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Introduction (AC 1.1)
The aim of this briefing paper is to provide an overview of Human Relations Management and how this can affect organisations and their employees. The first aspect covered within this paper is how employees can be involved within the decision-making process of an organisation, particularly employee involvement, which is informal, and employee participation which is a formal medium.
Employee Voice and how this builds relationships (AC 1.1)
The CIPD factsheet on employee voice within an organisation ‘is the way people communicate their views to their employer and influence matters that affect them at work.’ Within an organisation, it is a staple for employers to allow employees to have a voice as this will help build trust between employers and their employees. The factsheet goes on further to explain that by allowing employees to have a say in their basic operations, an organisation can benefit from more effective processes and systems to achieve their desired goal. The CIPD outlines two types of employee voice, direct participation and representative participation. Lombard. N, Tay. C (2025) notes that by giving employees a platform to participate in decision making within an organisation, an employer can improve communication channels, boost staff morale, make work meaningful, promote innovation and lower turnover rates. 

Direct Participation – Employee Participation
Lombard. N, Tay. C (2025) defines employee participation as a strategic approach that ensures all employees have a voice and shared responsibility within the decision-making process. Lombard. N also outlines what they consider the key elements of employee participation are, these include; giving opportunities for team decision making; collaboration between staff of all levels; giving employees a voice regarding key decisions; offering training and development opportunities. Parasuraman. B (n.d.) further defines employee participation as the ‘process in which employees are involved in the decision-making process, rather than just acting on orders. Mediums in which employee participation can be administered is through open forums, engagement days and employee lead focus groups. This view is supported by the CIPD which states that direct participation is the employees ability to influence decision-making themselves and not through a representative. Within a public organisation, these forums can take the form of employee focus groups, engagement days, open forums and direct feedback sessions.

Representative Participation – Employee Involvement
The CIPD defines representative participation as a collective voice which can involve either trade union representation or non-union representation. The CIPD outlines that there are four main methods of representative representation which are; trade union representatives from recognised trade unions; Joint Consultation Committee or forum in which employees can be represented by trade unions or nominated employee representatives; specific issue representation and consultation based on a specific topic of TUPE, redundancy, etc; lastly, worker representation on the board is another way to give employees a represented voice within an organisation.

Employee Involvement
Employee involvement according to the Cambridge Dictionary (n.d.) is ‘ways in which employees take part in making decisions, planning, making sure work is done well, etc..’ Hussain. H (2024) further outlines that employee involvement is the act of empowering your workforce to take control of their projects and conversing with key stakeholders on key decisions. Hussain highlights that by involving employees within these key decisions, an organisation can benefit from increased morale, motivation and free thinking. Therefore, employee engagement is more informal when compared to employee participation and can be administered through informal channels, such as team meetings, one to one discussions and employee engagement surveys.

Employee Participation
Lombard. N, Tay. C (2025) defines employee participation as a strategic approach that ensures all employees have a voice and shared responsibility within the decision-making process. Lombard. N also outlines what they consider the key elements of employee participation are, these include; giving opportunities for team decision making; collaboration between staff of all levels; giving employees a voice regarding key decisions; offering training and development opportunities. Parasuraman. B (n.d.) further defines employee participation as the ‘process in which employees are involved in the decision-making process, rather than just acting on orders. Mediums in which employee participation can be administered is through open forums, engagement days and employee lead focus groups.

Key Differences Between Employee Participation and Employee Involvement
There are key differences between employee involvement and employee participation. Employee involvement is a more informal method of including employees during less important decision making for an organisation. Employee’s can be given a platform to give their views during team meetings, feedback forms, brainstorming sessions, employee engagement surveys and one to one discussions. This is in contrast to employee participation which is a more formal method of decision making within an organisation which brings employee views into account during the consultation and decision making process. It is recommended that both organisations engage with relevant representatives to ensure smooth transition.
Using the above information, the table below, highlights some of the key differences between employee involvement and employee participation:
	Aspect
	Employee involvement
	Employee participation

	Formality
	Informal
	Formal

	
Decision importance
	Less important organisationally, more important for individual teams
	More important through a whole organisation

	

