1.1 Employee involvement and employee participation focuses both on individual and collective relationships in the workplace. Individual employee communication are important in the workplace, however in contrast to employee participation where it is a collective voice that can complement individual channels (Ayling and Suff 2025). 
Employee involvement is a situation where managers can introduce something new by collecting ideas from their employees and their cooperation making the process of implementation easier (Ellis, 2022). When employees are given a choice or an input on how their workplace environment works, they become more productive as the have participated in workplace decisions. When people have greater autonomy in their workplace and how it is run, generally employees will put more effort into their work and become more motivated (IPA , nd). Employee involvement is where management or other employees directly consult with each other in contrast to employee participation where it is a more formal process through representation with a shared power of decision making to improve the organisation. Employee involvement builds relationships by fostering communication and collaboration through shared decision making, it can build trust and respect by asking for input from employees making them feel valued when it comes to decision making that personally affect them.
Employment participation is where employees participate in organisational decision making. It is a form of representation that can be used in any workplace. This can look like a council, committee or an employee forum. It is usually built on representatives in a workplace who collect employee’s opinions or thoughts to have their say. The employee voice is defined as the ways and means through which employees attempt to have a say formally or informally (Ellis, 2022). Informing and consulting the workforce is a core people-management principle. When done well, it strengthens employment participation by creating meaningful dialogue. This enables senior leaders to share key information or future plans and build support, while giving employees a structured way to express collective views, ideas, and concerns, with high levels of employee participation in the workplace it creates a positive climate of employee relations, it can improve business outcomes and can contribute to an employee’s wellbeing, which can support workplace harmony and can decrease any potential conflict, participation overall builds relationships by contributing to the fairness and governance in the workplace (Ayling and Suff 2025). Giving an employee stake in decision making gives them pride and ownership in their work creating a positive and supportive culture. 
As the organisations have merged, it is important that a new council or employee form is formed giving employees the option to elect their own representatives, this will encourage employment participation and create a more engaged workplace. To encourage employee involvement the managers of the organisation need to encourage regular one to ones with their team, by fostering open communication employees.

1.2 Union representation is often based on formalised structures, ACAS research has shown that trade unions are now based predominantly in the public sector (IPA,nd). There are similarities between both union and non-union where they both represent employees and can help with problems in the workplace, Ultimately the most significant difference between them both is the power dynamic of a trade union representative through legal authority and collective bargaining, a trade union is also not controlled or dominated by an employer or organization but acts as an independent party in the best interests of who they are representing  (Daniels, 2022). Recognition of a trade union means that an employer is legally required to negotiate with the trade union on matters covered by a collective bargaining agreement such as pay negotiations.
Trade unions can do this on an individual basis, but they rely upon the logic that they can have more influence on management if they do this collectively, an example here is of the trade union UNITE, where they have recently urged the council in Birmingham to address employees pay which has led to industrial actions of a strike which has been backed by the trade union (Flash, 2025).  Trade unions tend to have more legal protection and maybe more effective in negotiating collective benefits. 
Non union representation can take form of a work council, staff associations or an employee voice representation to discuss employee concerns in the workplace. Employees can have their say through their representatives which acts like a union, but it isn’t. They can raise potential changes or problems that might need addressing. Although some actions can be taken through this process as it is not legally backed like the trade union, there is no obligation for organisations or managers to act on the agreements reached but focuses on collaboration between employees and employers (Ellis, 2022). Having represented bodies for an organisation are also established to create higher engagement in the workplace. 
Both Union and non-union representation provide a structured way for employees to raise any concerns that they have in the workplace, the biggest difference is that the trade union has more legal power. Whereas a non-union focus on communication and work-place collaboration.
As the Organisation has merged with some managers from the private sector it needs to be formally communicated by providing employees with written material about trade union representation explaining union roles, rights and what benefits there are to using union representation for on-site meetings, especially during changes or disciplinary processes. The organisation also needs strong communication in their workplace forum or work council as employees have been merged they may have different ways of working preventing them working coherently together, by having a structured communication channel it will allow employees to raise ideas or concerns. 

