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1)
Employee involvement and participation are linked to each other; however, they do differ in the way employees engage with organisational processes. Employee participation refers to the formal ways that employees can be actively involved in decision making within the organisation. This includes practices such as team-based decision making, feedback sessions, and suggestion schemes (Indeed, 2023). It empowers employees to take part in shaping outcomes that affect their work and the environment they work in.
In contrast, employee involvement is more about the level of commitment and emotional investment employees have in their work. It often involves more informal engagement, such as being consulted on decisions or given autonomy in tasks but does not always include the power to influence outcomes directly (Indeed, 2023).
This is also the view of Brewster et al. (2007). They distinguish between involvement and participation by suggesting that involvement typically involves management consulting employees or asking their points of view, which may not always influence outcomes. They note that participation is where employees have a more defined and genuine role in decision making processes, contributing to how the organisation is run, even if the influence is limited (Brewster et al., 2007 in Armstrong & Taylor, 2023) 
Both methods contribute to building trust, transparency, and organisational commitment whether directly or indirectly. Joint consultation is a method that managers can use to meet with employee representatives to discuss common interests. This helps to with decision making as well as giving employees a meaningful way to contribute. For example, the case involving Cougar Automation shows a real-world example where employees were heavily involved in major decisions such as voting on redundancy plans during tough financial times in the organisation. Transparency and employee voice became key principles for making good decisions (CIPS, 2015) (Armstrong & Taylor, 2023).
Surveys conducted by CIPD in 2019 show that employees may feel they have limited opportunities to express their opinions, especially in the public sector. Informal mechanisms such as one-to-one talks with managers are crucial for encouraging employee voice and it also helps with overall job satisfaction.
In conclusion, while employee involvement promotes a sense of belonging through informal feedback and engagement, participation empowers staff through structured representation in decision making. When used together, especially during organisational changes, these strategies create a more inclusive culture, reduce resistance to change, and contribute to more effective employment relationship management (CIPD, 2023).
2) Union and non-union employee representation are both important for employees to express their opinions through employee voice in the workplace. While their structures and implications differ, each plays a key role in supporting employee relations and workplace harmony, particularly within the complexities of the other public sector organisations like those involved in mergers.
Trade Unions are formal organisations recognised by employers and are protected by statutory rights (CIPS, 2025). In the UK, unions such as UNISON and GMB support employees in the public sector, advocating for fair pay, safer working conditions, and job security. Trade unions also provide individuals representation in grievances and management disciplinary hearings. This support gives employees a platform to challenge management decisions effectively and promotes equitable outcomes (Daniels, Chapter 22, 2022). Union representation often ensures structured dialogue between employers and employees, encouraging stability and trust. However, it may also introduce formalities that can slow down decision making or lead to hostile dynamics if not managed constructively (Armstrong & Taylor, p456. 2023).
Non-union forms of representation, include employee forums, staff councils and individual representatives appointed by colleagues. These mechanisms may not have legal bargaining power, but they provide direct access to management and promote collaboration. Non-union systems are often viewed as often viewed as more flexible and aligned with organisational goals, especially in workplaces where unions are not formally recognised (Taylor & Woodhams, chapter 1, 2025). 
In merged organisations, where old structures from different companies still exist, using both union and non-union representation can help to provide more fair support for all employees (CIPD, 2025) combining both union and non-union representation may offer a more balances overview. For example, Unions could address strategic employment issues, while non-union representation may be able to support day-to-day issues that can be solved more quickly.

Both union and non-union forms of representation can exist together to promote transparency and effective communication According to CIPD (2023), enabling multiple channels of communication helps organisations to remain responsive, reduce conflict and sustain morale. Leadership must ensure all representatives are trained, supported, and listened to, to be able to deliver meaningful employee engagement.