Methods of administration
	· Team meetings
· Feedback forms
· Brainstorming sessions
· Employee engagement surveys
· One to one discussion
	· Focus groups
· Decision panel representation
· Engagement workshops
· Discussion forums



Types or representation at work (AC 1.2)
It is important for organisations to note that all employees have the right to representation when issues occur within their workplace. Two types of representation employees can elect for are trade union representation and non-union representation.
Union Representation
Taylor and Woodhams (2022) states that unions, defined by law, are ‘workers of one or more description and whose purpose include the regulation of relationships between workers and employers’. The CIPD (2025) factsheet provides a further outline that a trade union is typically made up of workers and exists to protect workers rights, negotiate wages and working conditions. Due to the part trade unions play in negotiating wages and working conditions, within the United Kingdom, trade unions have enhanced legal protection when undertaking these negotiations on behalf of its members. Gov.uk (n.d.) further states that trade union representatives are not paid and are able to represent and give advice to employees when they have problems at work. If agreements cannot be reached, unions have the right to ballot for a strike in accordance with section 8 of the Trade Union Act (1992) and if the ballot is passed, a minimum of two weeks’ notice must be submitted to the employer and further negotiations must then take place. A passed ballot can then be enforced for up to six months to the day of the vote and an employer can agree to an extension to a maximum of nine months which is in accordance with section 9 of the Trade Union Act. 

Non-Union representation
Employees within an organisation can also elect an employee representative to speak on their behalf as either part of a board or consultation. As mentioned previously, there are multiple forms of non-union representation a public organisation can engage in such as Joint Consultation Committee or forum, specific issue representation and consultation or worker representation on the board. ACAS (n.d.) outlines that non-union employee representatives can advise on and be involved in consultations for health and safety reasons, organisational decision making panels and to provide the employee view on pension changes and working conditions within an organisation.
ACAS (n.d.) have created a comprehensive guide on non-union representation and the forms within employees can be represented outside of trade unions. The following table, paraphrased via ACAS, outlines how these representatives are chosen or elected and the tasks they are given to ensure employees are working within their ideal environment:
	Type of representative
	Role of representative

	
Health & Safety
	This individual is appointed to improve the health and safety of their workplace and are protected against dismissal.


	

Information & Consultation
	These representatives are elected to consult on organisational panels as the employee voice for the organisation and to provide a report for all employees within the organisation. 


	

Pension
	These representatives are elected to consult on any changes to pension schemes set up by an organisation and to report findings back to affected individuals within the organisation.




Key Differences Between Union and Non-Union Representation
There are several key differences between union and non-union representation. Non-union representation has a more limited influence on an organisation when compared to trade unions. Trade unions have more power than non-union representatives and can raise ballots to take industrial action to help employees achieve a desirable outcome. Trade unions also have the backing within legislation to undertake such action whereas non-union representatives are often elected by employees to act as their voice and are unable to undertake such actions.

The Impact of Employee Voice on Organisational Performance (AC1.3)
CIPD provides the following definition for employee voice: employee voice means that employees can voice their concerns and issues within an organisation irrespective of where and how they do their work. The CIPD further advises that by allowing employees to have platform to express their views, an organisation can benefit from increased morale and productivity as a result due to employees being allowed to express themselves. Giving employees a voice in regards to decision making within an organisation can have a multitude of benefits. These benefits can include better cohesion between employees and managers, more productivity and a more open and communicative workplace. There are also key downsides to not including an employee voice within an organisation. 
Ayop. S, Ishak. N (2023) cites that employee voice has far-reaching implications for an organisation and ‘spans across various fields, channels and cultural contexts’. Ayop. S, Ishak. N highlights the potential benefits to an organisation implementing employee voice channels, these include more effective communication and engagement, assist in innovation, better job satisfaction and contributes to organisational success. Alternatively, a A study undertaken by Shipton et al. concluded that organisational voice encouraged innovation, however increased the chances of burnout, and vice versa for employee-focused voice, so a balance of the two was detrimental to an organisation improving innovation whilst decreasing levels of burnout. These views are supported by the CIPD (2025) Factsheet on Employee Voice which states that employee voice can improve the effectiveness of employee performance and that it is a fundamental component to good work. 
Ayop. S, Ishak. N further outlines the challenges that an organisation may face when implementing an employee voice. Ayop. S, Ishak. N, notes that the most fundamental challenge is the creation of a culture that nurtures ‘psychological safety’ to allow employees to highlight concerns and provide opinions on decisions within an organisation. Further to this, Farndale, E., Van Ruiten, J., & Kelliher, C. (2018) highlight that an organisation with a hierarchal nature can impede employees from expressing views to the main decision makers at the top of the organisation.