1.3 An employee having a voice at work can be fundamental to people’s working lives. Having a voice in the workplace helps build better relationships between employers and their workforce (CIPD,nd). If employees feel that they lack a voice in their organisation this could affect their wellbeing and overall commitment to the organisation (CIPD,nd). When employee voice channels work effectively, employees can feel valued, trusted and influential which can increase their job satisfaction and organisational performance.

According to a case study by the (CIPD,2021) Fircroft college went through a restructure. Prior to the restructure all decisions made in the organisation were between four members of the senior team, employees felt disengaged and excluded in their workplace, they lacked trust in senior management, working relationships were bad which overall created a toxic working environment. After the restructure over sixty percent of employees left the organisation which created vacancies, the restructure included employees having a say in decision making, created a new set of organisational values which they try to embed on a daily basis which encourage greater participation and voice with new meeting formats set throughout the organisation, this changed the culture of the organisation, employees felt more valued and included in decision making and it gave them a “can do attitude”. New ideas kept flowing through the organisation changing the overall structure to how the college now runs. Continuing to use the employee voice is now central to what they do moving forward (CIPD,2021). 

Overall the relationship between employee voice and organisational performance is strong and positive, as voice and inclusion can contribute to better decision making, higher engagement in the organisation and a positive culture, these benefits do depend on how effectively voice channels are implemented and responded to. The employee voice has to cover meaningful issues to benefit the organisation for performance not just ideas about what they would like in the workplace (IPAc,Nd). 

The organisation needs to ensure that elected representatives may need additional support and training for the voice channel to work effectively to benefit the organisational performance. Some organisations that adopt a voice channel simply to have one or improve their public reputation then fail to listen are at risk of damaging trust and reducing organisational performance (IPAc,Nd). If voice is ignored it can be detrimental and can make employees feel disengaged and excluded from their working environment. An employee’s voice can be crucial on the merge of an organisation for better decision making, if there are problems in the workplace communication through representative channels allows the organisation to build clear practises and policies to move forward successfully increasing organisational performance. 

1.4 The overall concept of better working lives is focusing on good work for employees creating fair workplaces with positive relationships, good work–life balance, secure employment, fair pay, strong wellbeing, and meaningful employee engagement that values employee voice (CIPD,2025). An employer should see themselves as having a duty of care to all its employees. Paying people well is only one aspect of supporting better working lives, employees also need to perceive that they will be treated fairly and not be invalidated out if they were sick or injured (Taylor,2022). 

According to Taylor (2017) “ Good Work is shaped by working practices that benefit employees through good reward schemes and terms and conditions, having a secure position, better training and development, good communication and ways of working that support task discretion and involve employees in securing business improvements”. Rather than relying on national regulation, better work is more effectively delivered through responsible corporate governance, sound management, and strong employment relations within organisations. This makes it vital that companies are recognised as taking good work seriously (Taylor, 2017). All work should be fair, employers need to invest and develop their employees to offer them progression if the opportunity arises within the organisation or for their own personal prospects (May conservative government, 2018).  These are generally the environments where employees are more likely to stay as their organisation has created an engaged workforce. 

This can be designed in the newly merged organisation by having robust contract of employment which describes the employment relationship where the individual can have access to all their terms and conditions of employment including the security of their weekly wage and contractual working hours. The contract is a legal document between the employee and the employers (Daniels 2022). According to the second part of Maslow’s theory the triangle refers to an individual feeling social and involves theory of belonging. The organisation need to design a clear career and development pathway for individuals to strive and reach personal goals. People generally engage in a profession which gives them a sense of value (Mcloed, 2025). Employee voice also plays a key factor in good work. The organisation can implement a work council with elected representatives so employees can have a say either formally or informally and be able to put forward new ideas and proposals that can create an engaged organisation (Ellis, 2022). This will strengthen communication in the organisation and create strong employment relations.