3) Employee voice refers to the framework and opportunities through which employees can express their opinions, concerns, and suggestions within an organisation (Wilkenson et al, 2022:1, in Armstrong, p.479, 2023 This concept encompasses both formal channels, such as trade unions and employee forums, and informal avenues like team meetings and suggestion schemes (Taylor & Woodhams, p.15, 2022). The presence and effectiveness of employee voice structures have been increasingly linked to various aspects of organisational performance, including trust, understanding risk issues and opportunities, employee engagement and innovation, retention, and overall workplace culture. (Taylor & Woodhams, p17, 202).
Moreover, the CIPD highlights that effective employee’s voice contributes to a more positive workplace, promoting trust and mutual respect between employers and employees. This environment encourages employees to share ideas and concerns without fear or backlash, leading to job satisfaction and commitment.
In the context of hybrid and remote working models, the importance of employee voice has become even more important. Woodfield emphasises that in such settings, enabling employee voice is crucial for developing sustainable working patterns and maintaining engagement (Woodfield, 2022; one, in Armstrong & Taylor, p479, 2023). Without physical interactions and communication, there is a fear that employees may feel undervalued and unheard which can affect organisational performance.
However, the relationship between employee voice and organisational performance is not without challenges. The effectiveness of promoting employee voice depends on organisational culture and communication from management, If employees feel that their input is disregarded or leads to negative consequences, it can result in mistrust and decreased moral, ultimately reducing performance .Therefore,  it increases the importance for organisations to not only establish channels for employee voice but also to act on feedback received, demonstrating a genuine commitment to employee involvement. 
Employee voice plays a vital role in enhancing organisational performance. By promoting open communication, trust and employee engagement, organisations can influence insights and contributions from the workplace to drive innovation and efficiency. Nevertheless, the success of these initiatives’ rests on the authenticity of the structures in place and the organisational commitment to valuing an acting upon employee input. 
4) The concept of better working lives refers to the creation of work environments that are fulfilling, inclusive and sustainable, contributing to the holistic well-being of employees. This includes physical, emotional, social, and career well-being, alongside fair reward, job security, and work life balance. The June 2024 CIPD survey report emphasises that improving working lives is central to responsible people management and is linked to productivity, engagement, and retention. 
Better working lives are based on these core principles – Meaningful work, autonomy, development opportunities, supportive leadership, and healthy work life balance. Armstrong and Tayor note that achieving these outcomes requires an integrated HR strategy that focuses on both the physical and psychological aspects of the work environment. In a post-merger context, where change can create uncertainty or stress, designing better working lives becomes even more critical to support staff through the transition.
Job design plays a role in this process. Roles should be clearly defined, manageable, and provide a sense of purpose and contribution. Wilkinson and Taylor both agree that developing an accurate job description and person specification is essential for staff to understand their roles and how their work contributes to the wider organisation are more likely to report satisfaction and lower levels of stress. (Taylor & Wilkinson, chapter 2, 2022). Incorporating employee feedback into job design can improve ownership and engagement.
Flexibility is another key element. With more organisations choosing hybrid working, expectations have changed, with employees seeking roles that accommodate their personal circumstances. Taylor and Woodhams explain that flexible working arrangements, such as job shares, remote working, and compressed hours, can promote inclusion and accessibility, particularly for carers, disabled employees, and others with specific needs.
Health and wellbeing initiatives must also be embedded into organisational practices. These could include check ins, and supportive absence management procedures (Armstrong, 2023, p.491-93) Leadership can also play a crucial role in modelling healthy behaviours and maintain open lines of communication. A culture of psychological safety, where employees feel secure in expressing concerns or ideas, can contribute to quality of work. 
The pursuit of better working lives should involve open communication, staff contribution opportunities and supportive management. Employee surveys and feedback platforms can identify issues and how to improve progress.
Better working lives must be strategically designed through inclusive practices, responsive leadership, and sustainable working practices. When done effectively, this can contribute not only to individual well-being but also to organisational resilience and performance.

