1.1 
  Employee involvement and participation both contribute to the employee voice. (CIPD, 2025a). Both terms are sometimes used interchangeably but there are notable differences (Gilford, Neathey, & Loukas, 2005). 
  Employee involvement includes methods of top-down communication including briefings, communication from management, notices (Gilford, Neathey, & Loukas, 2005). 
  Employee participation according to the CIPD (2025a) gives employees an opportunity to influence decision makers. This can be done directly or through representatives. Representatives could include trade unions, staff forums or worker board members. Examples of participation could include staff survey feedback, consultations, union meetings. The Good Work Index in Wales (CIPD, 2023) advise that managers in Wales do well to keep their employees informed, less so when comes to negotiation in employment, which implies that employee involvement is positive, but participation is less so. 
  CIPD (2024a) include employee voice as part of their definition of what makes good work. There was a clear link between employee voice and conflict. Employees who had experienced conflict were much less likely to rate their manager as good, than those who hadn’t experienced conflict. Around half those who hadn’t experienced conflict rated their manager as good when it came to negotiations, listening to and seeking suggestions and influencing decisions. 
The hawthorn experiments highlights the importance of employee participation. If managers listen and react to employee concerns and suggestions, it has a positive short-term impact on employee productivity and wellbeing (Perera, 2024). Once attention fades, the productivity returned to their original levels. They also found in a series of experiments, that if the employees felt there was an altera motive for the increased attention, that productivity would decrease. For example, if employees felt that they were being watched closely for the purpose of dismissing the least productive, productivity would fall. This implies that co-workers can influence the effect of the increased attention. Having employee participation could counter any negative effect because it would eradicate the perception of a negative consequence as employees would be part of the decision-making process. Employee involvement may not have the same effect as this is still top-down, although it would be hoped that employees would feel able to express their concern. 
1.2 
Employees can choose to be part of a Trade Union or not. They cannot be treated less favourably depending on whether they choose to join (Daniels, 2024). 
  Trade Unions have different and separate powers to employees and employers. Individuals from different organisations can be part of the same union. Some unions specialise in different industries, such as BECTU for media, NUJ for Journalism. Other Unions are more general, such as Unison. The definition of a trade union according to the Trade Union and Labour Relation (Consolidation)Act 1992 (TULRCA) is an “organisation consisting wholly or mainly of workers of one or more descriptions and whose principal purposes include the regulation of relations between workers of that description or those descriptions and employers or employee associations” (Daniels, 2024). Unions must be independent from their employers and doesn’t have to be recognised to have members within an organisation. To be recognised by an employer, certain conditions must be met. This includes having enough members, and agreeing on the terms (Daniels, 2024). If not recognised, its good practice to have a good relationship with the union representative. Unions can be of value when communicating and administrating change within an organisation, they give a different perspective from the employee. Union representatives are given training on employment relation matters to support its members in situations such as disciplinaries, grievances and pay matters. This can benefit both the individual and employer if there are good relationships. If a Union is recognised, then there must be a collective bargaining with the employer when rates of pay are determined. This is more common in the public sector compared to private sector (Waite et a. 2021). Employees are protected against dismissal 12 weeks following an authorised strike.
  Non-union representatives could be tied to the employer rather than independent. Non-union groups could include staff forums, manager forums, focus groups, minority networks. In situations such as disciplinaries, individuals could bring non-union members to a hearing for support, such as a colleague. This individual may not have experienced a hearing or had relevant training, therefore may not have the same advantage as a Union representative. There is no obligation to consult non-union members in situations such as pay settlements and policy changes, but it is good practice to do so to ensure a good relationship and provide an employee voice. There are no legal perspectives for being a non-union representative. If a non-union group were to strike, there is no legal protection and could result in disciplinary as misconduct as an unauthorised absence. 
1.3 
  CIPD (2025a) define employee voice as the way individuals communicate their views to their employer, and influence decisions that affect them at work. Employee voice can be expressed as individuals or as a collective. The IPA (n.d) provide an example of an individual voice being direct contact with management on a semi regular basis. Examples of a collective voice would be via trade unions, staff forums, or pulse surveys. 