2.1 Organisational conflict in the can take shape of many different forms and can refer to disagreements between employees or between employees and management, this can be a clash of personalities or ideas between employees and can create a hostile environment for people to be around (CIPD,2024). Different experiences and perspectives among employees can lead to misunderstanding and conflict. This can be positive and managers play a key role in addressing workplace conflict to prevent situations from escalating by either mediating between parties or playing a key part in negotiating. As the organisation has a lot of new managers, it is important that they are given the correct training to enable the managers to deal with conflict fairly and create awareness of early signs of shifts of behaviour or increased tension for them to address these issues quickly. The organisation needs to set clear expectations through up-to-date policies and procedures and define roles and responsibilities to all employees using strong communication for discussion to minimise misunderstandings.  

Organisational misbehaviour is more intentional and can violate organisational rules. Conduct is divided into two different categories. Gross misconduct usually includes theft, fraud, assault and vandalism which can lead to dismissal without notice. This type of behaviour can affect the reputation of an organisation and potentially damage finances, whereas Misconduct which is a less serious offence like not following company uniform policy can be dealt with through disciplinary warnings however if the behaviour does not improve there is a possibility that it could lead to dismissal (Daniels 2022). 

As the organisations have merged through TUPE some policies and procedures may differ, so the organisation needs to ensure that policies and procedures are aligned as one for it to be fair and clear to their employees what their expectations are. Manager’s will also need the correct training for carrying out disciplinary procedures to ensure that this is fair and dealt with properly. 

2.2 According to CIPD research there is still unhealthy conflict which are still causing problems in many workplaces (Suff 2024a). ACAS reports that conflict was most common among people in Great Britain whose disability had an impact in their daily life, however an emerging trend of capability and performance issues was the most common topic of conflict and generally people frequently reported conflict with their managers or other colleagues in their organisation. With over half of these employees that reported conflict led to stress, anxiety or depression as a result this could have impacted employee inactivity related to long term sickness, this has increased from 2020 – 2025 (Labour market 2025). According to ACAS “The most significant developments in workplace relations over this period has been the falling levels of industrial action; the number of working days lost to strikes (Office for National Statistics) has fallen by 96% since a peak at 29.5 million in 1979, averaging fewer than a million days a year in the last 10 years. Over the same period, the number of employment tribunal claims (GOV.UK) has increased by 185%; from around 41,000 in 1979 to around 115,000 in 2024”. Industrial strikes have also changed where in the 1970’s they were very frequent with a high union membership and started slowing down over the years due to new legislation and a declining union membership. Strikes now tend to happen over less time but have targeted actions to cause strategic disruptions. 

Overall emerging trends in organisations show a clear shift to individualised conflict rather than collective industrial action, and there are more individual disputes often centred around performance management and employee relationships with colleagues or their line manager (ACAS, 2025). Although there has been a decline with industrial sanctions the rise in tribunal claims suggests that conflict is being formalised using legal channels. This trend looking at the labour market report of people inactive due to long term health issues raises concern around workplace issues and the overall impact it is having on an employee’s wellbeing. My recommendation to the organisation is that they need to ensure that their managers are trained correctly to carry out fair capability and performance reviews using evidence-based data. Whilst also investing in the appropriate training to deal with workplace conflict whilst fostering open communication channels where employees feel safe to raise concerns in their workplace. 

2.3 Third party collective conciliation involves a representative who is impartial to work directly with employers and groups of workers to settle a dispute. Both parties are given a chance to come up with an agreement without taking any legal or industrial action (Acas,nd). Collective consultation can help both sides come to an agreement. Early conciliation has been mandatory since the 6th May 2014. By law this can only last for a certain amount of time typically around three months (Daniels, 2022). This is a legal process individuals must follow if they want to take a claim to an employee tribunal. Early conciliation will help an individual reach a legal agreement with their employer which can avoid going to an employment tribunal. Collective conciliation is not a legal process and involves working with groups of employees whereas early conciliation is and involves one to one dispute. 