5) Organisational conflict refers to disagreements and clashes that arise between individuals or groups with a workplace, often resulting from differing values, goals, interests, or perceptions. Misbehaviour, on the other hand, refers to deliberate actions that go against organisation policies or expectations, such as absenteeism, failure to follow rules or work sabotage. While conflict can sometimes be constructive and lead to innovation or better decision making, misbehaviour is viewed as detrimental to organisational effectiveness and morale. 
According to Armstrong and Taylor, conflict in organisations may occur due to structural factors such as poor communication, unclear job roles, or competing interest between departments. It may be functional when managed correctly, as it can generate dialogue, promote creativity, and bring hidden issues to the surface. Inc contract, misbehaviour is often an individual or collective response to perceived injustice of satisfaction and can manifest in ways such as reduced effort (also known as ‘working to rule’) (Daniels, p 58, 2022). Taylor and Woodhams highlight that recognising the distinction between conflict and misbehaviour is essential for developing appropriate responses. For example, an employee raising concerns about workload is engaging in a form of conflict that could be resolved through an informal chat or policy review, whereas an employee who deliberately violates safety protocols despite warnings is demonstrating misbehaviour which may require formal disciplinary action. 
CIPD (2023) recommends that organisations adopt a resolution-focused approach that seeks to understand the root cause of conflict and promote open communication. Post-merger environments, like the scenario described, are prone to both conflict and misbehaviour due to uncertainty, changes in management and new culture dynamics. Leadership must be ready to respond fairly and proportionately making sure to differentiate between issues that need mediation versus those needing disciplinary action.
Effective management of both organisational conflict and misbehaviour is crucial for maintaining a positive working environment. Identifying early signs and encouraging employees to voice concerns safely can prevent escalation. Investing in training for managers in conflict resolution and behaviour management is an initiative-taking strategy that aligns with the principles of better working lives. 
6) In today’s evolving workplace, there are emerging trends are shaping workplace culture, particularly around conflict and the types of industrial sanctions used in response. These include the rise of hybrid and remote working, generational diversity, digital communication, and growing workplace activism.
One significant trend is the increase in conflicts liked to hybrid and remote work. Disputes around expectations, performance monitoring, and fairness between remote and on-site workers are becoming more common. Both Armstrong and Taylor not that unclear boundaries and digital miscommunications often make these tensions worse, particularly when workplace policies have not kept up with changing work practices (Armstrong & Taylor, chapter 33, 2023). 
Generational differences are also a topic of conflict. Younger employees tend to prioritise flexibility, inclusion, and social values, while older workers may prefer stability and traditional structures (Fuchs, Fuchs & Lorenz, 2024, Purdue Global, 2023). These differing priorities can create workplace tension if not managed effectively through inclusive strategies and intergenerational dialogue (Taylor & Woodhams, 2022).
According to ACAS (2024) the landscape of workplace tension and industrial action in the UK is shifting. There has been a decline in formal disputes like strikes, with fewer working days lost to industrial action. In contrast, there is a noticeable rise in more complex individual issues such as whistleblowing and discrimination, which now account for a growing share of ACASs earlier cases.
Interestingly, employers are now more likely than trade unions to contact ACAS for support, reflecting a more initiative-taking, employer led approach to conflict resolution. Meanwhile, ACAS reports record-high levels of disciplinary, grievance and dismissal related queries, pointing to rise in day-to-day tensions at work.
In terms of industrial sanctions, there has been a move away from prolonged strikes toward shorter, more targeted forms of protest, often coordinated via digital platforms. Employers have been known to respond with legal action to limit or prevent industrial action altogether. ACAS also highlight increasing polarisation in collective disputes, where both sides are more entrenched, making resolution more difficult. 
Overall, workplace conflict is becoming more personal and multifaceted. This underlines the need for stronger communication more flexible dispute resolution strategies and up to date policies that reflect modern working realities. 

