AC 1.1

[bookmark: _Hlk207798908]As a result of the amalgamation of two similar public sector organisations, taking into consideration the significant staff changes, maintaining a culture of mutual respect and trust, it is crucial there is an understanding of the difference between employee participation and employee involvement. Bearing in mind many of the incoming team members are from the private sector with limited experience of employee relationships in the public sector (CIPD, 2024).
CIPD (2024), employee voice in the workplace enables individuals to express their views. Strengthening trust with employees and employers, whilst creating positive employment relationships.  Key features of Employee voice fall into two distinct areas, differentiating between Employee Involvement and Participation.

When public sector organisations merge it is important to differentiate between employee involvement and employee participation to ensure a successful outcome.  Building relationships within the two organisations needs to consider maintaining a culture of mutual respect and trust. Understanding of the difference between employee participation and employee involvement is crucial as employee voice in the workplace enables individuals to express their views (CIPD, 2024). Strengthening trust with employees and employers, whilst creating positive employment relationships.  Key features of Employee voice fall into two distinct areas, differentiating between Employee Involvement and Participation. 

Employment involvement is management led and refers to a decision-making process to gain employee input. Influencing It influences areas of discussion, ways of suggesting improvement and the opportunity to express views, .Thereby thereby aiming to enhance motivation and strengthen trust. Employees feel they are heard, respected and valued. Furthermore, it enhances job satisfaction and commitment in the areas of team briefings, surveys and performance reviews (Daniels, 2021).

Furthermore, In comparison and a more formal process, Employee participation provides representation therefore strengthening the decision-making process with employee advocacy, through councils, trade unions or staff forums. It presents employees with a greater role in influencing operational and strategic decisions. Contributing decisions, contributing to the recalibration of workplace practices and organisational power. Ensuring by ensuring fairness and transparency in decisions around working conditions, job roles and restructures (CIPD, 2024). 

It is worth noting as that because the incoming staff are unfamiliar with public sector practices. This it could lead to impacting the role of trade unions which could be underestimated and met .With with resistance, negativity and the compromise of trust. Consider the The Social Partnership Council of Wales, a distinctive model in the public sector, established under the 2023 Act Who collaborates with employers, trade unions and governments to tackle shared challenges and policies. It draws Drawing upon the principles of mutual respect, shared responsibility, effective decision making and fair work practices (Welsh Government, 2023; CIPD, 2023).
Trade unions or staff forums formally consult on changes to terms and conditions. By and by encouraging employee involvement and participation, we can create a more balanced approach can be created . Resulting resulting in collaboration, trust and the boosting of morale, culture and communication (Daniels, 2022). Additionally, Marchington et al., (2021) offers a contrasting perspective, if employee involvement and participation are poorly implemented. Particularly if input is ignored, it can give rise to mistrust, frustration and could be counterproductive.

AC 1.2

Considering the incoming teams are largely experienced in the private sector and to assist in the facilitation of employee relations, . By comparing forms of union and non-union employee representation ensures legal compliance and fair treatment within the public sector setting. Thereby influencing This will then help influence decision-making and enable employees to voice concerns through two forms of representation (Daniels, 2021). The CIPD (2021) illustrates how both forms can be mutually supportive, particularly in a post merged organisation. In contrast, non-unions can enable efficient mutual collaboration, whilst unions ensure a fair procedure. 

The Trade Union and Labour Relations (Consolidation) Act 1992 (TULRCA). Outlines  outlines a trade union (TU) as the primary legal framework of UK legislation. Regulating the liaison TU’s assist in the liaison between employees and employers, providing employees with a voice and governing the rights of workers (Daniels, 2021). Providing a more powerful, legal and formal process, Union representatives can negotiate pay and working conditions, as they possess Possessing legal consultation rights, they can to help facilitate and advocate change such as restructurings and redundancies (Armstrong and Taylor, 2023). 

Daniels (2022) points out, acting independently from management, trade unions ensure procedural fairness as they are capable of challenging decisions whilst representing employee interests. Resulting This results in protecting employee rights when undergoing mergers, restructuring and organisational change in the public sector. One of the largest trade unions in the UK, Unite represents workers across education, health and local government. Playing a significant role in the public sector, they defend employment rights, job security, working conditions, improve pay and engage in collective bargaining (Unite the Union, 2023). Critically Daniels (2022) emphasises, highly unionised environments could lead to conflict and rigid negotiations. That said, they can offer stronger legal protection and a more structured bargaining process. 