  Engage for Success (2009) advise one of the four enablers for high employee engagement and organisational performance is employee voice. IPA (n.d) note that by giving an employee voice, that it can help build a positive relationship between employer and workforce, which strengthens mutual trust, increases employee engagement which in turn enhances workplace productivity. 
  CIPD (2022) conducted a review on organisational performance and culture. It was widely believed that a “good” or “strong” culture led to a good performing organisation, but there is little evidence to support this, culture is difficult to measure, and culture is a weak predictor of overall performance. The IPA (n.d) on the other hand sate that there is a wealth of knowledge that employee engagement boosts productivity with up to 18% increase in the upper quartiles. In addition, Mansor Et al. (2023) found a significant correlation between organisational performance and employee engagement, and significant contributor to staff engagement is employee voice. 
Engage for success (2002) advise that an organisation who listens to its employee’s gain a deeper commitment. They advise to listen to those on the front line doing the work can bring forward simple ideas and solutions to increase performance.

1.4   
  CIPD’s (n.d) purpose has been to “Champion better work and working lives” since it was established and lies at the centre of the profession map. To fulfil this purpose, they aim to create value in everyone’s work. They believe that good work is fundamental to individual wellbeing and supports us as a society and an economy. 
  Job design refers to the specific contents of a job, to fulfil the needs of the organisation, and to also satisfy the needs of the individual. Job design is an important factor in better working lives (Armstrong and Taylor, 2023). The ideal design would be to have a range of activities, with varying depth, and good relationships with the co-workers and managers. If designed well, individuals will be motivated to achieve their goals within work, and externally. Goals within work could be meeting their KPI’s, achieving a promotion, recognition for a successful project. Externally their goals could be meeting their desired standard of living or achieving a work life balance. 
  There are five elements for job quality which are skills, autonomy, opportunities, security, and work-life balance (Armstrong and Taylor, 2023). The CIPD Good Work index (2024a) looks at several of these elements as measure of job quality in the UK. 
  The index advised that most respondents felt their work often involves solving unforeseen problems on their own, giving a sense of autonomy, but nearly half said their job involves monotonous tasks all the time. All roles have some level of monotonous tasks, and it is difficult to design a role with none, but for a well-designed role, it mustn’t be the norm. CIPD (2024a) reported that a large majority of those asked said they feel their work is valuable, and half feel they contribute to the wider society. Two thirds feel they get a sense of achievement in their work, and half feel their work matches their values, interests and personal growth. Only 41% said they felt inspired to work. 
  CIPD (2024a) reported high levels of job security with 65% of respondents advising it was unlikely that they’d lose their job within 12 months. 
  With work life balance, the CIPD (2024a) advised over half of respondents felt their work didn’t affect their personal life. 70% of respondents advised it would be easy for them to take an hour or two out of their working day to deal with personal commitments if needed implying they had good working lives within their organisation. On the other hand, a quarter felt their personal life was affected by work and work life balance was cited as one of the main reasons for quitting a job within 12 months. 
  CIPD (2024a) advised that 39% said their work has a positive impact on their mental health, and 31% say the same about their physical health. On the other hand, a quarter reported the opposite. They report that the quality of work is what matters when it comes to health. The impact on health does marry up with the reporting of work life balance that there is a split in responses. 
  Those working a job that has been designed well improves employee engagement (Armstrong and Taylor, 2023). Those with high employee engagement are more likely to make discretionary effort. This is the degree an individual is willing to make additional effort outside the scope of their job to benefit the organisation (CIPD, 2024a).  Levels of discretionary effort decreased 6% between 2019 a 2024 according to the Good Work Index 2024. Most respondents advised they would enjoy their job even if they didn’t need the money implying their jobs are of high quality. 
2.1
  CIPD (2020) define organisational conflict as a disagreement between groups within the organisation, rather than on an individual level. Conflict can be a healthy difference of opinion and can challenge behaviour which may need to change. Conflict can also have negative consequences, especially if not delt effectively. Armstrong and Taylor (2023) support this definition and advise conflict is inevitable in organisations and function as a means of adjustment.  
