1) [bookmark: _Hlk203161845]Differentiate between employee involvement and participation and how they build relationships. 

Following a recent merger and a shift toward private-sector leadership, concerns have arisen about potential disruptions to established employee relations. This paper offers guidance to support a harmonious workplace. 

Understanding the difference between involvement and participation of employees is central to establishing collaborative and supportive culture (Young, 2024). Although often used interchangeably, employee involvement and employee participation have separate meanings and implications, especially in the public sector (CIPD, 2025). 

Employee involvement is a management-led approach that keeps employees informed and encourages them to contribute in decision-making. It’s of an informative and consultative nature and it includes practices like suggestion systems, surveys, and quality circles (Learning, 2018). Grounded in utilitarian principles, it aims to improve organisational performance for the benefit of all (Gilford, 2005). Involvement helps employees feel valued and trusted through transparent communication which helps with building relationships and with the uncertainty around post-merging of the organisations (Marchington, 2013).  

Employee participation on the other-hand, involves formal mechanisms that enable employees to contribute to organisational decision-making through representatives. Examples of this are; consultation committees, collective bargaining and union negotiations (Learning, 2018). It emphasises power-sharing and is rooted in pluralism theory, which highlights the need to represent and balance diverse interests (Indeed, 2024 & CIPD, 2025). The power is shared and it aims to embed employees in governance and change which helps build relationships and gives employees a voice (Balushi, 2024). 

The key difference between involvement and participation lies in employee influence: involvement means consultation and input, while participation involves shared decision-making (Taylor, 2018). Both approaches promote mutual respect, aiding post-merger harmony. Combining them is essential—while involvement helps rebuild trust, participation fosters a sense of ownership in the new organisation (Nielsen, 2012). Early use of both methods can prevent conflict and strengthen relationships. In the public sector, where unions and collective bargaining are prominent, participation is crucial for maintaining trust and morale (Ulrich, 2023). Trade unions can also support open communication and shared purpose during change, further reinforced by mediation (CIPD, 2025).

Linking these theories can strengthen staff-business relationships, as employees who feel heard are more likely to build trust and loyalty (Balushi, 2024). During transitions, combining involvement and participation helps reduce conflict and promote collaboration (Ulrich, 2023). Public sector organisations must ensure compliance with employment laws, keeping policies current and clearly communicated. Training new managers in public sector employee relations is advisable. Post-merger, reinforcing employee relations through inclusive and lawful practices fosters both compliance and a united workforce and build relationships. (Fletcher, 2016).


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

Due to leadership restructure as a result of a merger of two public sector organisations, it is important to re-establish clearness on employee representation methods and how they contribute to workplace harmony. 

Union representation involves independent bodies advocating for employees in matters like pay, rights, and working conditions through collective bargaining (Patmore, 2013). Unions will negotiate terms and conditions on behalf of their members and will often act as mediators during disciplinaries, capability hearings and consultations (ACAS, 2014). Public sector unions hold statutory rights under the Trade Union Labour Regulations Act 1992 (GOV, 2014).
Employees would benefit from union representation during this transition as it will provide them with stability. Established union relationships can provide continuity within organisational change (CIPD, 2025).  During transitions, unions offer stability, continuity, and reassurance, helping to maintain trust and morale (CIPD, 2025). Their expertise in employment law and public sector values gives employees a voice (Saundry, 2011). 
However, private sector leaders may be unfamiliar with union norms, potentially causing resistance. Training management in union engagement can help avoid conflict and support a harmonious workplace (ACAS, 2014). 

Non-union representation on the other hand includes staff boards, elected employee councils or forums and directly consulting with the employees (ACAS, 2021). As employee committees are formed of elected staff it will be easier to meet them frequently with management and this can be further supported via surveys and townhalls to gather feedback directly from employees (Butler, 2005). After the restructure has commenced, an open-door policy or suggestion platforms can be applied so that employees can voice their concerns directly to management (Suff, 2022). 
Using a non-union representation method can present the business with benefits such as flexibility, as they will be easier to adapt than union structures (Lloyd, 2001). Furthermore, the feedback can be obtained quicker and engagement from employees is faster as it’s obtained directly from them. Lastly, this promotes inclusivity as all employees have a voice rather than just union members (CIPD, 2025). 
The issue with non-union representation is that they lack bargaining power and legal standing (Donaghey, 2012), as well as this due to the inexperience the employees may lack the expertise that union reps carry on procedural and legal matters (Bull, 2013). 