7) Third-party conflict resolution methods, conciliation, mediation, and arbitration are used to resolve workplace disputes fairly and professionally. Each method is different in terms of how it works, how formal it is, and who makes the final decision, but they all aim to stop problems from getting worse and avoid legal action. 
Conciliation is an informal and voluntary process where a neutral third party, called a conciliator, helps the people in conflict talk to each other. The conciliator may suggest practical solutions but does not make any decisions. This method is often used in employment disputes, such as when an employee and employer disagree about treatment at work. Conciliation encourages compromise and better communication to reach a mutual agreement (ACAS, 2023)
Mediation is like conciliation but slightly more structured. A mediator helps both sides understand each other’s point of view and work together to find a solution. The mediator does not take sides or decide but supports the parties in reaching their own agreement. Mediation is useful when the working relationship is breaking down or those but there has been a personal disagreement (Young, 2022).
Arbitration on the other hand is a more formal process an arbitrator listens to both sides and then makes a legally binding decision that both parties must accept this method is often used in more serious or collective disputes such as disagreements between trade unions and employers about pay or working conditions arbitration provides a final outcome especially when negotiation and mediation have failed (ACAS, 2023).
It is important to manage conflict ethically and treat everyone fairly maintaining confidentiality and using neutral third parties ethical conflict resolution helps protect workplace relationships and avoids an unnecessary legal action.
For example, a people practitioner might use conciliation to settle a harassment complaint between an employee and their manager in a pay dispute between a company and the union arbitration may be the best option when talks breakdown.
In summary conciliation mediation support mutual agreement through discussion while arbitration involves a binding decision made by a third party.
8) UK law protects employees from unfair dismissal and the Employment Rights Act in 1996. A dismissal is considered unfair if the employer lacks a valid reason or does not follow a fair process. Two common lawful reasons for dismissal are capability, (such as deficient performance or ill health) and misconduct (inappropriate behaviour or rule breaking).
Capability refers to an employee’s ability to perform their job effectively someone who consistently fails to meet expectations despite support and guidance dismissal may be considered fair employers are expected to give clear feedback, provide adequate training or support, issue warnings and allow time for improvement (CIPD, 2023). For instance, a care worker repeatedly missing medication administration duties despite retraining could clearly be dismissed.
Misconduct involves a breach of workplace rules this can range from ordinary misconduct like repeated lateness to gross misconduct such as theft or bullying. Gross misconduct can justify dismissal without notice, but only if it is fair and thorough disciplinary process is followed (Suff, 2022). A real example includes an employee dismissed after harassing A colleague following a formal investigation and hearing.
To ensure a dismissal is fair employers must act reasonably and follow a structured procedure this includes carrying out a full investigation to gather facts, and holding a formal disciplinary hearing where the employer employee can respond to allegations and allow the employee to it be accompanied by a colleague or trade union representative for capability issues written warning should be issued to allow time for improvement unless the case involves gross misconduct where immediate dismissal may be justified throughout the process it is essential to maintain accurate written records as this helps demonstrate that a fair and lawful process was allowed and provides evidence in case of tribunal the key difference between a fair and unfair dismissal lies in both the reason for dismissal and the way the process is handled even with the valid reason not following proper procedure can make the dismissal unfair.
Line managers play a crucial role in identifying problems early managing underperformance and addressing behavioural issues they must be trained to manage these situations fairly, ethically, and lawfully to protect employee rights and organisational reputation.
9) a grievance in the workplace is defined as a formal complaint made by an employee concerning their treatment work and conditions or the way organisational policies have been applied it reflects dissatisfaction which if unresolved can lead to decreased morale, reduced productivity and high turnover (CIPD, 2023).
Grievances can be either individual or collective individual grievances are raised by a single employee and may involve concerns such as feeling undervalued being subjected to bullying or harassment or disputes regarding pay workload or working hours for example an employee who consistently receives a disproportionate workload compared to A to colleagues may feel unfairly treated and raise a formal complaint in contrast collective grievances are submitted by a group of employees often through a trade union or staff representative these grievances usually relate to broader work place issues such as disputes over pay health and safety concerns or changes to contractor terms that affect the team or department a typical example of might involve a group of employees raising concerns about unequal pay across the organisation for individuals performing similar roles.
One of the primary causes of both individual and collective grievances is poor management practise this can manifest through lack of transparency inconsistent decision making or unapproachable management style ineffective communication also plays a significant role particularly when changes are made without adequate consultation or explanation employees may feel distant apparently can create toxic workplace environments that result in serious grievances.
To minimise grievances, organisations must equip line managers with the skills to respond appropriately including training in conflict resolution active listening and fair application of procedures. Promoting open communication consistency and fairness is key to preventing grievances and maintaining a positive workplace culture (Suff, 2023; ACAS,2023).
10) effectively handling employee grievances essential for promoting a fair respectful a legally compliant workplace a grievance represents a formal expression of dissatisfaction from an employee concerning their work working conditions or treatment by others and how organisations address such concerns can have significant consequences on both individuals on the wider organisation (CIPD, 2023).
One key reason for handling grievances effectively is to avoid legal claims poor grievance management may lead to claims of unfair treatment discrimination or constructive dismissal all of which can escalate into employment tribunals resulting in financial penalties and reputational harm (ACAS, 2023). A daring to fair procedures such as those outlined in the ACAS code of practise not only supports compliance with employment law but also demonstrates the organisation takes complaints seriously and acts transparently.
In addition, safeguarding the organisations reputation is critical poorly managed grievances can damage an organisation public image and internal culture indicating to both current and potential employees that fairness and employee well-being are not priorities (Armstrong, Chapter 59,2023). At the same time transparent and ethical handling of grievances can build employee trust and strengthen employee branding contributed positively to organisational performance and staff engagement (Armstrong, chapter 59, 2023). 
Grievances also impact teams and individuals significantly on a personal level unresolved issues can lead to stress anxiety or burnout negatively affecting mental health and productivity employees who feel unheard may disengage withdrawal goodwill or leave the organisation altogether (Suff, 2023). At the team level unresolved grievances can damage morale create division and undermine team cohesion and collaboration.
A real-world example of this can be seen in instances where fair and prompt grievance resolution helped retain staff and prevent costly recruitment conversely in organisations where complaints were ignored or mishandled such as in tribunal cases where there were increases in turnover absenteeism and reputational damage.
In conclusion handling grievances affectively is a vital component of good people management it reduces legal risk protects the organisations reputation supports team performance and upholds the psychological well-being of employee’s people professionals play a critical role in ensuring process is of followed consistently and compassionately.