The Importance of Employee Voice
In conclusion, allowing an employee to have a voice within an organisation can be pivotal to the success of an organisation, especially in regards to one that is facing change such as a merger. A case study conducted by the CIPD highlighted that Fircroft College that underwent major structure changes which saw them lose 60% of their workforce. This loss within their workforce pushed the organisation to implement channels for their employees to express views and ideas on change and introduce a new set of cultural values to encourage more open communication.

Taylor and Woodhams (2022) further define employee voice as the ways in which employees attempt to have a say, formally or informally to influence an organisations decision-making. This view is supported by Newcombe. T whose article gives an insight to a Think Tank’s report on Tomorrows Company, which states that employees having a voice really matters today.
 there are two types of employee voice, organisational voice and employee-focused voice. The study measured both types of voice through a medium of channels and their effects on employee burnout and employee innovation. The study concluded that The provided definitions and the outcomes from the study show that by allowing an employee voice, an organisation can benefit from increased productivity and morale within their workforce.

Better Working Lives and the Good Work Index (AC 1.4)
Better working lives as defined by VQ solutions is the idea of creating better work environments for employees, to help promote a better well-being, increase productivity and improve job satisfaction. This view is supported by the UK Government Good work report (2018) who defines good work as fair and decent with a realistic approach to development and fulfilment. 
The CIPD Good Work Index is a survey conducted every year, aimed at 5000 employees from different sectors of work to make an evidenced-based report on which areas of their work to find any positive and negative trends. This report outlines what the CIPD there are 7 key aspects of good work and outlines them as; pay & benefits; contract; work-life balance; job design and nature of the work; relationships at work; employee voice; health and well-being. The CIPD Good Work Index also highlights the CIPD belief that good work is a fundamental aspect of an individual’s well-being, motivation and productivity. The CIPD also define good work as work that is fairly rewarded, provides development opportunities, gives individuals a secure living, provides a good work-life balance, gives a supportive environment and allows employees to have a voice within their role and organisation.

How Jobs can be Designed Using the Good Work Index
Using the seven aspects of good work, an organisation can design their posts to create a thriving and content workforce who are productive, motivated and committed to the organisations values. Within a public organisation, wages are set via the Government or governing bodies, however these organisation can control how their employees encouraged to voice views and to maintain a good work-life balance which in-turn, can promote open communication and better working relationships within the organisation and also for employees to maintain mental and physical well-being. To do this, public organisations can create a set of values all employees, managers and senior leaders can work towards to achieve the organisations shared goals. An example of this can be found via NHS England (n.d.) who following a staff survey in 2024 highlighted the need to improve the employee experience within a workplace. Following this survey, NHS England introduced a set of values called ‘Our People Promise’ which saw NHS England promise to be compassionate and inclusive, recognise and reward their workforce, allow an employee voice and create channels to allow this, create a safe and healthy workplace, allow development opportunities, create a flexible working environment, and lastly ‘we are a team’ to highlight the shared goal of the entire NHS workforce.

The differences between Organisational Conflict and Organisational Misbehavior (AC 2.1)
Following good work, on the other end of the spectrum is organisational conflict and misbehaviour. Although these sound similar, they are vastly different in severity and are viewed differently within an organisation.
Organisational Conflict
The University of San Diego (2023) explains that organisational conflict occurs when two or a group of individuals have misaligned goals or views which raises tensions and disagreements between both parties. Shonk. K (2025) outlines that there are three types of organisational conflict that can occur, which are; task conflict, occurs when there are disagreements between colleagues on how tasks are assigned and carried out.; relationship conflict, occurs when there are differences in personalities; Values conflict, occurs when there is a difference in an individual’s core values.

