AC 1.1 

Wilkinson et al, (2020), cited by Ellis, (2022), explains Employee voice, as the act of employees that “attempt” to be heard on issues that affect their work including their interests and those of their managers. Methods to facilitate this attempt are known as Employee Involvement or Participation. 
Employee Involvement
Refers to management “introducing practices directly to employees to gain their ideas and cooperation” (Ellis, 2022). The focus according to the Institute of Employment Studies (Gifford, Neathey & Loukas, 2005), is on harnessing employee potential and integrating it into business strategy, aligning with employees’ interests. Involvement occurs after a decision has been made, but there is still space for feedback and some changes as a result.
Employee Participation
Relates to the employee's active participation within the decision-making process. Their input can shape decisions rather than providing feedback after the fact. Consultation methods include employee forums or via a recognised trade union (Armstrong & Taylor, 2023) 
Brewster et al. (2007), as cited by Armstrong and Taylor (2023), distinguish employee involvement from participation as follows: Involvement refers to consulting employees or seeking their opinions, which may or may not influence outcomes, typically occurring after decisions are made. Participation, by contrast, provides employees with genuine input during the decision-making process, affording them greater influence. Furthermore, involvement tends to be informal, while participation is generally formalised through mechanisms such as forums or committees.

Relationships between management and employees within the newly formed organisation can be built utilising both Employee Participation and Involvement. Involvement illustrates the value they put on its employee’s input it can improve morale and reinforce the sense of belonging.

Conversely Participation goes further to strengthen those relationships, creating space to empower employees to speak up knowing they will be heard. Herbert Simon supports participation, stating in 1955 that “significant changes in human behaviour can be brought about rapidly only if the persons who are expected to change participate in deciding what the change shall be and how it shall be made (IPA, 2018). Indeed the “connection between fairness and productivity is intrinsic” state the IPA (2018). Where employees are given the right to participate in workplace decisions then fair treatment will be included as standard. 

As the organisation moves between the storming and norming phase of Tuckman’s Team Development model (Waite, Beevers, Small, Tomlinson & Hussain, 2021a), employing elements of involvement and participation will ease the transition.


AC 1.2 
Employee representation helps balance organisational needs with employee expectations. While employers pay staff to perform agreed work, employees seek job security, good working conditions, a safe workplace, and fair processes for raising concerns (Armstrong & Taylor, 2023b). Representation—whether direct or through elected representatives—supports “industrial peace” by giving employees collective influence (Ellis, 2022). Representatives may be union or non‑union. The organisation should be aware of both and consider the benefits of working together.
Trade unions exist to “regulate relations between workers and employers,” as defined in the Trade Union and Labour Relations (Consolidation) Act 1992. They operate independently of employers and government but work with organisations to manage the employment relationship (Ellis, 2022). Unison (2020) describes unions as groups of employees who work together to maintain and improve employment conditions. Public organisations like this, recognise the requirement of working with Unions, the rights of which (relating to trade union usage) are enhanced under the Employment Rights Act 2025 (Cabinet Office, 2025).
Unions hold legal rights that other professional bodies do not. They negotiate pay and conditions, consult on redundancies, and support employee health and safety (Unison, 2020). Collective bargaining—a key union mechanism—is a structured negotiation process that uses the “power relationship” between parties to reach agreements that may not otherwise occur (Armstrong & Taylor, 2023b). Where disputes remain unresolved, unions may use industrial action, such as strikes or action short of a strike (GOV.UK, 2016).
A practical example is Prospect’s support for staff at Cottam Power Station facing redundancy. Working with EDF, Prospect used collective bargaining to secure enhanced outcomes, including training and secondment opportunities—benefits individual employees would have struggled to obtain alone (TUC, 2020).
Where unions are not recognised, non‑union structures may operate. These include employer‑led forums that gather feedback without bargaining power (ACAS, 2014), work councils that consult and advise employers, and direct consultation, which is more common in smaller organisations (Armstrong & Taylor, 2023b). Though these approaches aim to strengthen communication and ensure employees feel heard, employers are not legally required to act on their recommendations.
NatWest Group plc offers an example of non‑union representation. For staff not within the recognised union, NatWest created an employee consultative body (ECB). Open to employees at all levels, the ECB was provided with training and guidance, enabling it to participate in collective discussions alongside union structures (CIPD, 2022).
In comparison, only unions have statutory protections and formal bargaining rights, enabling them to influence outcomes for wider employee groups and, when needed, adopt more adversarial approaches. Non‑union bodies have limited authority but can foster a collaborative culture by encouraging dialogue and supporting informal problem-solving.
Both forms can enhance communication and employee satisfaction, but unions generally offer stronger advocacy due to their legal rights and collective power. The organisation will need to consider which unions have previously been recognised, to then decide whether to continue to do so post-merger.



