint, undertake the opportunity to mediate with parties to resolve issues. Arbitration can also be considered where a dispute can be settled by a third party. 
ACAS (2024) confirms that there is a mixed trend with data in relation to conflict within the workplace. There are fewer collective disputes and an increase in complex individual cases that are going to employment tribunals. Employers are seeking more ways for resolution. In 2021 to 2022 40% of resolution cases came from trade unions whereas year to date employer referrals have exceeded trade union referrals by 6%. There are more cases being seen for discrimination and whistleblowing and some complex cases go onto raising a claim against the employer. 


Discipline, Dismissal and grievance is the most frequent topic and shows a higher proportion than when first started in 2015. (42% of all calls) The insights provided highlighted that employees felt that they were dismissed by their employer without going through fair procedures, calls received regarding employees with less than 2 years of service, and an increase in frequency of calls about insolvency dismissals where a business had shut its services. 

CIPD (2022) confirms that with the current cost of living crisis and decrease of wages could potentially lead more to further industrial action. The information at this moment in time showed the importance and urged employers to pay attention to employees concerns via ‘collective voice.’ Collective employee voice can have a true value add and help support. Through a survey undertaken 53% of employers highlighted that the UK is entering more of an unstable period of employment relations. There is an increase that staff require essential protection, and this can be obtained from 55% of employers confirmed this is due to poor management skills. 

It is key for engagement in the workplace to ensure staff feel valued and supported due to changes in the labour market. This is in relation to the increased cost of living and staff wanting to receive better working conditions and pay. Through engaging with Trade Unions colleagues, it will promote a positive relationship and help staff feel more supported. Strike action has been reduced to take more of a targeted approach, and organisations would prefer to work together with its union colleagues to meet achievable goals to avoid disruption in the workplace.  (CIPD,2022) 

Furthermore there has been a decrease in Industrial Action from 2022 to December 2024 from 830,000 to 130,000. This is showing a downward trend however individual cases have risen and are proving to be more complex. It is clear and evident that the workplace are trying to reconcile earlier and are proactive in working with trade unions. (ACAS, 2024d) 

Office of National Statistics (2023) confirms that the history of strikes in the UK have become more frequent. Between 1999 and 2018 pay issues accounted for 75% of all working days lost because of workplace disputes. The number of working days lost due to disputes has risen since 2022. 

2.3
Acas (Advisory, Conciliation, and Arbitration Service) is a service funded by the government but independent of any government control. Acas is a service for both employer and the employee. Its duty is to remain impartial and try to help both sides find solutions to their difficulties. Conciliation, Mediation and Arbitration are functions that are included. (Daniels, 2022) 

Conciliation is the process of bringing both sides of a dispute together and helping them to find a solution to their issues. Acas may perform this role before any conflict before any conflict has occurred. For an example this could help assist with an dispute within the workplace and try to resolve the issue before it reaches Employment Tribunal stage. (Daniels, 2022) 
Arbitration is where an independent party is brought in to evaluate the situation and provide a solution. It is more of a moral obligation as oppose to a legal requirement so both sides can work towards agreement. This can only work if both sides agree to be bound by the process of arbitration. (Daniels,2022) 
Mediation is also a process in which Acas works through to provide suggested solutions for the parties to work towards. Mediation can be the quickest and most effective to provide solutions to problems if both parties agree. There are however limitations as both parties must agree to the changes, if there are different view points. There are setbacks to consider as if both parties aren’t happy to agree then the dispute could be left unresolved. The parties need to have a clear picture of their rights otherwise it could lead to an unfavourable resolution. (Daniels, 2022) 
To ensure that the correct advice is given and to support employers and employee representatives. There are training sessions and national events held to support with employment issues. This is to ensure that employers are well equipped to be able to run their organisations more effectively and help address concerns raised within the workplace. 

Conciliation has similarities to mediation but is normally used to find a solution prior to making a claim to an employment tribunal, or after you make a claim to an employment tribunal.  Both parties must agree to this before proceeding. 
Arbitration – is where a third party makes a firm decision on a case after considering all of the concerns and issues raised. The employee and employee must agree to the arbitrator’s decision being legally binding. Arbitration as it could lead to a fast resolution between parties. However it is legally binding and parties might not be happy with the decision made by the Arbitrator. This could lead to the parties potentially compromising themselves. (Forbes,2024) 