In light of the merger and leadership changes, a blended approach may work best. Retaining union involvement for continuity and compliance, while incorporating non-union methods to foster wider engagement and innovation. Both should promote trust, fairness, and a harmonious workplace (Kaufman, 2010 & CIPD, 2025)

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

Due to the recent merger, many of the new leaders come from private sector backgrounds and may lack understanding of public sector employee relations. This shift has raised apprehensions about upholding effective employee voice mechanisms and their influence on staff morale and organisational performance. The relationship between employee voice and organisational performance is widely recognised as significant and mutually reinforcing and therefore it is beneficial to explore the risks and benefits associated with the merger (CIPD, 2024).

Organisational performance in the public sector refers to how effectively an agency meets its objectives, typically measured through service quality, efficiency, innovation, employee retention, and public satisfaction (GreggU, 2020). 

Employee voice refers to how staff express opinions, influence decisions, and support organisational development (Ashiru, 2022).  It is vital for strong employee relations in the public sector, where transparency and fairness are key. Voice can be direct e.g. suggestion schemes or indirect e.g. trade unions (CIPD, 2025). Service quality and public confidence are critical within the public sector, promoting employee voice enhances service quality, boosts public trust, supports engagement, reduces absence, and improves adaptability during changes like public sector mergers which improves organisational performance. (Mohammad, 2014).

Research shows a strong link between effective employee voice and organisational performance (Kim, 2024). Open communication builds trust, supports wellbeing, and eases change (Broderick, 2023). Employee insights drive innovation, while inclusive practices boost morale and retention, which is crucial in post-merger settings (Ashiru, 2022). Therefore, reducing employee voice after a merger risks lower motivation, loss of valuable insights, and strained union relations (CIPD, 2017). It may also allow everyday issues to go unnoticed, harming service quality and performance (Brown, 2018). 

To maintain performance and strong employee relations post-merger, it would be recommendable for the employer to reiterate the value of employee voice in communications and support current consultative groups (Prouska, 2016). It would also be useful to provide public sector ER training for new leaders from the private sector and to enhance communication through listening forums, surveys, and team-level engagement (Rasheed, 2017). Lastly, the employer should work closely with unions by involving them in key changes and regularly monitor engagement, turnover, and other key indicators to ensure employee voice remains effective (Kim, 2010). 

In conclusion, it is essential that during major structural change, employee voice is preserved to enhance organisational performance and service delivery. A proactive and inclusive method that is personalised to the public sector will help the organisation to flourish through change and merger (Podsakoff, 2018 & Badru, 2024). 

The recent merger has brought in leaders from private sector backgrounds, raising concerns about their understanding of employee relations within the public sector. A key area of focus is employee voice, which refers to the ways in which staff express their views, concerns, and influence organisational decisions. Understanding the connection between employee voice and organisational performance is important in times of organisational change.

In the public sector, organisational performance is typically assessed through measures such as service quality, innovation, efficiency, retention, and public satisfaction (GreggU, 2020). Employee voice includes both formal and informal opportunities for employees to contribute, including staff forums, surveys, direct management communication, and trade union involvement (Ashiru, 2022; CIPD, 2025). When used effectively, employee voice supports transparency, strengthens engagement, and enables organisations to respond more effectively to challenges.
There is substantial evidence linking employee voice to improved organisational performance. A culture that encourages open communication tends to foster trust, boost morale, and reduce absenteeism (Kim, 2024). Employee feedback can support innovation and highlight operational issues that may otherwise go unnoticed (Brown, 2018). During periods of change, employee voice can help to maintain stability by reducing uncertainty, supporting retention, and building commitment to organisational goals (Broderick, 2023). In the public sector, where trust and fairness are central, effective voice mechanisms are essential to delivering quality services and maintaining public confidence (Mohammad, 2014)