AC 1.3 
Employee voice is the “way people communicate their views to their employer and influence matters that affect them at work” (CIPD, 2025). It is a fundamental right that supports organisational effectiveness by encouraging open feedback. Voice can be expressed through suggestion schemes (e.g., surveys), direct communication such as team meetings or one‑to‑ones, and participation in decision‑making via unions or employee forums (IPA, n.d.). Employee voice will be important for the organisation as they navigate the merger and consider its new organisational goals.
Organisational performance refers to how effectively the organisation meets its objectives, measured through financial and non‑financial indicators (Armstrong & Taylor, 2023a). In public bodies, financial measures include expenditure control and productivity, while non‑financial measures include service quality, reputation, and employee engagement.
Employee voice strengthens performance by building trust, enabling broader perspectives, and improving understanding of organisational risks and issues—leading to more informed decisions (Ellis, 2022). For employees, it can improve job quality, satisfaction, and retention.
The John Lewis Partnership, known for its employee‑owned model, demonstrates how strong voice mechanisms can lead to higher engagement and lower turnover (Robinson, 2024). Similarly, unionised workplaces often benefit from structured communication channels that help resolve issues early.
However, challenges exist. If employees feel unheard, they may become disengaged or distrustful. Weak follow‑up processes—such as collecting feedback without communicating outcomes—can fuel frustration or fear of reprisals, discouraging future participation.
Positive example:
 Unilever’s employee forums and suggestion schemes have supported successful wellness initiatives and flexible working policies, improving morale and productivity (Nair, 2016).
Negative example:
 Some organisations collect feedback but fail to act on it. Blackberry’s decline illustrates this risk: developers’ warnings about the rise of touchscreen technology went unheeded, contributing to its inability to compete as Apple and Google gained market dominance (Rizzuti, 2023).
[bookmark: _Int_UrMrIZ6U]Overall, employee voice positively influences organisational performance when feedback is genuinely invited, listened to, and acted upon. The organisation would benefit from cultivating this feedback via staff surveys to discuss the merger and its impact on them as well as the perceived impact on the organisation as a whole. Employee voice enhances decision‑making, morale, innovation, and retention. However, superficial engagement or lack of follow‑through can undermine these benefits leading to poor organisational performance. Strong leadership commitment is essential for employee voice to translate into meaningful organisational outcomes.





AC 1.4 
A “better working life” describes working environments that promote physical and mental wellbeing, job fulfilment, and a healthy work–life balance (Young & Tong, 2025). It goes beyond basic employment rights by creating conditions in which employees can thrive personally and professionally.
According to the CIPD, seven dimensions define “good work” and contribute directly to better working lives (Young & Tong, 2025). These include fair pay and benefits, work–life balance through flexible arrangements, strong employee voice, and health and wellbeing support such as mental health resources or gym memberships.
When designing strategies to improve working lives, the organisation should consider:
Flexible working:
Hybrid, part‑time, or other flexible options can improve autonomy and reduce pressure. Gifford (2024) notes that some employers hesitate to relinquish control, but limited autonomy can reduce employees’ ability to manage peak workloads, weakening both wellbeing and performance. Balancing support with independence is therefore essential.
Wellbeing support:
Prioritising wellbeing helps employees feel valued and supported. This may include medical benefits, wellbeing resources, or mental health programmes—such as Unilever’s strategy focused on mental, emotional, and physical health and creating a sense of purpose (Unilever PLC, 2025). Developing empathetic, well‑trained managers is also vital for providing practical and emotional support.
Employee development and leadership:
Macleod and Clarke (2009) emphasise that leadership is shared across all levels. When employees understand the organisation’s purpose, they can clearly see how their role contributes to wider goals. Coupled with a strong employee voice, this strengthens engagement. Their research shows that in the public sector, 78% of staff believe they directly influence service delivery, linking engagement to high performance.
In summary, better working lives rely on employees feeling valued, supported, and empowered. Should the organisation prioritise fair pay, flexibility, wellbeing, and meaningful employee voice, it will create an environment that enhances satisfaction, engagement, and performance. Evidence consistently shows that this approach strengthens resilience and long‑term success for both employees and organisations.