Organisational Misbehavior
Negoescu. G & David. S (2009) defines organisational misbehaviour as ‘intentional action by members of organisations that violate organisational and social norms’. These types of actions are primarily illegal and inappropriate which can cause issues for an organisation and encourage negative press. Organisational misbehaviour can also be defined as employee misconduct. Taylor. T (n.d.) states that there are two types of misconduct, ordinary and gross, which Taylor further explains these types of misconduct. Ordinary misconduct is an action by an employee not meant to harm an individual or an organisation and is usually managed through disciplinary procedure. Gross misconduct is an action by an employee that causes harm to others or the organisation which usually warrants the immediate termination of an individual’s contract. Examples of Gross misconduct include, but are not limited to, theft, threatening behaviour, sexual harassment and negligence of health and safety. 

Possible Conflicts Arising from an Organisational Merger
Following the above examples, two public organisations facing a merger can expect conflict to arise in the form of like work and processes clashing between the two different organisations. This can lead to colleagues confronting each other when a process from one organisation differs from the other and if the new process has not been communicated in an effective way. This type of conflict can the also lead to a relationship breakdown between employees and/ or managers and cause further detriment to an organisation. To avoid this from happening, representatives from both organisations should be encouraged to meet regularly to converse and plan out a new process that fits within both parties to ensue a smoother transition and avoid any potential conflicts.

The Emerging Trends – The Types of Conflict and Industrial Action (AC 2.2)
Trends in workplace conflict are ever changing in accordance with working environments and an individual’s own pressures within a workplace along with the priorities of trade unions for their members working conditions.
Types and trends of organisational Conflict 
Shonk. K (2025), highlights that there are three main types of organisational conflict, task, relationship and values-based conflict. Each can be managed in a variety of ways depending on how much disruption is being caused between employees. Pollack. J (2024) outlines seven types of organisational conflict; Interpersonal conflict, where two or more employees clash on work styles or culture change; Individual vs group can occur when an individual disagrees with a group which can the affect team morale; interdepartmental dispute or disputes between different areas within an organisation; inter-ogranisational conflict can occur when two organisations with shared goals, differ on fundamental ideas or ideals; task conflict which can see two individuals who have been tasked with an objective, differ on strategies; relationship conflict can stem from personality clashes and is more emotionally driven; Values conflict where a difference in core ideals can create a dispute between colleagues. 
The CIPD (2020) provides an insight on how organisations manage conflict between employees and notes that there are informal and formal ways to deal with conflict. The informal ways of managing conflict within an organisation can range from; providing training to managers on how to approach conflict; having and managing difficult conversations; hosting an informal discussion between employees and their managers, or their Human Resources representative. If the informal methods fail, a formal procedure may need to be followed, such as grievance, mediation or disciplinary action to help resolve any conflict. 
The CIPD (2024) report published in June 2024, states that 25% of the UK workforce had experienced workplace conflict between 2023-2024 and the main causes of these conflicts were humiliation at work (48%), argument or heated conversation (35%) and verbal abuse (34%).

Types and Trends of Industrial Action
ACAS note that there are three main types of industrial action; striking which is when employees refuse to work; picketing which is when employees and trade union representatives stand outside their workplace to tell the public why they are striking; non-strike action such as refusing overtime. Using data from the Office of National Statistics (2025), the current trend shows that the number of working days lost due to strike action by organisations within the UK is on a downward trend. The following graphs are the number of days (in their thousands), lost per month from January 2023 to January 2024, then January 2024 to January 2025:
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This trend is interesting given that according to GOV.uk, Trade Union membership overall is falling, having fallen from 22.4% of UK employees being a member of a trade union in 2023, to 22% in 2024. This correlation may be the result of more open communication between employees and their employers who then feel that trade union representation is no longer required, or it could be driven by financial factors as trade union membership does come at a cost. With this in mind, GOV.uk does go on to say that the number of trade union members within the public sector did rise by 20,000 between 2023 to 2024, which could be attributed to political factors like a change in government or could be a reflection of the working conditions within public sector organisations.
As these graphs show, the number of days lost between these two periods shows a decrease in industrial action overall.