However, the relationship is not without its challenges. If voice mechanisms are seen as insincere or tokenistic, they may damage trust and lead to disengagement. Leaders unfamiliar with traditions and expectations of public sector employee relations may undervalue collective voice, which can result in tensions with trade unions and missed opportunities for collaboration (CIPD, 2017). Additionally, extensive consultation processes can sometimes slow down decision-making, particularly during urgent transitions.
While there is a strong theoretical and practical case for promoting employee voice, much of the supporting research is correlational. The effectiveness of voice mechanisms often depends on contextual factors, such as organisational culture, leadership style, and the maturity of employee relations structures (Kim, 2010). Therefore, a one-size-fits-all approach may not be effective, especially when applying private sector practices in a public sector environment.
To safeguard performance and engagement following the merger, it’s important that the organisation actively promotes a culture that values employee voice. Leaders should reinforce this commitment through regular communication, support for staff consultation groups, and meaningful involvement of trade unions. New leaders would benefit from training on public sector employee relations to help them understand sector-specific expectations and practices. The organisation should also regularly review staff feedback, engagement data, and retention indicators to assess whether voice mechanisms are working effectively (Prouska, 2016; Rasheed, 2017).

Employee voice plays a vital role in improving organisational performance, especially in the public sector where fairness, transparency, and accountability are fundamental. While the benefits of employee voice are well recognised, they depend on how well voice is integrated into the organisation’s culture and leadership practices. During periods of major change such as mergers, protecting and strengthening employee voice is critical to maintaining morale, retaining talent, and delivering high-quality public services.

4) Explain the concept of better working lives and how this can be designed.

"Better working lives" refers to creating work environments that enhance employee well-being, satisfaction, and productivity, making work a fulfilling part of life rather than just a source of income (Wheatley, 2022). This concept It encompasses sustainable practices, personal growth, autonomy, and aligns with work-life balance, employee voice, equity, and inclusion (Mayne, 2023; CIPD, 2024). For employees in the public sector, who are deeply dedicated to public service values, a fulfilling work life is also characterised by a strong sense of purpose and serving communities (Barber, 2020). 

The merger and leadership changes can significantly disrupt employee security and morale. With the blend of public and private sector practices, careful management is crucial to avoid reduced engagement, trust, and retention (Cheese, 2018).  Poor handling may also increase resistance to change, lead to loss of institutional knowledge (Tanaka, 2011), and undermine public sector values like flexible working and equal opportunities (Mayne, 2023).

To design better working lives and ensure a smooth transition during organisational change, a few key steps can help. First, conduct a cultural integration check to align and understand the value differences between the public and private sectors (Schneider, 2012). Involve employees in establishing shared values for the new organisation (Pineda, 2007). Additionally, reaffirm commitment to public sector standards by training new leaders on union involvement, employment laws, open-door policies, and equality laws (Engert, 2019).

Next, support employee well-being by fostering a supportive environment through manager training on compassionate leadership, offering mental health services, and implementing flexible work arrangements (Palaniapan, 2023). Additionally, use surveys or feedback methods to ensure employees feel heard (Mayne & Barber, 2020).

Providing clear development and career paths also matters and organisation should map out new roles, offer training that fits the new structure, and support lateral moves across teams (Pineda, 2007) Lastly, invest in the managers by building their skills in inclusive leadership, public sector employment rules, and handling conflicts in a constructive way (Sollis, 2022). Altogether, these steps can help create a more supportive and effective workplace during times of change (McCarthy, 2025).

Improving work life isn’t just the right thing to do but it’s key to keeping the organisation stable, productive, and effective. As the organisation moves through the post-merger phase, they need to focus on people’s day-to-day experience. By building systems that support wellbeing and employee voice, they can build a strong and committed team for the future (Naghieh, 2015).
 
5) Distinguish between organisational conflict and misbehaviour. 

Organisational conflict refers to disagreements between groups or individuals within an organisation. These conflicts usually relate to contrary beliefs, values, communication styles or goals (CIPD, 2020). If organisations manage conflict effectively, it becomes a ordinary and beneficial part of organisational life (Indeed, 2022). These conflicts usually arise between employees, departments and leadership departments but with good communication it can help organisations if managed appropriately. Sometimes these disputes can be task, relationship or process based (ACAS, 2023). 

Organisational misbehaviour on the other hand refers to deliberate actions from employees that go against organisations polices, norms or rules (CIPD, 2020). It’s usually a disruptive form of resistance that has an intent to harm the organisation and examples of this would be absenteeism or insubordination or deliberately declining to conform with expected behaviors (Herrity, 2023). Most of the time these issues mean that there are deeper problems that need addressing. 