  CIPD (2020) give examples of conflict such as interpersonal differences, bullying and harassment, lack of respect. Those types of conflict are usually with individuals. Organisational conflict could be groups of people within an organisation having disagreements, or minority groups being treated less favourably. Examples of organisational conflict could be equal pay disputes (BBC, 2024), management bullying staff fostering a toxic work environment (The Guardian, 2023), or during the merging of two organisations (Bingöl, 2017). If there’s a recognised union and an organisational conflict occurs, then the Union can negotiate with the organisation. If negotiations fail, then a strike may occur following correct procedures (Daniels, 2024). 
  Richards (2008) defines organisational misbehaviour as actions that happen within the organisation that shouldn’t happen, showing employee non-conformity. They are typically seen as negative actions with the intent to benefit the individuals rather than the organisation. Although Richards (2008) argues this is changing with misbehaviour being viewed as ethical in some cases.  An example of organisational misbehaviour could be ‘quiet quitting’, where staff do the bare minimum within the organisational and give up on any discretionary effort (Pritchard, 2024). Others not engaging in the behaviour may realise they’re the only people making the discretionary effort and decide to join the movement, which leaves the organisation with an unmotivated, disengaged, and low morale workforce. Organised misbehaviour doesn’t often occur with union representation involved. Therefore, if a strike was actioned unlawfully, then employees don’t have the same protection, and they are at risk of being dismissed. If the organisational misbehaviour is being observed by other groups or management, it has a knock-on effect on the organisational climate which in turn affects how the culture is perceived (Armstrong and Taylor, 2023).
2.2 
Industrial action most commonly occurs in the form of strike action usually as a collective, or by taking a case to employment tribunal, which can be done as an individual or as a collective (Daniels, 2024). 
  The cases going to employment tribunal has been increasing over recent years. Prior to July 2013, there was no cost to taking a claim to Employment tribunal. Then the government introduced fees to the employee to take the case to tribunal, of up to £1,200, in addition to legal fees. The number of claims submitted to the tribunal fell 53% in the following 12 months. Fees were applicable until July 2017 when the fees were scrapped as the Supreme courts found the charges unlawful due to being unaffordable and affected women and those with protected characteristics the most (Gov.uk, 2024). In 2024, a proposal was made to reintroduce fees of £55 to bring a case. There are still other costs such as legal costs, but these could be paid for by the employer if the claimants case was successful (Daniels, 2024). Gov.uk (2025) report in the final quarter of 2024 that there were 43,000 open claim cases in single cases and an open caseload of 424,000 of multiple claim receipts by the end of December 2024. 
  Changes in legislation brings an increase in tribunal cases (Daniels, 2024). Last year extra protection for those on Maternity leave and redundancy (ACAS, 2025c). With the new employment rights bill being one of the biggest changes in employment law in recent history we can assume that there will be a surge in cases. As part of the changes, the time limit to take a case to employment tribunal is set to increase from 3 months to 6 months, and it’s suspected this will increase cases as employees will have longer to act (Clemo, 2024). Unfair dismissal is likely to become a day one right. Unfair dismissal goes to tribunal without having to go to early conciliation first (Daniels, 2024), and there is little uptake in Arbitration, which means these alternatives may have little impact on minimising the increase in claims.
2.3 
  A claim cannot be made to an employment tribunal before early conciliation (Daniels, 2024). The employee must contact the ACAS early conciliation service to give details of their claim, they can refuse to engage at any stage. An officer will contact the claimant within 2 days to explain the process and contact the employer. They have 6 weeks to attempt to reach a settlement. If an agreement is made, it’s recorded by ACAS, both parties sign a COT3 form and once payment is made, the case cannot go to tribunal (Daniels, 2024). 
  Conciliation is when no agreement is reached during early conciliation. A claim to the tribunal is made, and both sides of the dispute come together with ACAS to try and find a solution (Daniels, 2024). ACAS has statutory powers to offer conciliation to try and reach an agreement before getting to tribunal. Conciliation can happen up to the date of and during the tribunal. It saves a lot of time, effort and money for both parties if an agreement is reached (ACAS, 2025b). Conciliators are impartial, discuss both sides, give outcomes of similar tribunals in the past, explain the law and find ways the issue can be resolved outside the tribunal.  Collective conciliation is between an employer and a group of employees, rather than individuals and usually includes issues that affect groups of individuals, such as pay, terms and conditions (ACAS, 2022). 