Third party mediation involves meeting everyone involved in the workplace disagreement (ACAS,nd). The mediator will meet everyone separately to tell their sides of the story and help the mediator understand what the individual wants from the mediation. The mediator will work with everyone involved to move the focus to the future and agree solutions to the disagreement. Mediation is used more around disagreements in the workplace, this could be workplace conflict or treatment and does tend to be between fewer individuals and aims to mend relationships whereas collective conciliation is used for disputes around pay, changes to working practises or a dismissal of a group of people and is used to improve industrial relations, prevent industrial action and resolve trade union recognition. 

Arbitration should only be used if disputes can’t be resolved between mediation or conciliation (ACAS,nd). It is delivered by a neutral person and they will decide from the evidence provided by both parties. Before starting arbitration, both parties must agree to accept the decision made, although arbitration is not legally binding, it is binding in honour and neither side can change this through court in the future. Both conciliation and arbitration can be used to settle disputes however arbitration differs massively with the third party having the final say of the outcome whereas in the conciliation process you reach a collective agreement. 

I recommend that the newly merged organisation ensures that they document a clear, shared policy for managing conflict, so individuals are aware of what processes they need to follow and are comfortable to raise their concerns internally. This will help avoid any third-party interactions by ensuring that everyone is treated fairly and everyone is aware of what process to follow. I also recommend that managers are giving the correct training for internal disputes or workplace conflict, so cases internally are handled correctly. 

3.1 Under the Employment Rights Act 1996 it states that has the right not to be unfairly dismissed by their employer (Daniels, 2022).  It defines capability at skill, aptitude, health or any other physical or mental quality. If the capability issues involve ill health, employers must obtain appropriate medical documentation and potentially consider workplace adjustments or an alternative role defined by the Equality Act 2010 (Daniels,2022). If capability is a performance issue the employer needs to provide adequate support to enhance the individual’s performance and give the employee opportunities to improve, in all capability issues employers are expected to follow a fair process. When looking at the case of O’Brien v Bolton St Catherine’s Academy the teacher was absent for a year after being assaulted by a pupil and was dismissed. At an internal appeal it comes to light that the employer did not gather evidence from the employee or her doctor, therefore this was found to be an unfair dismissal. The Organisation must take reasonable steps and measures to understand the issues and investigate potential solutions with the individual before any dismissals are made.

Misconduct relates to an employee’s behaviour in the workplace; to dismiss fairly for misconduct an employer must have reasonable belief that misconduct occurred, the belief is upheld after an appropriate investigation and that the investigation that was completed must be reasonable. These principles were established in the case of British Home Stores V Burchell.  The employers also need to follow the disciplinary procedure inline with the ACAS Code of Practise, which includes notifying the employee of the allegation, holding hearings and allowing the employee to have their say. In the case of Salford NHS Trust v Roldan, Roldan was suspended without knowing the allegations against her and another allegation that had never been investigated was considered in making the decision to dismiss. This dismissal was upheld of unfair by the courts of appeal. The level of belief required for a dismissal is not the required level of criminal prosecution but there is still a need for an employer to act reasonably and follow a fair process (Daniels, 2022). In both capability and misconduct, legislation requires employers to demonstrate a valid reason and a fair process. Failure to act reasonably by an employer or follow the correct procedures could result in an unfair dismissal by an Employment tribunal. 

I recommend that the newly merged organisation provides training to managers to ensure that they know how to handle disciplinary cases inline with the ACAS code of practice. The organisation needs to provide managers with training and development opportunities to enhance their knowledge on the Equality Act to ensure that everyone is treated fairly.