AC 2.1

Organisational conflict refers to disagreements, differences in opinion, or disputes that arise between individuals or groups within a workplace. Hussain (2024) explains conflict as a “natural phenomenon...” where “people from different/diverse backgrounds gather”. Suff (2020) in her report explains that conflict can be seen with “low-level difference of opinion to serious incidents of bullying or harassment”. Suff explains that not all conflict is negative but is a "common occurrence” at work. If managed constructively it can lead to improved understanding, innovation and better decision making. 

Misbehaviour is “an employee's inappropriate behaviour or action [that] breaks the organisation's rules” (ACAS, 2025). Examples of misbehaviour/misconduct are listed by ACAS (2025) in their disciplinary step-by-step guide as “bullying, harassment, insubordination or being absent without permission”. Additionally, the list could also include theft or damage to company property. Misbehaviour is typically intentional (Vardy & Wiener, 1996) and is viewed as a breach of trust or discipline, requiring corrective or disciplinary action.
The impacts of conflict, misbehaviour and lack of resolution can be detrimental to the organisation. ACAS reported an average of 485,000 UK employees resign each year due to workplace disputes (Wakeling, 2021). This includes employee’s quietly resigning after making attempts to resolve conflict. Furthermore, the number of employees reporting conflict in independent research published in May 2021, saw “9.7 million people experienced conflict during the year 2018/2019” (Saundry & Urwin, 2021). This resulted in around 50% reporting mental health issues as a result. As the ACAS Chief Executive, wrote in her foreword, the “cost to UK organisations was £28.5 billion” (Saundry & Urwin, 2021). Additional to the financial cost public organisations like this should consider the effects public opinion can have on their reputation. Perceived as following clear processes and treating everyone fairly will be important to maintain a positive reputation.
Conflict at work happens frequently, but it isn't always negative, handled well, it can help people understand each other better and create new ideas. Especially post-merger, Tuckman’s theroy of team development would encourage a degree of conflict during the storming and forming phases (Waite, Beevers, Small, Tomlinson & Hussain, 2021a). Misbehaviour, though, breaks trust and rules and usually needs to be dealt with quickly. If problems like these aren’t sorted, they can lead to people quitting, mental health struggles, and big financial losses for businesses. That’s why it’s important for this organisation to face these challenges head-on, making sure everyone feels safe, supported, and able to thrive at work.





AC 2.2 

Workplace conflict resolution has shifted from lengthy strikes, like the 1984-85 miners’ strike (Morris, 2024), to shorter, targeted actions aimed at maximising impact with less disruption, such as the Junior Doctors' strikes in 2024 (DHSC Media Team, 2025). Public sector organisations face more frequent industrial action, which this organisation should be aware of. The Office for National Statistics (King, Crees, Ball, & Gabriadze, 2023) reported 843,000 working days lost to industrial action in December 2022, compared to over 4 million in the 1970s. 
Though industrial action is still in use, tactics have become more focused including a rise in actions ‘short of a strike’; between 2018 and 2023 there were 2,137 strikes compared to 9,522 instances of action ‘short of a strike’ (Gall, 2025). The example of BAE Systems in 2025, show that strikes are now 'surgical'. Organisations can apply injunctions to halt unlawful strikes, as demonstrated by The Royal Mail Group v CWU (2017), where a strike was stopped for breaching dispute resolution procedures.
Where industrial action has reduced, there has been an increase in individualised solutions. ACAS and the CIPD advocate for early conflict resolution. As such in-house procedures plus ACAS dispute resolution services have seen a rise in popularity, 200% between 1979 to present (Starling, 2025). This method is preferred by organisations as it considers individual problems on a case-by-case basis. 
Industrial sanctions help manage conflicts by applying economic pressure and causing disruptions that compel parties to negotiate a solution. In the BAE Systems case, the focus was on production sites, but the effects would likely have extended throughout the supply chain to customers. While preparing for potential strikes is wise, the organisation should also prioritise manager training in conflict resolution so they can address issues with tailored solutions. By adopting conflict management strategies, the organisation can support both employee productivity and rights. If these steps are neglected, strained relations may develop, with legal injunctions potentially halting strike actions but further harming the relationship between employees and employers on an individual basis.