  Arbitration was bought in to take the strain away from Employment tribunals, but the impact has been small (Daniels, 2024). Arbitration is only used to address cases of unfair dismissal and flexible working issues. Half of the issues going to Employment tribunal are to do with unfair dismissal, but since there are also other elements linked, they’re often not taken to Arbitration. Cases are submitted via an ET1 form and if both parties agree, the case can be taken out of the Tribunal process and into arbitration. The arbitrator is an independent person appointed but not employed by ACAS. They usually allocate time to hear the case within 2 months. 
 The benefits are that cases are that they are delt with must faster and informally. The hearing is held locally when possible. There is no cross examination of witnesses, but statements can be heard, and proceedings are confidential. The two parties involved give their version of events and present relevant documents, and they’re both given the opportunity to comment on the other side’s submissions. No decision is made on the day but they’re informed in writing later. The decision is final, and there’s no right of appeal which might explain the low uptake also. 
  ACAS can provide independent mediators to assist in resolving conflict and is voluntary to take part and either party can withdraw at any time. A Medication usually includes a separate meeting with each party followed by a joint meeting. This isn’t in a courtroom but at any suitable venue. Mediation is before any early conciliation and can’t be done after a claim has been made. The parties will express what they’re looking to achieve, what issues need to be resolved separately. They later come together for a joint meeting to hear each other’s perspectives uninterrupted. Once all is said by both parties, the mediator will encourage them to work together to find solutions. Once an agreement is reached the mediator will explain which parts of the agreed solution each party is responsible for, and a written record is kept. If an agreement is not reached, ACAS recommends a dispute resolution (ACAS, 2021). 



3.1 
  Unfair dismissal applies when an employee with a minimum of 2 year service has been dismissed for without reasonable justification (Daniels, 2024). Usually conduct and capability are included within those fair reasons. They are deemed unfair if the employee was discriminated against, or the process was not followed. Some circumstances are considered automatically unfair such as carrying out trade union duties, maternity or parental leave, not receiving the national minimum wage (Daniels, 2024).  The ACAS code of Conduct (2015) lays out the fair and reasonable way to dismiss an individual fairly. 
  Capability and Conduct are usually considered fair reasons for dismissal if there is a reasonable belief that misconduct has occurred, or the individual is no longer capable of carrying out their role (Daniels, 2024). 
Gross misconduct is when something serios occurs, and individuals are usually dismissed with no notice, and not pay in lieu. Misconduct doesn’t always result in dismissal; it can result in a warning. If it does lead to dismissal, there is usually notice or pay in lieu. Dismissal due to misconduct can become unfair if a proper process wasn’t followed, or a reasonable investigation was not followed. If a tribunal determines that misconduct deemed gross was in fact not, then notice will need to be paid to the individual, even if the dismissal stands. If the misconduct was criminal activity, the individual doesn’t have to be found guilty of a crime before being dismissed. The threshold to be found guilty of a crime is higher at ‘innocent until proven guilty’ whereas in employment law, an employer must have ‘reasonable belief’ that misconduct occurred to carry out a disciplinary process. The dismissal can still hold if in a criminal court they were found to be not guilty. On the other hand, they can be found to have been unfairly dismissed even if they were charged with a crime if the correct process or sufficient investigation wasn’t conducted (Jackson, 2024).  
  Dismissal due to capability is usually because an individual is unable to complete their duties. Commonly this is due to long term sickness (ACAS, 2024). If an employee is off on long term sickness, often they could be classed as disabled and protected under the Equality Act 2010, therefore suitable alternatives and reasonable adjustments must be explored. If they’re not, then it’s likely there’s a case of unfair dismissal (Daniels, 2024).
Armstrong (2023) advised that those who are dismissed due to capability may be absent from work long term and it is not reasonable for them to return to work . The dismissal may be unfair if they were not consulted at all stages, reasonable contact was not maintained, no reasonable medical advice was sought, and no alternatives were offered. 