Formal Types of Conflict Resolution (AC 2.3)
Following on from the types of conflict that can occur within all types of organisations, it is important to know the formal routes to conflict resolutions, in particular, third-party conciliation, mediation and arbitration.

Mediation
Gov.uk(n.d.) describes mediation as the discussion between an individual and a third party with an employer or another employee, to try and find a solution to a workplace issue. Gov.uk (n.d.) further states that mediation is a voluntary process and both parties are not under obligation to accept any terms discussed. ACAS (2022) supports Gov.uk’s description of mediation with the addition that the mediator must be a neutral party and looks at the future, not the past. ACAS states that mediation is a less formal form of conflict resolution and is usually not legally binding. The CIPD (2024) factsheet on mediation showcases some potential benefits of the mediation process as being quicker, less stressful and looks for a win-win approach.

Third-Party Conciliation
According to Gov.uk (n.d.), third-party conciliation is like mediation with exception to when conciliation can be reached. Two parties can meet before or after an employment tribunal has been established, to then mediate on the issue and come up with a solution outside of the tribunal. ACAS (2022) describes the benefits of conciliation as being free, voluntary, confidential and both sides agree the outcome of the meeting.

Arbitration
Gov.uk advises that the format for arbitration is that third-party makes the decision on the outcome after considering all the evidence presented. The individual and their employer would need to agree that the arbiter’s decision is legally binding for the process to start. ACAS can provide arbitration and gives further guidance on this process. ACAS (2022) notes that there are two types of arbitration, collective arbitration and individual arbitration.

Collective Arbitration
ACAS (2022) advises that collective arbitration is the arbitration process between a group of colleagues and their employer and can only be undertaken if collective conciliation has failed and the employees trade union’s policy allows for work disputes to be resolved through collective arbitration.

Individual Arbitration
ACAS further advises that individual arbitration can only be brought forward if third party conciliation has failed and only if the dispute is regarding a flexible working request or unfair dismissal. Both parties will need to agree that this process can take place before the arbitration process can begin.

Potential Conflict within the Merger of two Public Sector Organisations
Within the merger of two public sector organisations, conflict may arise due to task, interpersonal or values based disputes between colleagues which may need the attention of a third party, however the Human Resource departments of the two organisations should meet and discuss each dispute and try to resolve without the afore mentioned methods first and then create relevant policies and procedures to avoid any further disputes. If an individual is unable to resolve a dispute, then more formal methods of resolution can then be sought by the individual.

Unfair Dismissal in respect of capability and misconduct (AC 3.1)
The CIPD highlights that an employee can only pursue an unfair dismissal claim if an individual has worked within an organisation for at least 2 years and if the case has been brought forward within 3 months, less a day, of the dismissal. The Employment Rights Act 1996 highlighted via ACAS states that there are five fair reasons for dismissal; misconduct, when a staff member has undertaken something which can be considered inappropriate or illegal; capability, when an employee does not have the right qualifications or is unable to undertake their duties; redundancy – when a role within an organisation is no longer necessary; legality, when there is a legal reason that an individual can no longer undertake their employed duties; other substantial reasons that these can be due to a fixed term contract ending, refusal of new contract terms and a client refusing to work with an employee.
Following these five fair reasons, citizens advice gives examples of when dismissal can be unfair such as if an individual; is pregnant or on maternity leave, by law an individual has the right to maternity leave as a day one right of employment; asks for their legal rights such as to be paid minimum wage; has acted in a certain way for health and safety reasons to avoid accident or injury; is a member of a trade union and needs time off to partake in union activities; blows the whistle on an organisational issue; is dismissed after more than two years’ service and the organisation is then sold, the individual would then be protected under the TUPE regulations; has more than one occupation but earns less that £123 a week; has not declared a previously spent conviction but has worked for the organisation for at least two years.
· If an individual is pregnant or on maternity leave.
· If an individual has asked for their legal rights, for example, to be paid minimum wage.
· If an individual has acted for health and safety reasons.
· Is a member of trade union and has taken part in trade union activities.
· Whistleblowing.
· If an individual has more than one job but earns less than £123 a week.
· If an individual is dismissed after working for an organisation for more than 2 years and the business is sold. This individual would be protected through the TUPE Regulations.
· If an individual has not declared a previously spent conviction but has worked for the organisation for at least 2 years.
To note, citizen’s advice highlights that an individual cannot be dismissed if the reason for dismissal falls under a protected characteristic. The Equality Act 2010, through Legislation.gov.uk, outlines the following characteristics: age; disability; gender reassignment; marriage and civil partnership; pregnancy and maternity; race; religion or belief; sex; sexual orientation. A dismissal due to these reasons can be referred for an unfair dismissal claim at any point within an individuals employment.