In comparison, non-union representation is often employer led, offers flexibility and is far more collaborative. With For example it allows for direct consultation with management, employee forums and staff councils, it allows and an accelerated and more responsive dialogue. However, with no formal legal backing, employees may be less confident, particularly if they believe management control the process. Consequently, with the absence of union recognition, they also often lack the bargaining power of trade unions (Daniels, 2022). Considered more suited to an agile organisation or a flatter business structure. In practice it may be ineffective in influencing employers during a period of dispute. 

To support non-union representation, the Information and Consultation of Employees (ICE) Regulations 2004 were introduced. Applying These apply to all commercial organisations with a workforce of 50 or more. Employees can set up a workplace forum, enabling consultation based on issues affecting them and their organisation. Promoting ideas from the workforce, building trust, change management and engagement. Furthermore, it is worth noting since April 2020, ICE can be triggered by a minimum of 15 employees (CIPD,2025). 

AC 1.3 
[bookmark: _Hlk204528963]
Creating a significant difference, employee voice has been strongly linked to improving organisational performance. By ways in which as employees can communicate their views and play a role in decision making. Generating an opportunity for engagement, where they feel valued, trusted and help drive innovation. As a result, it can increase employee performance and job satisfaction leading to reduced turnover (Boxall and Purcell, 2016). 

However, Daniels (2021) emphasises management resistance and hierarchical inequality can limit meaningful dialogue. Additionally, feedback can be ignored, and bureaucratic processes can delay decision making (Torrington et al.,2020). Research by the CIPD (2021) identified employees are more likely to go above and beyond when they feel heard. Consequently, the organisation benefits from a positive result from improved morale and commitment. 

It is worth considering, with stakeholder expectations remaining high in the public sector that employee voice can promote continuous improvement, enhance service delivery and identify operational inefficiencies. Reputed for operating within tight budgets, the public sector has multiple stakeholders and complex regulatory frameworks. As a result, impacting organisational performance plays a critical role (CIPD, 2021).  A critical view is offered by As identified by Daniels (2021) who states that political or budgetary pressures may result in employee voice processes being procedural rather than impactful. Furthermore, a lack of consultation skills among managers could further also have an impact.  

A report Collective Employee Voice commissioned by the CIPD (2022). Researched researched the impact of union and non-union collective voice through times of change and challenge. Based on studies and surveys across many sectors, with recommendations for Employers and Employees the findings highlighted the need for Employers to build trust through open communication, ensuring employees are well informed. Creating This then helps create a culture of engagement, whilst integrating practices into the organisational strategy . Ensuring ensuring line managers and HR professionals are confident in employment relations (ER) skills. In comparison, employees are encouraged to engage in expressing ideas, feedback and the raising of any concerns. Thus, ensuring their voice is heard through employee forums and consultation processes. Benefiting both the organisation and the workforce. 

A practical example can be seen in the Case Study: NatWest Group
Unite and FSU unions are recognised by NatWest group to consult on issues around working conditions and pay. They prioritise early engagement, open dialogue and trust through regular meetings with senior leaders and representatives. Union reps receive advance notice of changes, are supported with training and paid time. It is worth noting where union coverage is limited, to support specific change initiatives, employee consultive bodies (ECBs) are formed. This approach has supported extending timelines for branch changes and organisational plans, in response to employee feedback (CIPD, 2022). 

AC 1.4

Torrington et al., (2020) defines the concept of better working lives as a work environment where employees feel supported, valued and motivated. In an organisation where fairness, engagement, satisfaction and development contribute positively to an employee’s personal and professional quality of life. It This approach delivers a sense of purpose, safety, well-being and enhanced productivity through the workplace and its jobs .Promoting by promoting good health, opportunities for learning and development and meaningful work.

To track long term trends, the CIPD (2025) annually creates a an annual survey which benchmarks and champions the quality of jobs and work in the UK. annually. Known as the CIPD Good Work Index, it examines the key factors that influence employees’ working lives. With over 5,000 UK workers surveyed it includes encompassed contracts, pay and benefits, relationships at work, job design, employee voice, work-life balance, health and wellbeing. Their research confirms one in four workers negatively suffer mental or physical health from their job, but job satisfaction remains stable. However, They found that individual line management support creates positive employee experiences, with the strongest indicator of job satisfaction being management quality and workload. It is worth noting, employee voice continues to be supported by individuals in preference to joint representation channels, primarily in the private sector (CIPD, 2025). 