Bibliography 

ACAS (2022) Arbitration. Available at: https://www.acas.org.uk/arbitration
Acas (2024) Dispute in the workplace: a story of change and complexity. [online] Acas. Available at: https://www.acas.org.uk/dispute-in-the-workplace-a-story-of-change-and-complexity (Accessed 16 May 2025).
ACAS (2023) Discipline and grievances at work: The Acas guide. Available at: https://www.acas.org.uk/sites/default/files/2022-04/discipline-and-grievances-at-work-the-acas-guide.pdf (Accessed: 16 May 2025).
Armstrong, M. & Taylor, S. (2023) Armstrong’s Handbook of Human Resource Management Practice (16TH ED.) Kogan Page. pp478-483)
Brewster, C., Gollan, P.J. and Wright, P.M. (2007) Human resource management: Contemporary issues, challenges and opportunities. Oxford: Oxford University Press.
CIPD (2025) Employee Voice CIPD Viewpoint. https://www.cipd.org/uk/views-and-insights/cipd-viewpoint/employee-voice/ (Accessed 01 May 2025)
CIPD (2023). The Professional Map: Employee Relations. Retrieved from https://peopleprofession.cipd.org/profession-map/specialist-knowlede/employee-relations (Accessed 01 May 2025)
CIPD (2023) Employment law factsheet. Available at: https://www.cipd.org/uk/knowledge/employment-law/ (Accessed: 16 May 2025).
CIPD (2023) Discipline and grievances at work. Available at: https://www.cipd.org/uk/knowledge/factsheets/discipline-factsheet/ (Accessed: 16 May 2025).
CIPD (2015) Best to Good Practice HR: Developing the principles. http://www.cipd.co.uk/hr-resouces/research/best-good-practice-hr-developing-principle-profession.aspx (archived at https://perma.cc/QW3F-UVJV) (Accessed 01 May 2025)
CIPD (2019) Talking about voice: An employee perspective. www.cipd.co.uk/knowledge/work/future-voice/employee-experiences ( archived at https://perma.cc/WAL5-ZM2Z) (Accessed 01 May 2025)
CIPD. ( 2025.). Trade unions factsheet. Chartered Institute of Personnel and Development. Available at: https://www.cipd.org/uk/knowledge/factsheets/trade-unions-factsheet/ (Accessed: 10 May 2025).
Daniels, K. (2022) Introduction to Employment Law: Fundamentals for HR and Business Students. CIPD 

Fuchs, S., Lorenz, K. and Fuchs, M. (2024) Generational differences in attitudes towards work and career: A systematic literature review on the preferences of Generations X, Y, and Z. [online] ResearchGate. Available at: https://www.researchgate.net/publication/383860257 (Accessed 16 May 2025).

Indeed. (2023) What is employee participation and) why is it important? Available at: https://uk.indeed.com/career-advice/career-develpment/employee-participation (Accessed: 20 April 2025) 
Purdue Global (2023) Generational workforce differences: Managing a multi-generational workforce. [online] Available at: https://www.purdueglobal.edu/education-partnerships/generational-workforce-differences-infographic/ (Accessed 16 May 2025)
Suff, R. (2022) Dismissal procedures. CIPD. Available at: https://www.cipd.org/uk/knowledge/factsheets/dismissal-factsheet/ (Accessed: 12 May 2025).
Suff, R. (2023) Discipline and grievances at work. CIPD. Available at: https://www.cipd.org/uk/knowledge/factsheets/discipline-factsheet/ (Accessed: 12 May 2025).

Taylor, S. & Woodhams, C. (2022) Human Resource Management: People and Organisations (3rd Ed). CIPD, Kogan Page. 
UK Government (1996) Employment Rights Act 1996. Available at: https://www.legislation.gov.uk/ukpga/1996/18/contents (Accessed: 16 May 2025).
Wilkinson, A, Donaghey, J, Dundon, T and Freeman, RB (eds) (2020)  Handbook of Research on Employee Voice, Edward Elgar Publishing.  
Woodfield, R. (2022) Maximising employees voice in a hybrid working world. CIPD. https://www.cipd.org/en/views-and-insights/thought-leaderships/people-profession/employee-voice/
Young, J. (2022) Mediation at Work. CIPD. Available at: https://www.cipd.org/en/knowledge/factsheets/mediation-factsheet/
CIPD. (2023). Discipline and grievance procedures: UK employment law. Available at: https://www.cipd.org/uk/knowledge/employment-law/discipline/ [Accessed 16 May 2025].