Unfair Dismissal in Respect of capability
The CIPD (2024) outlines that an employee can only be fairly dismissed through capability if the employee falls into one of three categories; lack of professional or technical qualifications that are needed to undertake their role; if an employee has been unable to undertake their role within the expected standard required by their employer and is performing poorly; if there is a medical reason why an employee cannot undertake their role. However, it is important to note that if the employee has declared a disability, that all adjustments have been considered before dismissal. The Equality Act 2010 states that an employer must identify and make a reasonable adjustment if a disabled individual is at a disadvantage to a person who is not disabled, to then make reasonable adjustments to avoid any disadvantages. If an individual has been dismissed for reasons of capability which is outside the above points, then an unfair dismissal claim can then be brought forward.

Unfair Dismissal in Respect of Misconduct
In respect of dismissal within the scope of misconduct, DP Employment Law (n.d.) advises that before an employer can fairly dismiss an employee for misconduct, the employer must first undertake a thorough and fair investigation and then follow internal process following the outcome of their investigation. Gov.uk (n.d.) provides further guidance by stating that once the investigation has concluded, the employee must then be invited to a meeting to discuss the issue and for them to have a chance to respond to the allegations brought forward. If performance has not improved after the first misconduct meeting, the employee must then be invited for a further conversation and a final warning can then be issued. If again the employee has not improved on the issue at hand, they can then be dismissed. 
If the reason for dismissal were to fall under the scope of serious misconduct, but not gross misconduct, then the employee can be invited to a meeting, and be supplied with their final written warning. Finally, if the issue falls under the scope of gross misconduct, then the employee can be fairly dismissed straight away. If procedure has not been fully followed or if the employer did not fairly conduct their investigation, the affected employee can then bring forward an unfair dismissal claim, but only if they have worked for the organisation for at least 2 years.
As part of the merger between two public organisations, any changes to contracts of employment should be carefully considered along side the TUPE regulations to avoid any unfair or unlawful dismissal claims. Under the TUPE regulations, all terms and conditions of a previous employer must remain within an individuals contract and should only be changed after consultation and agreement with the affected individual.