Formulating a strategic approach to better working lives requires people-first initiatives, supported by Alongside, departmental managers who play a critical role in developing collaborative relationships and promoting employee engagement. The CIPD (2025) highlights the need for improvements based on development opportunities, pay, employee wellbeing and autonomy. Whereas Torrington et al., (2020) points out that a strategic approach can establish better working lives by integrating key principles in human resource management. Suggesting this can be achieved through reward processes, employee voice, culture and encouraging employee participation in decision making. To improve With the aim of improving retention and motivation through work that is not only socially rewarding but also psychological. By empowering psychologically fulfilling which empowers employees and encourages participation in decision making.

Additionally, it enables access to more control over their work and the recognition of their contributions and by . By considering the wider employment relationship, this approach reinforces the design of better working lives. Enabling integrity in practices and policies, furthermore, aligning organisational and personal goals . Consequently, consequently enhancing overall well-being and job satisfaction (Torrington et al.,2020). 

However, Lansbury et al., (2021) argues that the narrative surrounding better working lives regularly lacks substance. Thus, diverting attention from the core drivers such as inadequate pay, unstable contracts and absence of employee voice.  As an alternative focusing on wellbeing apps, meditation and mindfulness classes. Therefore, promoting individual responsibility, without tackling the underlying issue ingrained in the organisation.

AC 2.1

The CIPD (2020) specifies Organisational Conflict as a common dysfunctional situation but depending on how it is handled it is not always destructive. Recognised as a form of disagreement, tension, dispute of actions, interests, directions or values between a group or individuals within a work environment. This situation could occur at any level and may involve departments, managers or employees. Frequent factors include performance and behaviour, poor communication, organisational change, personality clashes, resources and unclear job roles. The impact can damage working relationships, reduce morale and productivity. Conflict resolution requires early intervention to address underlying causes, clear policies, and skilled management to maintain a healthy working environment (Armstrong and Taylor, 2023).  

The CIPD (2024) highlighted A quarter of UK employees according to CIPD (2024) report, experienced conflict in the past year, yet only 36% felt it was resolved. Stating Reasons for a lack of resolution included poor management behaviours, bullying, harassment and a misalignment between genuine workplace culture and formal policies underpinning the causes. By The report highlighted that by cultivating open communication, trust and fairness can bridge the gap between employee experience and effective procedures. Additionally, encouraging influential leadership and early-stage conflict resolution strategies to create trust and fairness CIPD (2024). 

As a In comparison the CIPD (2020) points out that functional conflict, deemed as not necessarily detrimental, Has has potential to create constructive disagreement which is capable of stimulating discussion. This approach enables employees to express concerns, nurture ideas and development whilst encouraging a more positive experience. Furthermore, improving innovation, decision-making, influencing the collaboration and nurturing of ideas and improving of workplace practices, . Therefore, resulting in an increase in morale, working relationships and productivity. 

Misbehaviour is defined as a deliberate action by employees and is recognised by the CIPD (2021) recognises as a breach of expectations, organisational policies and procedures. Arising naturally which arise from a conscious decision to overtly act against business objectives as a form of resistance or retaliation. Resulting If left unchecked this can result in acts of bullying, persistent lateness, theft, harassment, and insubordination, . Alongside physical aggression and verbal abuse CIPD (2021).
 
Alternatively, Armstrong and Taylor (2023) observe covert misbehaviour as manifestation by disengagement, exhibiting characteristics of minimal effort, non-compliance of procedures or deliberately slowing down work. Consequences can be significant, including reputational damage, loss of trust, increased tension among team members and a reduction in workforce synergy. The way to addressing such behaviour must be in line with employment law and company policies through clear disciplinary procedures. 

The CIPD (2021) argue misbehaviour may be down to employee failure in areas of unclear guidance, competence and inadequate training, resulting in a lack of skills, understanding or capability. An alternative viewpoint is held by Armstrong and Taylor (2023) where misbehaviour requires clear differentiation from capability issues. Conflating the two can undermine fairness, trust and inappropriate disciplinary action. HR must distinguish between deliberate misconduct and capability issues. Development support in areas of coaching, training, performance improvement plans or reasonable adjustments support capability. 

