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

Whilst it could be argued that employee involvement and participation are extremely similar, the two concepts differ in meaning.  “At the most modest level involvement entails consultation or soliciting of opinions that may or may not be acted upon, in contrast, participation accords employees a genuine input into how the firm is governed” (Brewster et al 2007, cited in Armstrong & Taylor 2023, p. 482).  Both employee involvement and participation share the same goal: to encourage engagement. 
Within this Public Sector Organisation, employees may be involved and can contribute ideas and feedback through public consultation committees or task forces such as wellbeing initiatives; however, they do not have direct decision-making authority.  By comparison, in participation employees have a direct role in shaping decisions and policy implementation.   An example of this would be a teacher representative on a school governing body who can make decisions on certain aspects but would not have voting rights on elements such as decisions on pay.   

The ‘Hawthorne Studies’, back in 1924 revealed that employee involvement and participation significantly impact productivity, demonstrating that the human element within an organisation plays a crucial role in productivity and job satisfaction (IPA, 2025). The legacy of the experiment has shifted focus purely from a technical approach to a more holistic understanding of behaviour using a participative management style, encouraging open communication, involvement, and development of positive relationships. 
Ayling and Suff (2024) support this, stating high levels of employee involvement and engagement can improve business outcomes and contribute to healthy employee well-being.  Employees will demonstrate positive attitudes and behaviours if they perceive that the employer values them and their contributions and if the environment is one in which they have a voice to share concerns, opinions, and ideas (Armstrong & Taylor, 2023). 
If employees can use their voice to be involved and to participate, it fosters trust, innovation and productivity which helps build sustainable and positive relationships (CIPD, 2022). With that in mind, implementing involvement and participation is crucial in ensuring a successful public sector merger and will foster trust and transparency, reducing uncertainty and support the change process.  When employees feel their voices are heard, it boosts morale and will help them adapt to new structures and roles and can promote collaboration within the workforce (IPA, 2025).  

2. Compare forms of union and non-union employee representation. (AC 1.2) 

You will need to be aware that Union and non-union representation differ in structure, approach, and influence within the workplace. It is estimated that around half of employee representatives in the UK are non-union, with their role tending to be much more restricted according to ACAS (2024). 

Since 1979, trade union membership has significantly halved, with union representation predominantly in the public sector (IPA, 2025).  Please note that as this is a public sector organisation, many of our employees may be union members.  Trade  Unions with representational rights can express their members' views on terms and conditions of employment, health and safety, learning opportunities and any issues that may affect their employees (Armstrong & Taylor, 2023).   

Employers in the UK are not legally required to recognise a trade union voluntarily.  However, as in our case with a public sector with more than 21 employees, it gives the union a right to apply for statutory recognition.  Trade Union rights are protected under the Trade Union and Labour Relations Act 1992 and the Trade Union Act 1996 (ACAS, 2024), this provides them with negotiating power due to their collective approach and legal frameworks.   They have the right to represent their members in grievances, disciplinary hearings and disputes with unionised employees having stronger protections against unfair dismissal and workplace discrimination (ACAS, 2024) with Unions protected to organise strikes and industrial action to pressure employers for better conditions, which non-unions cannot do.  Unions have a structured formal procedure, often rigid, for discussions, voting and can exercise their right to lawful industrial action under the Employment Relations Act 1991/2004 and Trade Union Act 1996 (Daniels, 2022). If they fail, to hold a proper ballot, then it would be considered unlawful with no official protection according to Daniels (2022).  

Non-union representation on the other hand, typically has less legal and collective power in comparison (ACAS, 2024) and operates through less formal mechanisms, such as staff forums or Employee Voice Panels (Engage for Success, 2025).  Engagement with non-union representatives may be informal, with direct and flexible discussions directly with management or in smaller groups.  However, non-union representation lacks the legal protection and bargaining power.   In fact, employers are not legally required to negotiate with them in the same way they must with unions (ACAS, 2024).  