AC 2.3

The organisation should consider the following methods as structured ways to resolve disputes fairly and efficiently. These can maintain positive working relationships and minimise escalation if considered at the appropriate juncture. 
Third party conciliation, also referred to as Early Conciliation, constitutes the initial stage when an employee and employer are unable to resolve a dispute independently. Should internal procedures—such as consultations with management, submitting a grievance, or appealing disciplinary actions—prove unsuccessful, parties must register with ACAS for early conciliation prior to commencing Employment Tribunal proceedings (ACAS, 2025a). Early conciliation is a prerequisite before pursuing an employment tribunal.
Early conciliation is a complimentary legal process, providing both employee and employer an opportunity to reach an agreement without resorting to an employment tribunal (ACAS, 2025b). Daniels (2025) describes the process in which a Conciliator engages both parties and endeavours to facilitate a resolution. Historically, the timeframe for this process was six weeks; however, ACAS has extended it to twelve weeks for notifications received after 1 December 2025 (ACAS, 2025b).
Should the respondent decline participation or the claimant withdraws from the process, the matter may proceed directly to an employment tribunal (Daniels, 2025). Legally binding settlements resulting from early conciliation conclude the process and prevent escalation to a full tribunal (ACAS, 2025b).

Mediation, according to ACAS (2022), is a less formal potentially quicker way to resolve disagreements in work. Disagreements can include bullying, communication issues or relationship breakdowns rather than pay, conduct or dismissal disputes.  A voluntary process that aims to address relationship difficulties and reach agreements that allow the relationship between parties the chance to continue, (CIPD 2025b), in contrast to a formal tribunal where the relationship can be irrevocably broken, for example unfair dismissal due to conduct. 

Different to conciliation, the mediator can make suggestions to solve the disagreement however the parties are not bound to accept them (Daniels, 2022). Additionally, representatives are generally discouraged, the preference “is for direct interaction between those involved” (CIPD, 2025b).

Arbitration is a scheme introduced under the Employment Rights (Dispute Resolution) Act 1998. Launched in May 2001 and aimed to add support to the employment tribunal system, it presides over unfair dismissal cases and flexible working requests only (Daniels 2022). Arbitration can be done collectively – for disputes affecting groups of employees or for individuals (ACAS, 2022)

Like conciliation the claim is free to lodge, the arbitrator's decision is also legally binding. However, the decision cannot be appealed, therefore claimants may prefer to avoid arbitration, proceeding to a full Employment Tribunal (Daniels, 2022).  



AC 3.1

When cases of capability or misconduct reach a serious level, it is essential for this organisation to consider relevant legislation before proceeding with the dismissal of an employee.
A dismissal occurs when an employer ends an employee’s contract, with or without notice (Armstrong & Taylor, 2025). Under Section 95 of the Employment Rights Act 1996, a dismissal is fair only if there is a fair reason, a fair procedure is followed, and the decision falls within the “range of reasonable responses” open to a reasonable employer (Daniels, 2025). If any of these elements are lacking, an employee may claim unfair dismissal.
To support employers, ACAS provides the Code of Practice on Disciplinary and Grievance Procedures, outlining the minimum standards organisations should follow (ACAS, 2015). Employers must also act in line with their own internal policies.
Section 98 of the Employment Rights Act 1996 identifies five potentially fair reasons for dismissal: capability, conduct, redundancy, statutory restriction, and some other substantial reason (Daniels, 2025). This summary focuses on capability and conduct.
Capability may relate to qualifications, poor performance, or ill‑health (CIPD, 2023). Ill‑health must be distinguished from disability, which is protected under the Equality Act 2010. The case BS v Dundee City Council highlights the need for employers to make reasonable efforts to understand an employee’s medical situation before dismissing on health grounds.
Conduct covers inappropriate behaviour.
· Gross misconduct includes serious actions such as fraud, violence, or severe insubordination and may justify summary dismissal (ACAS, 2025). For example, fraud in a financial institution such as the Bank of England would normally be treated as gross misconduct.
· Misconduct includes behaviours like bullying, harassment, or unauthorised absence (ACAS, 2025).
Although not statutory, the ACAS Code of Practice sets expectations for a fair and transparent process. Employment tribunals will consider whether an employer followed the Code when deciding if a dismissal was fair. Key steps include: clear written allegations, a prompt and thorough investigation, a formal meeting, the employee’s right to be accompanied, and a right of appeal (ACAS, 2025; Daniels, 2025).
Organisations that follow the ACAS Code and the Employment Rights Act are far more likely to successfully defend unfair dismissal claims. Tribunals do not re‑hear the case but assess whether the employer’s actions fell within the range of reasonable responses. Where procedures are followed properly, the employer’s decision is more likely to be judged reasonable.