Thus, HR plays a vital role through different approaches in both workplace misbehaviour and organisational conflict. Thereby upholding legal compliance and safeguarding fairness under the Equality Act 2010 and Employment Rights Act 1996. Resulting in reducing escalation, maintaining a culture of accountability, trust and safeguarding organisational performance (CIPD, 2021; ACAS, 2023). 

AC 2.2

The CIPD (2023) observes how workplace conflict is evolving; emerging patterns reveal recent trends highlighting new areas of dispute for example Resulting in the impact of organisational outcomes and employee relations, with HR focusing more on individual case management. Also, historically collective hours of work and pay are shifting towards more multifaceted disputes. Whereas whereas ACAS highlights a shift from traditional collective conflict to more complex individual disputes and complexity, especially in areas of whistleblowing and discrimination (ACAS, 2023a). 

With less dependence on unions, the rise of individual disputes offers opportunities for tailored interventions, building of direct relationships and stronger engagement with HR and businesses. Reducing This approach can reduce operational disruption more than collective strikes leading to the mitigation of cost and potential liability (CIPD, 2023; Armstrong and Taylor, 2023). 

The prominence of emerging conflict is increasing in diversity and inclusion which encompasses discrimination, generational differences, communication styles and bias, leading to misunderstandings (Shore et al., 2018). Whereas the rise of hybrid working has created conflict around the lack of interaction face to face, fairness and workload allocation (CIPD, 2023). With the emergence of technology, there is a generational divide in adapting to new digital platforms including online communication including the misuse of social media, messaging platforms, electronic monitoring and email tone (ACAS, 2022).  
Furthermore, concerns over artificial intelligence (AI) are creating new sources of conflict with employees raising concerns of accuracy, fairness, regulations and job security (ACAS, 2023b). However, the CIPD (2022) emphasises greater expertise and resources is required by businesses and HR when considering the complexity of individual disputes. An increase in turnover, adverse impact on morale and reputational damage can arise when mishandling these cases. Ensuring processes are transparent and inclusive, whilst remaining fair and efficient can be challenging.  

According to Beynon (1985) industrial sanctions were most significant in 1984-1985 with the large-scale collective dispute of the Miners’ Strike and work to rule lasting over a year. This situation led to Leading to reputational damage, social deprivation, severe financial hardship for workers, families and the communities. A division was created when some miners returned to work creating tensions that lasted for generations (Beynon, 1985). Furthermore, failure to reach demands weakened union influence in the UK and with the loss of jobs and long-term security. It had placed a significant emotional strain on families in the community. Changes in the labour market following the decline of the coal industry led to widespread pit closures (Armstrong and Taylor, 2023). 

CIPD (2023) states this marked a pivotal moment in the balance between government and trade unions. With with discussions around inequality, fairness and the future of industrial relations. Following the decline of large-scale collective disputes and the rise of targeted and strategic sanctions. The the impact of the miners’ strike highlighted the importance of sustaining operational resilience, business continuity and planning during industrial sanctions. Illustrating illustrating the need to avoid escalation with early dispute resolution (ACAS, 2023).   

However, a notable shift has emerged from formal large scale collective disputes to more strategically planned, targeted tactics. With The evolution of negotiation strategies and modern communication this has facilitated preventative approaches leading to individually focused disputes, early conciliation to avoid escalation (ACAS, 2023). 

The CIPD (2023) highlights how industrial sanctions have evolved and are now more sector based. Adopting approaches to include one day stoppages and rotating strikes, applying                                      pressure while minimising wage loss. For example strategically impacting busy travel periods, events and peak service demands by issuing specific sanctions. For businesses this can cause disruption and impact reputation, highlighting the need for tactical planning and business continuity.  
According to ACAS (2023) with more legislative constraints in the UK, unions face financial penalties, and the use of injunctions can prevent strikes. Furthermore, unofficial action can initiate disciplinary measures for employees. Reinforced by the introduction of the Trade Union Act 2016, controlling the regulation of industrial action and reducing disruption to businesses, the economy and wider public (Department for Business, Innovation and Skills, 2016).