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

The CIPD (2019) defines employee voice as ‘the ability of employees to express their views, opinions, concerns and suggestions, and for these efforts to influence decisions at work’.  Employee voice can positively impact organisational performance through engagement, trust, and innovation (Engage for Success, 2025).  The CIPD (2025) argues that there are two main purposes for employee voice and that it addresses the right of every employee to have good work, including a voice to shape their working life and to improve the organisation’s function and performance by hearing a diverse range of viewpoints.   
Effective employee voice can mean better relationships for employers with their employees fostering a positive workplace according to CIPD (2025).  On the other hand, Armstrong & Taylor (2023) argue that there are degrees to which management exercise their control in making decisions and it can have a negative impact if the employee input is not acted upon and can lead to frustration and disengagement, negatively impacting performance.  
CIPD (2023) also suggests that organisations seek voice to enhance creativity and innovation, whilst employees, on the other hand, are interested in talking about things that matter to them such as justice and equity issues.  
IPA (2025) argues that an engaged workforce using their voice can strengthen organisational resilience during turbulence, whereas a disengaged workforce may use their voice to vent frustrations.   According to IPA (2025), voices must have a two-way dialogue, not just a mechanism to make suggestions or complain.   CIPD (2025) supports this and states that strong employee voice stands to drive performance, not get in the way, however, it is a big challenge for employers as they tend to treat employee representation with suspicion, trying to contain it as it may harm performance. 
Establishing mechanisms for direct employee voice, such as forums and feedback systems, requires time and resources as well as careful management.  If poorly managed, it can lead to tensions.  However, Gifford (2024) emphasizes in his article review that strong employee voice of non-unionised forms stands to drive performance rather than get in the way with the study of the German manufacturing industry evidencing how works councils had a positive effect on performance. 
As the merger process develops, the leadership team should continue to provide regular updates and monitor and evaluate the effectiveness of any employee engagement ensuring that employees can use their voice to feedback and make an impact. By analysing results, it will be possible to identify themes and continue to work on areas for improvement to sustain organisational performance and by developing works councils, it can help build trust and cooperative employment relations (Gifford, 2024). 

4. Explain the concept of better working lives and how this can be designed. (AC 1.4) 
The CIPD (2024) defines better working lives as ‘focusing on improving work for individuals, organisations and society as a whole – creating work environments which are inclusive, fair, and supportive, where employees can thrive and reach their potential’.  The concept revolves around employee wellbeing, satisfaction and productivity with Armstrong & Taylor (2023) stating that wellbeing is concerned with what employee’s experience at work to their physical, mental, financial, work-life balance and relationships.  
According to CIPD (2024), Good Work is influenced by a range of factors including HR practices, people management and employees themselves.  As an example, in my own organisation there are a range of additional benefits to support employee financial wellbeing such as salary sacrifice schemes, high street discounts.  This is as well as a clear Continued Professional Development program with annual Performance Appraisal Development Review (PADR) to identify areas for development and upskilling opportunities.  Both these support financial wellbeing and employment growth and opportunities. 

The CIPD Good Work Index identified an ongoing trend in 2024 which follows on from 2023, where employees still view work as transactional. This is a risk for organisations, as it means that a proportion of employees won’t necessarily work harder than they need to.  This is on top of some employees who view work as harming their well-being (CIPD, 2024).  Where employees feel they are valued, have a voice in a ‘good working’ environment, they are more likely to add increased discretionary effort according to Young (2024). 

This is why it is essential to have better-designed work, with Taylor (2017) arguing that better-designed work helps get the best out of people as well as its ability to tackle low productivity. Young (2024) states that job design is critical in supporting better lives with fair compensation, job security, work-life balance and an important part of people strategy.  It influences organisation of the work, fulfilling and motivating employees, providing them with opportunities and ensuring workloads are sustainable and healthy supporting both physical and mental wellbeing.  According to CIPD (2024) designing better work involves creating role and environments that promote employee well-being, engagement and productivity aligning them with the organisational goals. Cassidy (2024) highlights that several factors can influence ‘good work’ with the key factor being workplace conflict as identified in The Good Work Index 2024. CIPD (2024) identifies that when designing work, employee should have meaningful work, so they feel fulfilled within their work as well as the most appropriate resources to perform.  Office of National Statistics (2025) reports that the employment rate as of March 2025 is up on both the quarter and up on the years, however, is still below pre-pandemic rates.  