Key causes of employee Grievances (AC 3.2)
The Cambridge dictionary defines a grievance as a complaint or strong feeling that you have been treated unfairly. In the workplace, Unison (n.d.) states that a grievance can be brought forward by an employee if they have concerns around aspects of their working life or if there are issues within an employee’s terms and conditions of employment. AIHR provides some key causes for grievances as being concerns over working conditions, discrimination or harassment and the abuse of power by management. outlines that there are six main types of grievance which are; 
· compensation and benefits - an employee can raise a grievance if they feel they are being undercompensated for their work or if they are receiving less benefits from their organisation when compared to colleagues; 
· Concerns over work conditions – if there are heath and safety concerns within the workplace, a formal grievance can be raised to investigate the issue and provide a safer working environment;
· Work-life balance – if an employee is having to work excessive overtime, unable to take breaks from work or if the work schedule is too inflexible, a grievance can be raised;
· Discrimination or harassment – if an individual has been discriminated against or has been the victim of workplace bullying, a formal grievance can be raised and the organisation will then need to conduct a thorough and fair investigation;
· Management and supervision – if an employee feels that their line manager or supervisor has been abusing their power, then a formal grievance can then be made and the employer can then act as a mediator to resolve any potential conflict;
· Interpersonal conflict – a grievance can be raised if there has been unnecessary conflict between and employee and their colleagues or line manager to aid in resolving the conflict.
An employee can raise an issue regarding working conditions and abuse of power by management within an organisation if they have informed management about the issue, and no action has been taken to avoid an accident from occurring. Murphy. G (n.d.) provides an example of a grievance they dealt with in relation to three factors; inappropriate use of CCTV, requests outside of an employees role and responsibilities and changing IT access impacting an employees ability to perform their duties. It was found that mediation was required between both parties, clear job descriptions were to be produced, relationships between directors was to be addressed separately to the employees and GDPR procedures were to be updated.
Regarding discrimination and harassment, a grievance can be raised due to an individual being singled out due to a protected characteristic or if they feel they have been treated unfairly when compared to colleagues. As an example, the case of Miss P Newcombe v Machynlleth Town Council outlines that Miss Newcombe felt she had been treated unfairly and discriminated against due to ill health. Upon raising concerns to her line manager, these concerns were not followed up by management which then lead to an employment tribunal. The employment tribunal found that miss Newcombe had been treated unfairly due to a ‘breach of trust and confidence’ and Machynlleth Town Council were ordered to pay £11,600 in compensation due to the loss of statutory rights.
All the above issues are key causes of employee grievances and During the merger process, it should be a priority for both public sector organisations for an organisation it should be a priority for any organisation to effectively handle each case when they arise with the utmost care and confidentiality by having processes in place which are in-line with. An organisation can do this by having a standard procedure in place which is inline with the ACAS code of Practice. ACAS (2015) details that an employer must follow a full and fair procedure and that the ACAS code of practice is the bare minimum expectation of an employer when going through a grievance process. The ACAS Code of Practice also highlights that should a workplace issue go through to an employment tribunal, all documentation will be considered during the tribunal process. If an employer is found to have not followed the ACAS code of practice, which stated by Gov.uk, is not legally binding, an employer may see a 25% reduction in awards or a 25% increase in awards to the complainant. It is detrimental that organisations take active steps to comply with the ACAS code of practice regarding their grievance procedure.

Why Handling Grievances Effectively is important for an organisation (AC 3.3)
ACAS (2015) highlights the main importance of effectively handling a grievance is due to any resolution and evidence brought forward during the grievance process can be considered during an employment tribunal. Gov.uk gives an overview of how to effectively and lawfully handle the grievance process. The first thing an organisation would need to do is formally notify all colleagues of the grievance procedure and share this in writing and must contain who is responsible for the grievance process and how they can be contacted. Once the grievance process has been initiated, a clear timescale would need to be communicated at each stage and the individual who raised the grievance should also be advised on how they can appeal should the outcome not be in their favour. Gov.uk also states that even though the ACAS code of practice is not legally binding, a tribunal can reduce or increase an award by 25% if the code of practice is not followed.

If Grievances are not Handled Effectively – Employment Tribunal
ACAS (2024) advises that after a grievance procedure has taken place, if an employee still feels they need to act, they can make a case to an employment tribunal. The Courts and Tribunal Judiciary (n.d.) defines a tribunal as a judicial body whose responsibility is in the interest of workplace justice and were established within the Industrial Training Act 1964. When an employee wants to bring forward a tribunal, ACAS states the employee must notify within 3 months, less a day of the outcome of the grievance. 
An important note for organisations is that if the grievance process is effectively handled, an employment tribunal can be avoided. This is the best outcome for both the employer and the employee due to the cost of undertaking a tribunal and to avoid any emotional downsides such as employee morale and reduced productivity. An employment tribunal may also give an organisation a negative view within the press which may also affect business, so it is within the best interest of both parties to settle any dispute outside of a formal tribunal. An example on the costs of an employment tribunal, Davison Morris Solicitors estimate that the overall costs of solicitor fees during an employment tribunal can vary from £5000 to £20,000 on both sides and that an employer statistically is less likely to recover these costs.
Due to the nature of the merger between the two public organisations, special care should be taken to ensure any grievances that occur during the TUPE process are handled with the utmost confidentiality and resolved in a fair way, whilst allowing all employees to voice their concerns. This not only help to avoid employment tribunals and negative press, but will also assist with employee trust and motivation as employees will be able freely discuss any issues with management, knowing that should a grievance arise, the process can be trusted.
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