In a public sector merger with private sector leaders, managing employee relations and distinguishing between misbehaviour and conflict is crucial to avoid conflicts stemming from differing values (CIPD, 2020). Tensions can arise when long-standing employees clash with new management or when departments compete for limited resources or over opposing values (Roscigno, 2009; Faragher, 2020). These issues may worsen with insecurity from the restructure but also present opportunities for growth (ACAS, 2023). Conflicts, often unintentional, can be minimised with clear communication and inclusive decision-making (Van, 2012).

Restructure-related misbehaviour may include passive resistance, such as withholding effort, increased absences, or ignoring new policies (Roscigno, 2009; Shapira-Lishchinsky, 2020). These actions can affect organisational efficiency and morale (Choo, 2023).

Management of conflict within a company should start with normalising it, as this isn’t always an issue and can lead to innovation (Herrity, 2023). Management should train managers in conflict, mediation and create townhalls to assist staff with voicing concerns (Brooks, 2018). To reduce misbehaviour, management should also reinforce the organisations values and standards within the public sector consistently. Additionally, it would be useful to clarify processes around code of conduct and disciplinaries, however this should be balanced with supportive dialogues to not instigate further disputes (Stacey, 2011). Lastly, the organisation should track data to monitor trends around complaints, absences and exit interviews to find patterns and address issues (Choo, 2023). 

Due to the reorganised merged public sector, it is essential that trust, clarity and inclusion are maintained. This can be further supported by appropriately responding and distinguishing between conflicts and misbehaviour (Mo, 2012). 

6) Assess emerging trends in the types of conflict and industrial sanctions.

Types of conflict and industrial actions are closely related aspects of workplace disputes. Conflict arises from disagreements over goals, pay, working conditions, job security, or union recognition (Watt, 2024) and can lead to industrial actions such as strikes, work stoppages, lockouts, protests, and legal action (ACAS, 2024).

These disputes are typically resolved through collective bargaining or third-party mediation like ACAS (Watt, 2024). Conflicts can disrupt operations, reduce effectiveness, and cause financial and operational setbacks (GOV, 2024).

Industrial sanctions like strikes, walkouts, boycotts, and slowdowns are used by unions to pressure employers during disputes (Daniels, 2022; ACAS, 2024). Cultural clashes are a growing trend, especially during mergers, which arise from differences in private-sector efficiency and cost-cutting versus the public-sector focus on service and stability. This tension often leads to employee resistance and conflicts over pay or job security (Lasierra, 2018).

Change-related conflict often increases during mergers, restructuring, or leadership shifts, especially with top-down decisions and poor communication. Employee replacement or new leadership can lead to feelings of disconnection, tension, absenteeism, and lower engagement (Jiricka-Pürrer, 2019).

Digital work conflicts emerged and trended post-pandemic, especially around hybrid policies, monitoring, and flexibility (Andersen, 2023). If management attempt to impose private-sector-style surveillance, this could lead to employee tension and pushback. (CIPD, 2025).

Lastly, if management make changes without proper consultations around employee’s workloads and roles, this could cause union action and pushback due to procedural injustice (Marizona, 2023). 

Emerging trends in industrial sanctions include increased union activism, particularly in the public sector, due to pay freezes and cost-saving measures (Cregan, 2013 & Refslund, 2025). This could escalate disputes quickly if consultation is bypassed (Tomlinson, 2021).


Unions increasingly coordinate cross-departmental action and use rolling strikes and legal tactics strategically, raising the risk of strikes (Chan, 2012) reputational damage, and operational disruption due to public support (Refslund, 2025). 

Lastly, there is an increasing trend among employees to use non-traditional methods to protests like the use of petitions, social media campaigns and whistleblowing. If the new management are not aware of these methods and are not acting proactively, there could be a significant reputational damage (Noh & Marizonna, 2023).   

To address these trends, leaders should be trained in union relations and public sector employment law. Early engagement with employee representatives builds trust, while reaffirming core employment-relations values helps reduce tension. Joint workshops can support cultural integration, and strong conflict resolution processes are key to managing disputes early (CIPD, 2025 & Ritchie, 2023). 

7) Distinguish between third-party conciliation, mediation and arbitration.

Distinguishing between third-party conciliation, mediation, and arbitration is crucial for managing potential employee relations conflicts that may arise due to changes in leadership and possible misunderstanding of public sector practices (ACAS, 2024). 