5. Distinguish between organisational conflict and misbehaviour. (AC 2.1) 
The CIPD (2024) describes workplace conflict as a situation or dispute between individuals or groups, often due to a difference in values, interests, or opinions.  They can range from minor differences in opinion to serious disputes such as bullying or harassment. Taylor & Armstrong (2023), however, argue that conflict is inevitable in organisations and results from progress and change and can and should be used constructively.  The CIPD research on conflict asserts that conflict is part and parcel of everyday life within an organisation (CIPD, 2020).  Conflict can be counterproductive when it is based on personality clashes and is cleared away rather than worked logically. Misbehaviour, on the other hand, is actions or conduct that do not align with workplace standards.  This could be breaches of policy or unethical practices (CIPD, 2019).
Both conflict and misbehaviour within this public sector organisation need to be proactively managed as early as possible. CIPD (2024) claims that handling workplace conflict proactively and positively will improve morale, retain valuable skills and talent and reduce sickness absence.  Where conflict arises within a public sector organisation such as this, it can lead to industrial action via the Trade Union and is a last resort when other ways of negotiating have failed (ACAS, 2024).  Managers must have the correct support, training and expertise to manage conflict and misbehavior so they can be part of a solution and not the problem (CIPD, 2020).  Dealing with conflict shouldn’t be reactive and organisations should develop early resolution options to avoid harm to employees affected by conflict (CIPD, 2020). 
Whilst conflict and misbehavior have distinct differences, it is essential to address both through clear communication, addressing issues as early as possible, and equipping managers with the confidence and training to deal with both. 
6. Assess emerging trends in the types of conflict and industrial sanctions. (AC 2.2) 

The CIPD (2020) highlights that conflict is part of modern-day work life with conflict being a common occurrence according to 26% of employees. Common issues include being undermined, discriminatory behaviour with a substantial effect on well-being (CIPD, 2024). Poor management practices often don’t support resolving conflict and there is an emphasis on the importance of proactive conflict management and ensuring a supportive workplace culture, according to Young (2024). 

ACAS (2024) data show there are fewer collective disputes and increased complex individual cases, such as discrimination and whistleblowing going to the employment tribunal .   This is largely down to stronger employee protection under the Labour laws.  Also, economic shifts such as cost-of-living pressures with rising inflation and stagnant wages leading to disputes over pay and working conditions (ONS, 2023).  

Within the law, there is a right to organise strikes and other industrial sanctions under the Trade Unions and Labour Relations (Consolidation) Act 1992, when employees stop working to protest certain workplace issues or disputes (Daniels, 2022).  A lawful industrial sanction protects workers who are members of the union to ensure they are protected from dismissal during the strike. Pay disputes have been the most common causes of strikes between 1999 and 2018, accounting for around 75% of all working days lost because of workplace disputes (ONS, 2021).  
 Trade Unions in the UK had significant power back in the 1970s, with a peak membership of 13 million.  There was powerful union influence, especially in industries such as mining and manufacturing (Gov, 2024). High levels of collective conflict resulted in strike action and industrial disputes, with key events like the Miners’ Strike in 1984, which started in Yorkshire and saw miners from across England, Scotland and Wales on strike for almost 1 year (BBC News, 2024).   Strikes in the past were physical demonstrations whereas today, we see more digital media campaigns or petitions. ONS (2025) data illustrates a significant shift in working days lost due to formal strikes and action between 1979 and 2018. Today, also, strikes are much shorter, largely due to reflecting different workplace dynamics and the proactive and effective management of workplace relations through employer led conflict resolution.  
Following the Miners’ Strike in the 1980s, trade union strength declined. The BBC (2004) identified the root of this long-term decline as the changing structure of the British Economy. Fig 6.1 shows TU membership increasing between 1940 and its peak in the 1980s, with a decline from the 1980s and then leveling off since the late 1990s. 
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Stricter union regulations now mean stricter rules on balloting with reduced spontaneous walkouts (ACAS, 2025). 
After years of decline, membership has increased consistently for the past four years, as confirmed by the Resolution Foundation (2021). The increase in public sector employees was higher in 2020 compared to 2019, due to the impact of COVID.  In contrast, private sector employee memberships fell as these parts of the labour market decreased due to COVID (Resolution Foundation, 2021).  More employers now also proactively seek conciliation and mediation rather than waiting for union-led negotiations (ACAS, 2025). 