AC 3.2

A grievance, according to Unison is a concern held by an employee which they want addressed by an employer. Typically, these can cover pay and working conditions, terms of employment disagreements with co-workers or allegations of unfair treatment (Unison, 2019). Considering grievances as a feedback tool, the organisation should address or see costly implications. Bearman, (2025) lists employee disengagement, escalation to formal legal disputes and employee turnover as key areas where addressing grievances can cost the organisation.

The organisation should be prepared for grievances being raised under three main causes;

Poor management
Baska (2019) presents the case of a security officer employed by Sheffield Teaching Hospitals NHS Trust. Poor management led Brough and several colleagues to file a collective grievance, specifically regarding permitted car park usage. However, the grievance was inadequately investigated, which ultimately resulted in Brough being dismissed for gross misconduct. 
Inconsistent communication and poor investigations led to this grievance being lodged, with additional poor investigations resulting to the unfair dismissal and tribunal case. The ultimate cost to the employer, £10,990 plus the time spent on an ineffective process has ripple effects on the remaining staff. Not only those who were part of the collective grievance but wider staff who will see this as a standard level of management for the organisation. 

Inequality in treatment
Grievances around pay, promotions, workload or preferential treatment are expected when low level discussions, for example with a line manager, fail to clearly explain any perceived inequality. The Ms M Thandi and Others v Next Retail Ltd and Next Distribution Ltd illustrates that although believed to be the right business decision, paying shop staff less per hour than the warehouse teams, the tribunal ruled they had not clearly shown an absence of gender discrimination (Jones, 2024 and Makortoff, 2024). 
 
Bullying / harassment
McDonalds have recently come under scrutiny regarding sexual harassment allegations across their UK outlets (McCulloch, 2026). Grievances relating to bullying intimidation or abuse in the workplace, if not taken seriously, such as the CL V Mitie case, 2025 (Mayne, 2026) can lead to larger more systemic, cases being brought. 

As these examples and Bearman illustrate, the consequences of inadequate grievance procedures, can leave the organisation at risk. Employee disengagement resentment towards the organisation plus higher staff turnover are likely outcomes. To address these risks, the organisation should adhere to ACAS guidance (ACAS, 2024), and support form CIPD resources, (CIPD, 2023b) using it as a baseline when developing policies and procedures.



AC 3.3

Grievances are formal complaints raised by employees who believe they have been treated unfairly or had their rights breached. Effective handling is essential to prevent escalation and support a positive workplace culture—especially important for this organisation as it establishes new practices following the merger.
A grievance procedure is a legal requirement under the Employment Rights Act 1996 (CIPD, 2023). Failure to implement one exposes the organisation to risks including unfair dismissal, discrimination, victimisation, and constructive dismissal claims, as well as breaches of contract.
Poor grievance handling can damage organisational reputation, leading to negative online reviews, reduced applicant interest, and loss of stakeholder trust. In contrast, when policies are followed—such as in Mr P Singh v Metroline West—employers can demonstrate fairness and compliance with ACAS standards even when a claim is dismissed (Henry, 2023; ACAS, 2025).
At an operational level, ineffective grievance management contributes to higher turnover, reduced morale and productivity, and can result in one‑third of cases progressing to tribunal (Bearman, 2025).
Recommendations
CIPD’s 2024 research titled, ‘How employers are tackling bullying and harassment at work’ shows that line managers in public organisations account for up to 61% of workplace conflict. To support the merger, the organisation should:
· Develop manager capability through targeted training. During change, employees rely heavily on their line managers; equipping managers early helps prevent conflict and ensures consistent handling.
· Review and update grievance policies, integrating ACAS guidance and aligning procedures from both original organisations.
· Promote early conflict resolution, creating a positive employee relations climate by making processes clear, accessible, and prevention‑focused.

A clear, compliant grievance process is vital during and post-merger to build trust, ensure fairness, and protect the organisation from legal and reputational risk. Adhering to the ACAS Code, strengthening manager capability, and embedding early resolution practices will help establish a stable, healthy workplace for all.
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