3.2 
ACAS (2020) defined grievances as a problem or concern individuals may experience in their organisation, including their relationships or conditions, that they wish to talk about with management. Grievances can be handled informally or formally and can be submitted individually or as a collective (CIPD, 2024b). By dealing with the Grievance, it is hoped the issue can be resolved internally before the complaint reaches an employment tribunal. Organisations should have their own policy and procedures to deal with grievance and should follow the ACAS Code of Practice: Disciplinary and Grievance (2015). CIPD (2024a) advise that very little conflict results in a formal grievance being raised, and most complaints are ‘let go’ unresolved. 
  ACAS (2025) describes bullying as offensive, intimidating, malicious or insulting behaviour, or an abuse of power that causes harm. TUC (2018) report that the most common type of bullying is by the manager to the employee, although it can be vice versa. 
Bullying and Harassment-ACAS (2020) CIPD (2020) report conflict is most likely to happen due to personality clashes with those who spend most time together. The rates of conflict fell in CIPD (2024a) Good work report, and they attribute this could be due to more homeworking and so people spend less time together. 
  Management not dealing with complaints effectively before it gets to a grievance. The number of managers receiving training on how to deal with conflict or having difficult conversations fel from 2015 to 2020 (CIPD, 2020) which means that managers are not dealing with conflict informally when it arises which means it then leads to a grievance as 41% of workplace conflict was noted as being delt with via grievance. Out of the fixe main barriers for managing conflict, management were mentioned in the three top reasons. On one had, managers’ report as being confident in managing conflict, whereas a third of employee note that managers made their situation worse. 
  Poor culture or negative culture. ACAS (2020) advise that organisations who have an open communication and are transparent often resolve issue quickly and informally. Those organisations who do not have this culture leads to individuals not expressing their complaints, which leads to issues becoming larger and needing to be addressed through grievance processes, if they are delt at all. CIPD (2024d) advise employers should foster a positive and inclusive culture that doesn’t tolerate unfair bullying. Senior leaders should lead by example and exhibit strong values of inclusivity. 
TUC (2018) advise that a poor culture can lead to increased bullying, unless an organisation takes action to show that it will not be tolerated. 
3.3 
Under the Employment Rights Act 1996, grievance procedure must be mentioned in employee written statement of particulars, and the procedure must be fair and follow the ACAS code of Practice for Disciplinary and Grievance procedure (CIPD, 2024b). If a grievance procedure is not compliant, then there’s a risk of employment tribunal. CIPD (2020) note that organisations spend on average five days dealing with each grievance. Employment tribunals take up a lot of time and resources to prepare for so ensuring an effective grievance procedure is the most cost effective (ACAS,2021). Soliman (2025) discrimination claims ar tribunal awards are on average up to £45,435. Recommended to have clear Grievance policy and follow effectively to avoid costly claims, and to act swiftly when issues occur.  
  By not dealing with a grievance effectively, it can increase the stress of the employees involved which could lead to poor wellbeing and culture (CIPD, 2024b). 
  Attrition rates could be higher when grievances are not handled effectively. CIPD (2024a) note that those who report conflict at work rated lower job satisfaction scores, lower pay satisfaction, felt overworked, felt more pressure, and worse impact on their mental and physical health. TUC (2018) note that those suffering from bullying can have increased levels of ill health and stress, which leads to low staff morale, increased absences, loss in productivity and a negative culture in the organisation. Also, CIPD (2024a) reported that individuals who reported conflict within the workplace were twice as likely to leave the organisation within 12 months than those who’d not reported conflict. CIPD (2024a) advise that unhappiness with senior management and leadership accounts for 22% of those saying they’re looking to quit their job within the next 12 months. An additional 11% cited conflict with line management or colleagues and 6% for discrimination, bullying and harassment. 1 in 5 respondents advised they were looking to leave within the 12 months following, therefore if conflict was minimized by handling grievances effectively, it is likely that staff turnover would be reduced. 
  It is incredibly difficult to resolve a grievance from the perspective of all parties involved. CIPD (2024a) report only 36% felt that their conflict was completely resolved, and 66% partially resolved.
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