3.1 

CIPD (2025c) refers to dismissal and what is deemed as ‘fair.’ The employer needs to act fairly and reasonably in carrying out the dismissal. The Employments Rights Bill introduced in October 2024 saw significant changes to UK Employment Law including dismissal. 
Dismissal takes place when an organisation terminates the contract either with or without taking notice or a fixed term contract ends and isn’t set to be renewed or in the instance where the employee leaves with or with or without serving notice. An employee is able to do so because of the employer’s conduct. Dismissing employees is sometimes necessary, however it can sometimes cause damaged relationships. It is key to follow codes of practice as the employer and to offer support to employees in such situations. 
Unfair dismissal is a statutory right under the Employments Right Act (1996) for it to be successfully upheld the employer needs to satisfy a two limb test. The first limb relates to the five specific fair reasons for dismissal, followed by the second limb relating to whether an employer’s dismissal is fair and reasonable. (CIPD, 2024c) 
The following five reasons for fair dismissal are as follows: Capability or qualifications, Conduct, Illegality or contravention of a statutory duty, Some other substantial reason or Redundancy. If a dismissal reason falls outside of these categories then it will be deemed as ‘unfair.’ 
From a capability perspective the employer should take the time to understand the reasons whether its physical working conditions, workload and absence due to high stress. There are measures that can be put in place prior to dismissal through monitoring sickness absence and assessing if the job is suitable. It is an employee’s right to have reasonable adjustments put in place to help to support them undertake their roles. Dependant on the level of ill-health of the employee it would be recommended through regular 1:1s and return to work interviews it will help assess an individual’s wellbeing and capability (Armstong and Taylor, 2020)  
Misconduct issues can be where a colleague has done something fraudulent or not in line with policy or procedure. Managers should be aware of the procedures prior to demoting or suspending staff and this should be done by someone of higher authority. The facts of what happened in the meeting should be recorded and added to any final warning or dismissal notifications. (Armstrong and Taylor, 2020) 
To link this to misconduct issues within the workplace the employer is required to undertaken an investigation. The purpose of the investigation is to gather evidence from all parties, seek if there is a case to answer, ensure fair treatment, help the employer to take next steps. If an organisation doesn’t undertake a reasonable and proportionate investigation it could lead to a legal action. If the organisation doesn’t have its own code of practice Acas Code of Practice on disciplinary and grievance procedures can be followed (ACAS, 2024c) 

Fallahi v TWI Ltd (2021) UKEAT 0110/19/1708 looks at a case where an individual was provided a final written warning due to their performance. The individual had been placed on a performance plan to meet their objectives within a 6 month period. The individual was dismissed on capability grounds as they had not met the require outcomes. Following the dismal and appeal was made by Mr Fallahi to challenge to decision and to argue that the fairness of the disciplinary process should be considered. The final decision was upheld and it wasn’t deemed to be inappropriate. (Winckworth Sherwood, 2021)




3.2 
Following the merger of the two organisations it is likely that this may raise concerns from employees. There are varying reasons that staff may feel unsettled such as cultural fit concerns, and whether the new organisations values and work practices align to their own. Rewards package questions could also be raised as staff will want to understand if their current benefits are impacted. Thirdly with a change in structure most experienced staff may feel threatened with losing their influence if their long-standing members of the group. It is key to address such concerns early on to ensure employee integration, which can be done via staff engagement. In this instance it would be recommended to involved members of staff in decision making, make them aware of what support is available in writing and ensure there’s clear communication. (M&A Community, 2024) 
Capital Law (2023) highlights three causes of employee grievances based on a percentage from a survey undertaken. The areas highlighted were Bullying or Harassment at 67% Relationships with Management at 54% and Relationships with Colleagues at 49%. Workplace conflict and issues relating to pay are contributing to factors to dissatisfaction amongst employees. There are preventative measures that can be taken to avoid this happening such as being proactive in asking how employees perceive various workplace issues. 
ACAS (2015) provides guidance on how grievances can be managed effectively and consistently. If the grievance relates to bullying or harassment an organisation may which to address their internal policies around this. 
The following outlines the process for how a grievance should be handled:
Firstly the employee should inform their manager of the nature of the grievance. 
A meeting should be held to discuss the grievance. It’s the employees statutory right to be accompanied by a fellow colleague or trade union representative. 
Appropriate action should be determined to resolve the grievance 
The Employee should be able to take further action if the grievance is not suitably resolved. 
All communication surrounding the grievance should be recorded and provided in writing to the employee.
Furthermore to ensure that any grievance raised is addressed fairly and consistently managers are required to undertake a full assessment of the concerns raised (CIPD, 2024d)

There needs to be clear communication between staff and management to demonstrate their concerns are being listened to. Managers need to be trained effectively to address and deal with any early warning signs which could lead to grievances. Staff feel valued if their concerns are addresses and if empathy is shown. To address concerns around harassment or bullying the organisation will benefit from having suitable procedures in place. (Capital Law, 2023) 
. 
It is key for all members of staff to be aware of the standards of behaviour required in the workplace, and regular discussion would be recommended

Employee Grievances need to be managed effectively to maintain motivation and peace within the workplace. Grievances can be raised where there is a clash of personalities, individuals may have different perspectives and this could cause potential conflict. There are varying reasons as to how grievances arise three areas are outlined as follows:

Compensation & Employee Benefits – Staff may feel that they are not being rewarded fairly for their workload in comparison to its peers. Issues could also arise where females feel that their male counterparts are being promoted ahead of them. 
Discrimination – staff may feel that they are being treated different due to their religion, or ethnicity. This needs to be considered with care as these are protected characteristics under the Equality Act (2010) 
Work Hours and Favouritism – staff may feel that they are not being treated fairly if they are not provided with opportunity to work different shift patterns like their colleagues. Alongside if certain staff have a better relationship with management this could cause unrest within the workplace. 