As highlighted below, you will see the in Figure 1, there is a shift from traditional to emerging trends. Signalling signalling a significant change in duration of action, giving way to shorter strikes. Whereas Of note employer response has decreased, highlighting the shift in shorter, targeted actions (ACAS, 2023a).

Figure 1: Traditional vs emerging trends in industrial sanctions based on ACAS 2023a
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Conciliation is reached when an independent third-party, typically provided by ACAS. Voluntary voluntarily supports those in dispute, reaching a mutually agreed settlement. This is achieved by facilitating discussions and is frequently applied in areas of discrimination and unfair dismissal in individual employment disagreements. This is done prior to claims escalating to an employment tribunal, the conciliator does not impose a decision but may suggest options (ACAS, 2022). It is worth noting that conciliation can fail if both parties are unwilling to compromise. Furthermore, where parties are seeking closure, frustration may occur if the facilitator cannot impose a decision (Daniels, 2022).

Daniels (2022) emphasises mediation as an informal process typically used in relational disputes. Namely namely communication problems, relationship breakdowns in work, team tensions and bullying allegations. Mediators can be external or internal and are often HR, represented as an unofficial process intended to resolve early-stage workplace conflict. The mediator supports the rebuilding of trust and encourages open dialogue, with no authority to impose an outcome. Benefiting the organisation, it can be less costly, more efficient, preserve working relationships and reduce stress (CIPD, 2023). 

ACAS (2022) observes arbitration as a more formal process and results in an enforceable decision. Represented as independent legal professionals, ACAS appointed specialists or independent legal professionals. Supporting support collective disputes between employers and trade unions in areas of working hours, terms and conditions and pay. In addition, they support individual disputes in cases of flexible working requests and unfair dismissals (Daniels, 2022). Daniels (2022) mentions He further maintains that without the need for an employment tribunal or strike action. It it is more cost effective, not public and advantageous when a clear resolution is more suitable (Daniels, 2022). 

AC 3.1

Daniels (2022) observes although employees have the potential to be dismissed, they have the statutory right to be protected from unfair dismissal. As set out in the Employment Rights Act 1996, employers are required to demonstrate that an appropriate procedure is followed. 
Capability is underpinned by the employee’s ability to perform their role. Factors of capability include performance, disability, qualifications, ill health and skills. Employers and employers should provide reasonable adjustments following a thorough investigation. This could include offering training and appropriate support and facilitating a period for. Nonetheless if these actions are not carried out a dismissal could be judged as unfair (Daniels, 2022). 

In relation to Misconduct, it refers to unacceptable or inappropriate behaviour. According to Daniels (2022) an employee breaches workplaces policies, standards of conduct and rules. Areas include including dishonesty, minor breaches of health and safety and repeated lateness. Often involving This conduct will often involve a set of warnings and a fair disciplinary process prior to dismissal being contemplated. It is worth noting however that the freedom of association ensures an employee cannot lawfully be dismissed for affiliation or non-affiliation of membership of a trade union. This includes taking part in activities such as lawful industrial action and attending of meetings (Daniels, 2022).

Whereas employees currently have a two-year qualifying period, it is worth noting with the possibility of day one rights, which is under political debate, employees will have immediate protection against unfair dismissal.  This will place greater responsibility on employers to ensure dismissals are fair in process and lawful from day one (Daniels, 2022).

Cygnet Behavioural Health Ltd v Britton [2022] EAT 108

The case concerned a claimant who was 62 days late in bringing a claim of unfair dismissal. It was argued the claimant had health issues including deteriorating mental health and dyslexia. However, it was mentioned he had the means to determine the time limit as he had moved house and worked as a locum. It was concluded that he had been able to bring a claim in time, reinforcing personal challenges are not enough to justify delay (Daniels, 2022). 

AC 3.2

According to Armstrong and Taylor (2023), unfair treatment is seen as an employee grievance. Especially especially when staff feel unfairly treated in relation to pay, training, favouritism, promotion and workload. As a result, this can lead to the decline of trust in management, potential conflict and overall dissatisfaction. Heavily which is heavily impacted by the absence of engagement, communication, transparency and implementation of routinely followed HR policies. Unresolved, this can escalate into the damaging of organisational culture and employee morale. Resulting in formal grievances and employment tribunal if the employee later makes a claim (ACAS, 2015). 
Providing line managers with training on procedural fairness, unconscious bias, equitable treatment and inclusive practices,. Whilst while maintaining clear communication and embedding accessible, consistent HR policies can protect the organisation financially and legally (Armstrong & Taylor, 2023).  