7. Distinguish between third-party conciliation, mediation and arbitration. (AC 2.3) 
Third-party conciliation is a process facilitated by a third party such as ACAS, bringing both sides of a dispute together and supporting them to find a solution to their dispute (Daniels, 2022).  Third-party conciliation is encouraged by the employment tribunal to support the claim process as it can help resolve the dispute informally and often avoids confrontation associated with tribunal or court action (ACAS, 2024) Mediation, on the other hand, according to Armstrong & Taylor (2023) takes place when a third party helps the employer, and the union/employee have a structured discussion and then suggest solutions that they are not bound to accept.  Mediation is completely voluntary and can be particularly useful for interpersonal conflicts and according to TUC (2024), benefits from dealing with ill-defined problems and perceived unfairness.  
Arbitration is a process of bringing in an independent body (such as ACAS) and allowing it to evaluate the situation and decide how to resolve it (ACAS, 2022). 
Arbitration is a more formal process and is covered by UK legislation (The Arbitration Act 1996), with a binding outcome, whereas conciliation and mediation look at mutual agreement and collaboration and somewhat protect relationships (ACAS, 2022).  
All three are methods of alternative dispute resolution, with Mediation and third-party conciliation being less formal process than arbitration.  Mediation and third-party conciliation are very similar, however, Mediators facilitate discussions between parties but will not provide solutions, whereas conciliators can suggest possible solutions and is seen as an advisory process (ACAS, 2022). Gov (2025) also advises that mediation should not be used to solve problems that need formal investigation, such as discrimination or harassment. 
As with all merging organisation, disputes can arise from disagreement before, during or post-merger integration issues. Using alternative dispute resolutions such as mediation, third party conciliation or arbitration can offer benefits such as cost savings and early resolution to protect relationships (ACAS, 2022). 

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

The principles of legislation relating to unfair dismissal in cases of capability and misconduct are governed in the UK by the Employment Rights Act 1996 (Daniels, 2022), with the legislation designed to ensure employees are treated fairly and reasonably if facing dismissal, particularly in cases involving capability and misconduct.  
Employers should ensure the employee understands the requirements of the job and determine any training needs as well as explain likely penalties for the employee in failing to meet the requirements (Daniels, 2022).  Where the employer has acted reasonably and provided support through further training and education and followed a fair and transparent process in dismissal, then dismissal on capability grounds would be recognised as potentially fair under Employment Law (ACAS, 2024).  

ACAS (2024) does, however, point out that employers should adhere to the ACAS Code of Practice, outlining steps such as investigation, formal hearings, as well as providing warnings before dismissal.  The exception to this as stated by Armstrong & Taylor (2023) is in cases of gross misconduct, such as theft or fraud, gross negligence, etc where they don’t necessarily have to be given warning or opportunity to improve.  An organisation's disciplinary policy should set out a definition of gross misconduct. 

In cases of capability due to ill health, it is also essential that the employer has due regard to the Equality Act 2010 and seeks advice from Occupational Health, the case of BS v Dundee City Council (2013) CSIH19 highlights this (Daniels, 2022). The employer must consider reasonable adjustments and should document their decision-making process. 

In most cases of dismissal, employees have the right to appeal the decision as part of a fair process under the ACAS Code of Practice and employers are required to provide clear information on how the employee goes about appealing (ACAS, 2024).