Conciliation is an informal, voluntary process where external organisations like ACAS help resolve disputes between employers and employees. Conciliators remain impartial, offering advice without imposing decisions (CIPD, 2023). For example, if a merged organisation's new flexible working policy causes a dispute, conciliation can involve a neutral third party to facilitate discussion and reach a mutually agreeable solution (Ibsen, 2021; Brown, 2014). This method is effective when there is a willingness to negotiate and avoid escalation (ACAS, 2024).

Mediation is a more formal method of communication where parties involved look to clarify problems and discuss resolutions. This process is also voluntary like conciliation but it offers more formal structure and focuses on repairing relationships via third-party involvement (Blain, 1987 & MOJ, 2021). Mediation may be used internally to work out conflicts between departments as a result of policy changes introduced by the new private sector leadership (SI, 1994 & Love, 2011). A mediator could strengthen and help rebuild relationships between long-standing public staff and new management if there is a dispute over processes (Corby, 2005). 

Arbitration is a more formal process which appoints an independent arbitrator to investigate both version of events and make a binding decision based on facts. It’s used as a last resort, if the informal processes fail (Sherman, 2025). For instance, if a dispute over contractual changes arises post-merger and cannot be resolved through informal negotiation methods, arbitration may be used to make a binding, legal decision (Messick, 2005). If the union believes the new management is violating agreed terms for example and no resolution is reached, an arbitrator can be appointed to settle the matter (Ibsen, 2021).

To avoid conflict arising and having to resort to the above methods, management should establish clear communication strategies and invest into induction of new leadership by providing comprehensive public sector training. They can also reinforce employee voice by ensuring staff and trade unions are provided with regular surveys and they should also involve HR professionals actively (Jones, 2023). 

In a public sector setting experiencing change, mediation could prove to be the most effective initial approach as it provides an opportunity to restore trust and mutual understanding between incoming management and employees. Conciliation can support early conversations, while arbitration should be considered only as a final option (Dosani, 2023). 


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

Under the Employment Rights Act 1996, an unfair dismissal occurs when an employee with two years of continuous service has their contract terminated without a valid reason or proper procedure (GOV, 2024). The ERA96 sets out five potentially fair grounds for dismissal, misconduct, capability, redundancy, statutory illegality and SOSR (some other substantial reason) (ACAS, 2024). 

Capability refers to an employee's ability to perform their role, including skills, qualifications, or health (Daniels, 2022). Dismissals based on capability usually stem from performance issues, and employers must identify causes like training gaps, health problems, or unrealistic expectations. They must follow formal performance management procedures, set clear goals, provide feedback, and offer support or adjustments (Collins, 2022; CIPD, 2024). If performance is health-related, employers should seek medical input and consider reasonable adjustments, especially if employee is considered disabled under the Equality Act 2010 (Newman, 2008; Williams, 2016). Dismissal should only occur after thorough review and continued underperformance despite support (Lawton, 2013), with documented performance improvement plans and warnings (McCarthy, 2005).

Misconduct refers to behaviour that breaches workplace rules or standards (Brodtkorb, 2010). Dismissals for misconduct require a fair investigation and, if evidence supports it, a disciplinary hearing (Hunt, 2005). Employers must follow the ACAS Code of Practice, ensuring the employee's right to representation and appeal. Failure to do so can lead to unfair dismissal claims. Workplace policies should clearly define what constitutes misconduct and specify any behaviours that may be classified as gross misconduct, which could lead to summary dismissal. However, even in such cases, a fair and transparent process must still be followed (ACAS 2024 & Jones, 2012). 

Incoming leaders from the private sector may struggle to navigate public sector frameworks, such as trade union relationships or collective bargaining agreements. This could result in inconsistent or unfair disciplinary actions and rushed dismissals due to a cultural mismatch, overlooking public sector norms (Collins, 2022). Employees may challenge such decisions and attempt to claim unfair processes lack of reasonable adjustments, or failure to adhere to internal HR policies or national guidelines (Hunt, 2005). It would be beneficial to provide training to new management on public sector laws and ACAS guidance and establish clear capability and disciplinary procedures (Khalifa, 2023). New management should engage with trade unions early after the training has been completed to establish good communication and apply fair treatment consistently, regardless of sector background (Antcliff, 2009). 

9) Analyse three key causes of employee grievances.