3.2 There are several reasons why an employee might raise a grievance, difficulties may arise in the workplace and grievance procedures are there to ensure that these are delt with fairly. A grievance can be raised by an employee if they feel like they have been treated unfairly or their rights have been violated (CIPD, 2024a). A key cause to a grievance is poor management. This can lead to an employee having unclear communication in the workplace, the lack of support or unfair decision making by managers often can lead to frustration amongst employees. Poor management can cause an employee to be disengaged with the business and not valued; it can lead to misunderstandings and conflict. In the newly merged organisation managers are on the front line of communicating with employees, they need to be given the correct training on the importance of good people management. Part of that good management is being able to communicate and listen to their employees. Strong communication between an employer and an employee offers several benefits for a business it ensures that an employee feels valued and they can have some input on workplace matters and allows them to raise concerns if needed. (Paramaguru, 2025).

Unfair treatment involves discriminating or unequal opportunities based on factors like age , race, gender or disability, by the manager creating a discriminating culture makes an overall difference to how people are feeling in the workplace, being in a senior role discrimination is exemplified by leadership by excluding people from opportunities and showing favouritism to employees (Green, 2019). An example of this is just giving one person an opportunity for promotion and not opening this promotion up to other employees. Employees who experience unfair treatment may feel undervalued which can damage trust not only in the management but overall, the organisation. Not being treated fairly can create a strain on an individual and reduce their overall commitment to the organisation, decrease productivity and potentially impact their health. The newly merged organisation needs to ensure that they have robust policies that are inclusive of its entire new workforce and ensure that the managers are aware of the Equality Act 2010 to ensure opportunities are inclusive to everyone.

A third cause of a grievance relates to working conditions. “Regulations impose a duty of care on employers to maintain places of work, equipment and systems in am efficient state of good repair and order” (Daniels, 2022). Poor working environments can lead to dissatisfaction amongst employees, if employees feel that they lack general resources to perform their jobs well this can cause frustration and increased stress levels. Poor working conditions overtime can negatively affect an employee’s wellbeing and they can become demotivated effecting their overall performance in the organisation. If working conditions are not addressed this can influence the labour turnover in the organisation.  The newly merged organisation needs to ensure that employees have the required resources so individuals can perform their job well. They also need to ensure that equipment receive safety checks regularly to ensure that equipment is maintained and proactively addressing any concerns.  

3.3 Difficulties may arise in an organisation at various points in an employment relationship, grievance procedures are there to ensure that if there are any challenges they are dealt with fairly and consistently (Suff, 2024). In any formal meeting an employee has the right to be accompanied by a trade union representative or a colleague this is a legal right according to the employment right act 1996. When handling a grievance, it is important that employers refer to their policies but also follow the Acas code of practise. The procedure and actions of the employer and employee will be considered if the case reaches an employment tribunal, if this is not followed correctly it can reduce or increase an award by up to 25% (Daniels, 2022).  A clear and well applied grievance procedure ensures that everyone is treated fairly and reduces the perception of favouritism or bias which helps maintain employee trust (Suff, 2024). Proper handling of a grievance helps organisations meet legal obligations and demonstrates ethical responsibility. Grievances can be very stressful for both parties that are concerned and can have a massive effect on wellbeing. Through out the process it is important that both parties feel supported. It is important that the individual raising the grievance feels like they have been heard and listened to by the organisation, they need to be given the time to raise points before the grievance is closed to ensure that their points have been taken into consideration. It is important that no matter how big or small the grievance, they are taken seriously as there can be a tendency to dismiss employee concerns, which could escalate into a bigger dispute (Suff, 2024). By listening and responding this will strengthen relationships between the employees and managers. Effective grievance handling helps protect the organisation from any legal implications whilst supporting the employee’s wellbeing helps maintain their productivity and morale. 

The newly merged organisation needs to encourage employees to discuss differences informally with their line manager so concerns can be addressed and handled as soon as possible to prevent formal grievances (Suff, 2024). It is also important that managers receive the correct training to resolve conflict at work as the merged organisation may have different ways of working and this would prevent further escalation. 
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