Bullying is a serious grievance and a form of harassment, with the capacity to significantly impact employee’s mental health, safety and wellbeing.  Arising arising from individual, social or organisational contributors (ACAS, 2023). Key causes can be based on poor management practices, power imbalances, unclear expectations and a stressful and toxic environment. Notwithstanding Additionally unclear job roles, excessive workloads, failures within leadership capability and communication. Experienced can be experienced as intimidation, exclusion and repeated unwanted behaviour, it and can lead to anxiety, stress and disengagement (Armstrong and Taylor, 2020). 

According to the Equality Act (2010), unwanted behaviour in the workplace can illustrate as sexual harassment, less favourable treatment and unwanted conduct. The Equality Act 2010 defines discrimination as an employee who is less favourably treated due to a protected characteristic. Aspects include sexual orientation, race, religion, age, gender or disability. As a significant source of grievance in the workplace, this behaviour could manifest as indirect or direct by means of victimisation and harassment (ACAS, 2021). 
An omission in tackling discrimination can result in legal claims, reputational damage to the organisation and the escalation of conflict. Bias can be perceived by employees in areas of salary, recruitment, promotion and workplace treatment. Leading to the damaging of morale, loss of trust, high turnover and undermines engagement (Armstrong and Taylor, 2023). 
A critical view is offered by CIPD (2024), whose findings indicate that 36% of employees researched experienced full resolution of conflict in the workplace. Whilst 81% of employers felt they were adequately addressing the prevention and management of bullying and harassment. Highlighting a major disparity between employee experience and employer perception.   

[bookmark: _Hlk205732341]As highlighted in the first successful claim for sexual orientation discrimination Whitfield v Cleanaway UK Ltd [2005]. Where derogatory comments were made about his sexuality, including a manager calling him “Sebastian” a homosexual character from the television programme Little Britain. Following resignation, he successful claimed sexual orientation discrimination and constructive dismissal (Daniels, 2021). 

AC 3.3

ACAS (2021), emphasises, that as a minimum, the ACAS Code of Practice should be followed when addressing matters of grievance. Enabling in order to enable a full and fair procedure, which if handled effectively, can maintain legal compliance, morale and trust in the workplace. Employers and employees should endeavour to resolve issues at an early stage, to improve efficiency and reduce likelihood of damaging working relationships. Unresolved because unresolved and poorly managed can escalate into tribunal claims, formal disputes and cause reputational damage (ACAS, 2021).

It is worth noting that grievance procedures enable employees to raise concerns, in a structured way, . Thus, promoting transparency, fairness, maintaining trust and a more engaged workforce relationship (CIPD, 2023). According to Armstrong and Taylor (2023), handling grievances effectively safeguards mutual expectations in the employment relationship. Demonstrating demonstrating to employees that their concerns are acknowledged and acted upon. Consequently, enhancing engagement, reducing turnover and the optimising of operational efficiency. Additionally, the Employment Rights Act 1996 and the Equality Act 2010 should always be considered as these laws provide the legal framework for handling grievances effectively, employee protection and fair treatment (Employment Rights Act 1996; Equality Act 2010).

In my personal experience of HR working in a nursing home, I identified a concerningly high staff turnover shortly after my arrival. Exit interviews revealed recurring themes of racism and bullying involving two members of staff, with several employees expressing that they were too fearful to speak openly due to intimidation and potential repercussions. Written grievances were submitted, detailing allegations of segregation between Black and White staff, deliberate isolation, intimidation, and disproportionate workload allocation. 
In line with the company’s grievance procedure, and with reference to ACAS guidance, the Equality Act 2010, and CIPD best practice, a formal meeting was arranged with a senior manager and the affected employees to address their concerns. This was followed by a thorough and impartial investigation, ensuring confidentiality and procedural fairness. Evidence, including witness statements and work allocation records, substantiated the claims. The investigation concluded that the behaviours breached both organisational policy and legal obligations under equality legislation. 
As a result, both staff members involved were dismissed. Reinforcing the importance of having robust grievance handling processes, taking swift action to address discrimination, and creating a workplace culture where employees feel safe to speak up without fear of retaliation.
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