Employee grievances can stem from variety of factors, however in this instance, due to the public sector merger, the major staffing changes and the arrival of new leadership unfamiliar with public sector norms there are three primary factors that are likely contributing to employee dissatisfaction and concern (ACAS, 2020). 

Mergers often bring cultural shifts, job insecurity, and role ambiguity (Suff, 2024), made worse by poor communication. Employees will also be concerned about the evolution of roles, responsibilities and organisational culture. To reduce confusion and frustration, organisations must communicate changes clearly and transparently, as this will also reduce the feeling of being alienated from the newly merged organisation (Faragher, 2018). Leadership should provide regular updates, explain decisions' impact, maintain an open-door policy (Shenhar, 1993), and offer development plans and support for those adapting to new roles (Nelson, 2006).

A key issue is the clash between private-sector leadership styles and public-sector values, as most leaders come from the private sector (Hopeck, 2014).  While the private sector focuses on results, the public sector values fairness, stability, and process (Dewulf, 2011). Ignoring these values can lead to staff grievances and perceptions of disconnected, unjust leadership (ACAS, 2024; Lyons, 2006). Leadership should receive training on public sector values and employee relations as this will promote transparency, well-being and harmony (Reed, 2019). Ensuring that management are trained and that they shift towards hands-on leadership will help link the gap between the private and public outlooks, as well as enforce employee voice (Wright. 2010). 

Lastly, lack of employee involvement due to usual private sector practices and insufficient communication could be another source of grievances. In this instance management may not understand the importance of involving employees during a merger and if employees feel unheard or uninformed in the decision-making, this could create grievances or resentment (Gregory, 2005 & Torrington, 2014).  If employees feel like their complaints aren’t heard or addressed during the merger, they may feel neglected and undervalued which will further enhance grievances (Baker, 2010). To reduce the likelihood of this happening, management can hold town-hall meetings and have employee feedback sessions with anonymous surveys to gather concerns and information. Clear communication and involvement of employees throughout the merger will also assist with building trust and reduce grievances (Unison 2023 & Lyson, 2006).

Leadership should focus on aligning their style with public sector values and enhancing communication to reduce grievances during this merger. Additionally they should look at upskilling themselves and creating a supportive environment (Foot, 2011). 

10)  Advise on the importance of handling grievances effectively. 

Effectively addressing grievances is crucial, especially during transitions like mergers, when new management may be unfamiliar with their roles and public sector values, increasing the risk of employee dissatisfaction (Suff, 2024 & Hood, 2008).

Effectively handling grievances is key to maintaining trust and morale, especially during mergers that create job uncertainty. If grievances around these concerns are not handled effectively, this can lead to disengagement, low morale, and high turnover, while a prompt and empathetic response supports trust, productivity, and long-term engagement (BVA, 2013; Nurse, 2007; Daniels, 2022).

Public sector employees are often purpose-driven, so mishandling grievances—especially during leadership changes or mergers—can harm morale, disrupt operations, and erode public trust. Prompt action is essential to maintain team unity, stability and focus (Pilbeam, 2010; Foot, 2011). 

Public sector employees expect transparency, equity and fairness in grievance handling. If new leadership neglects these standards, it can lead to perceptions of bias and erode trust with staff, unions, and stakeholders (Folger, 1998). Adhering to established procedures and ensuring employees feel heard helps build a culture of equity and inclusion which strengthens employee relations (Pierro, 2014).

Due to the merger there is a high chance of culture clashes, especially when new leaders come from a different background. Public sector workplaces have unique rules, union agreements, and ways of working that may be unfamiliar (AcuityLaw, 2024). Grievances from these differences should be handled carefully to resolve issues and help new leaders adjust to the public sector (Randall, 2016). 

During major changes like a merger, employees naturally worry about their position and responsibilities in the business and therefore it will be essential for the management team to present clear and transparent communication throughout to address any grievances. Failing to do this may lead to resistance change and frustration (Elbaz, 2022). It will also be crucial for management to listen and build long-term employee relations using the already established public sector values. If they fail to do this they may create a toxic atmosphere or undermine their credibility (Aktar, 2021 and Nyongesa, 2024). 

In short, effective grievance handling during a merger is key to maintaining trust and stability. The leadership should involve employee representatives and have consistent approaches to policies while listening to grievances with empathy. It would also be beneficial to train them in public values to adapt and build stronger employee relations for long-term success (Rollinson, 2000 & Butler 2023). 
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