Recent updates in Employment Rights Bill 2024-25 have introduced changes to unfair dismissals improving job security and fairness in the workplace.  The Bill removes the two-year qualifying period, replacing it with a new statutory probationary period arrangement (Ayling & Suff, 2024).  

9. Analyse three key causes of employee grievances. (AC 3.2) 
Work-related concerns can be raised as an employee grievance and could be about an aspect of an employee's terms and conditions of employment (e.g. pay and benefits), a health and safety issue (e.g. working conditions) or workplace relationships e.g. bullying or harassment from a member of staff (CIPD, 2024). 
Inflation and cost of living has had the most impact on pay decisions in 2023, the CIPD (2024) claims that the trend is set to continue in 2024.  44% of respondents to the Pay, performance and transparency survey conducted by CIPD still feel unable to predict when employee pay might recover from inflationary spike (CIPD, 2024).   Decisions made about potential performance-related pay, rewards and incentives can cause employees to raise grievance if they don’t judge them as being fair.  The CIPD (2024) argues that there is an advantage to increasing visibility of pay to attract and retain talent and reduce inequality pay gaps.  
Whilst some grievances may and can take time to investigate, there are grievances related to Health and Safety which may require immediate action to avoid harm and injury to others. This type of grievance can be handled informally between the employee and the manager, and the employer can take steps to safeguard others.   The number of fatal injuries to employees has substantially reduced in recent decades, see figure 9.1, which highlights the recent trends. 
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 This type of grievance highlights the importance of addressing safety concerns promptly to ensure compliance with legal obligations under the Health and Safety at Work Act 1974 (HSE, 2024).  
Findings from the CIPD ‘Managing Conflict in the modern workplace’ Report 2020 state that there is a serious problem of bullying and harassment in UK workplaces and how this harms individuals and organisations (CIPD, 2020).  This is compounded by the fact that employers and managers have a lack of confidence in dealing with conflict and the result of this is a continued reliance on formal processes and procedures to deal with this. 
It would be useful to look at data from the merged organisation to identify any trends in employee grievance so we can identify areas for improvement.  It is also essential that the Grievance policy is reviewed and up to date following the merger to avoid any harm to the organisation. 

10. Advise on the importance of handling grievances effectively. (AC 3.3).
Handling grievances effectively means addressing them in a manner that achieves the desired result and/or intended outcome with McConnell (2014) reinforcing that employers are required by law to provide their employees with a method for dealing with grievances in a timely and proper manner. Where the employer fails to follow its procedure, the employee may bring a claim of constructive unfair dismissal against the employer.  The level of investigation will vary depending on the nature and issue raised, some may need extensive investigation and an independent investigator (CIPD, 2024).   To effectively manage, they should be handled timely, confidential, and impartial manner with thorough record keeping and clear decision-making processes, managers should also have the appropriate training to build confidence in dealing with grievances (ACAS, 2024) and use skills such as active listening, emotional intelligence and negotiating skills. 

ACAS (2015) Code of Practice is designed to help employers, employees, and their representatives deal with grievance situations in the workplace.  Suff (2024) encourages employers to ensure individuals discuss differences informally with their line manager to hear concerns and respond as soon as possible to prevent escalation. That said, CIPD (2020) found that informal approaches to handling grievances hadn’t increased over the past 5 years and that employees were open to mediation and organisations should use early conflict resolution as part of their culture.  

As a public sector organisation, consideration should be given that the employee has the right to be represented at all grievance meetings (TUC, 2021) and that grievance proceedings are stressful for all involved and it would not be uncommon for individuals to report sickness with stress or anxiety (CIPD, 2024), potentially affecting productivity and harming wellbeing.   It is, therefore, essential to ensure employee wellbeing is considered and to protect the trust of all employees, without this retention of workforce and reputation of the organisation can be impacted.  

A case highlighting a breach of the duty of mutual trust and confidence is the case of Blackburn v Aldi Stores Ltd where the EAT found a failure to provide an impartial appeal which led to the breach of trust.  
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