It is key for staff to be treated fairly and a balanced approach is taken to avoid work place conflict that could lead to potential grievances. 

Capital Law (2023) highlights areas where organisations can help avoid grievances being raised. The organisation would benefit from being proactive and seeking employees feedback, make it clear that informal resolution should be considered prior to grievances are raised. A balance approach should be taken if concerns are raised to employer and managers should seek out opportunities to develop internal processes around developing Equality, diversity and inclusion. Full investigations should be undertake and evidence should be collated to make a fair based decision for change. 





3.3 
Blake Morgan (2024) provides insight to a recent case that demonstrates the importance of handling grievances effectively. The claimant was a teacher from 2012 until 2022 and the Employment Tribunal claim arose out of incidents between 7 October 2021 and the claimant’s resignation on 7 November 2022. A week long discussion took place over a heated workplace discussion between herself and head teacher. The claimant felt that the head teacher had behaved in an aggressive and intimidating manner. A grievance was raised on the basis that the Respect at Work policy was not followed. An investigation was carried out and an initial meeting was undertaken however the head teacher had a witness that no such conversation took place.
The claimant appealed the outcome to a stage-two hearing. The conclusion was that the claimant experienced the incident to be “threatening, insensitive and aggressive” but it was again found that the head teacher had not behaved in that way. The claimant did not appeal to the stage-three hearing as she had lost faith in the system and resigned with immediate effect. The grievance procedure expressly highlighted that employees were normally expected to exhaust these grievance procedures if they wished to take their grievance to an Employment Tribunal. A claim was later filed for constructive unfair dismissal however the Employment Tribunal felt that it wasn’t proportionate to uphold on the basis that during the stage three meeting this could have been resolved. 
HR Magazine (2019) outlines that to manage grievances effectively within the workplace it is key to address the concerns early on before they escalate. The manager can look out for signs from an employee if they aren’t their usual selves and look out for indicators such as body language, unusual responses and disruptive behaviour. It is key to offer opportunity for feedback from employees to voice concerns in a non-judgemental way and seek ways to work together. 
CIPD (2020) looks at managing conflict in the workplace. The report highlights that a quarter (24%) of employees faced challenges such as bullying and harassment and felt that it was ignored. One in five (20%) felt that they were rejected by others for being ‘different.’ The importance training people professionals in managing potential conflicts and to listen to concerns is key. HR can sometimes have more of a strategic approach whereas having more focus on employee relations focus can help staff feel more valued. Through proactive promotion of mediation and taking a collaborative approach to resolving conflict it could help staff feel safer. 
Focussing on relationships within the workplace will help influence a positive culture within an organisation. The below highlights an insight into feedback provided about their relationship in the workplace. The main highlights confirmed that senior leaders play a crucial role in influence and that the importance of respect and inclusion needs to be considered. Also individuals should feel included and not undermined if they have different viewpoints. 



It would be recommended for to review the grievance procedure and to understand whether it is effective. It should focus on promoting informal resolution and rather than delivering a right outcome. Alongside it should seek opportunity to review the existing values for the organisation and seek if there is scope to develop Equality, Diversity and Inclusion. Regular review of staff development for male and female peers could be beneficial to ensure all are being provided with the same opportunity creating a fair and consistent environment. 

[image: ]

Furthermore the Acas Code of Practice: is crucially important for employers. If a case is taken to an Employment Tribunal it will be considered if the employee and employer has followed the code. 
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When we probe a bit deeper into the quality of relationships between peers, the findings
are still generally positive: almost three in four (73%) employees agree that ‘my colleagues
treat other colleagues with dignity and respect” (9% disagree). However, there are some
concerning findings in the case of some working relationships. For example, a lower
percentage of people (63%) agree that o one in my team would deliberately act in a way
that undermines my efforts’ (16% disagree) and one in five (20%) agree that ‘veople in my
team sometimes reject others for being different’ (60% disagree).

Senior leaders have a defining influence on the culture of an organisation, and how they
behave will set the tone for how everyone else interacts. Our findings from our employee
survey show there is some room for improvement in how top managers lead the way: just
half (49%) agree that ‘good behaviour is role-modelled by senior leaders in my organisation’
(26% disagree). Similarly, over half (57%) agree that ‘senior people in my organisation talk
about the importance of respect and inclusion’ (19% disagree).




