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1.1 Differentiate between employee involvement and employee participation and how they build relationships. 
In human resource management, employee involvement and employee participation are distinct concepts that serve different purposes in fostering positive employment relationships.

Employee involvement refers to the informal process through which managers engage staff members in the company's operational activities. This process aims to increase employee commitment by seeking their feedback on work-related topics, which can occur through consultations, surveys, and team briefings (CIPD, N.D.). By participating in this process, employees strengthen their relationship with their employers and gain recognition. For daily or weekly team meetings, for instance, nurses or healthcare support staff members review any challenges during their shifts, health and safety issues, and patient care. They could advocate for necessary changes and identify what is working and what is not. Even though they arrange these brief, informal meetings, ward managers improve communication and morale by making employees feel heard and appreciated.
Employee participation, on the other hand, refers to the involvement of employees in decision-making processes, usually through partnership agreements, joint consultation committees, or trade union representation.
Based on pluralist views that acknowledge that employees and upper management may have different goals, describe participation as a more focused on groups and structured way of completing tasks (Taylor and Woodhams, 2022).
 
According to CIPD (2024f), involvement and participation improve workplace connections, interaction, and engagement. An open-door policy and frequent feedback help employees to feel valued and heard, therefore reducing isolation. Participation structures let everyone contribute, therefore promoting ownership and preventing inequality of power. 
With 22.4% of UK workers unionised in 2023, mostly in public services. For the public sector, trade union membership is still absolutely vital (Statista, 2024).
 
For Nottinghamshire Healthcare NHS, a part of the NHS, staff forums and consultations have enhanced employee voice. This case study, conducted by Nottingham Trent University and the University of Twente, demonstrates how employee involvement boosted engagement and trust, thereby improving workplace harmony after the restructuring (CIPD, 202).
 
Dispute resolution methods include informal resolution, such as mediation; formal procedures, such as disciplinary and grievance procedures; and alternative dispute resolution (ADR), such as conciliation and arbitration (ACAS, 2015).
These behaviors work best when genuine; if not performed truthfully, they can cause employee dissatisfaction, especially in circumstances with recent mergers and new managers who may not understand public sector.


  
1.2 Compare forms of union and non-union employee representation. 
Both union and non-union employee representation aim to protect employees' rights and interests, but they differ significantly in how they're organised, how much authority and influence they have. 
A trade union is a group of employees who join together to maintain and improve their conditions of employment. Trade unions are independent organisations that assist and support their members through collectively bargaining for their fair salaries, employment rights, and better working conditions on behalf of all workers and working to enhance public services, participating in political campaigns, and organising industrial actions when necessary. UNISON is one of the trade unions in the United Kingdom (UNISON, 2025).
Non-union employee representation refers to employees being represented by individuals or groups within the organisation who are not part of a formal labor union. It includes employee resource groups, employee councils, TUPE and employee safety representatives, especially in organisations without union recognition. Employee representatives serve as a direct link between staff and management, helping to communicate shared concerns and reach agreements without involving external parties. This approach to representation has drawn interest from HR professionals (This vs. That, 2023; Labour Relations Agency, 2022).
Whether unionised or not, these representatives play a key role in helping effective communication and collaboration within the workplace. Both union and non-union employee representatives play a crucial role in facilitating communications between employees and management. Both union representatives, who typically operate under a formal collective bargaining framework, and non-union representatives, who may function through more informal or consultative mechanisms, are crucial in sharing the common employee concerns and interests with the management, so supporting and participating in discussions on effective workplace relations, so promoting a positive organisational culture, and so improving employee well-being (CIPD, 2025).
The demands of the employees and the company culture determine whether to have union or non-union employee representation. Union representation, which is prevalent in industries where employment disputes arise, offers legal protections, collective bargaining power, and the capacity to negotiate legally binding agreements or take industrial action (such as strikes). Officially recognized and independent, union representatives act on behalf of paying members. Conversely, non-union representation fosters open communication through internal forums or staff committees and performs well in cooperative environments. Despite their adaptability and teamwork, non-union representatives lack legal authority, bargaining power, and the capacity to negotiate legally binding agreements.
They play an advisory role and rely on employer cooperation (CIPD, 2025; Labour Relations Agency, 2022).
1.3 Evaluate the relationship between employee voice and organisational performance. 
Employee voice is the freedom and capacity of workers to communicate their views, ideas, and concerns to their employer, influencing work-related decisions. Formal channels—such as employee surveys, suggestion boxes, and joint consultation committees—or informal channels—direct conversation with managers—are critical components of employment relations, allowing employees to feel valued and engaged, which can drive organisational improvement—CIPD, 2025).
The connection between employee voice and organisational effectiveness is supported by a number of theories. Daniels (2022) claims that the unitarist viewpoint sees organisations as unified structures where employee feedback coordinates personal and organisational objectives, improving performance through common goals. On the other hand, the pluralist perspective suggests that there are various interests within the company and proposes that employee voice acts as a fair means of balancing different interests, which could enhance equality and improve the effectiveness of decision-making (Armstrong and Taylor 2021). Furthermore, according to social exchange theory, when workers believe their opinions are respected and acknowledged, they respond by becoming more committed, motivated, and productive, which starts a positive feedback process (CIPD, 2025).
According to CIPD (2024a; 2025), organisations achieve better performance outcomes when they actively encourage employee voice, allowing individuals to share their ideas, concerns, and suggestions. Paying attention to what employees have to say helps build a workplace where people feel respected and that they belong. This kind of environment often leads to higher job satisfaction, stronger loyalty to the organisation and lower employee turnover. When employees know they're valued, they're more likely to remain in their roles, which helps reduce the costs of hiring and training new staff. Encouragement of employee voice also brings a greater spectrum of ideas to the forefront, which promotes continuous development and more innovative problem-solving. Employers can support this by using formal and informal tools such as staff surveys, grievance procedures, and employee forums, as well as team meetings, open-door policies, staff reps, and online platforms of communication (Armstrong and Taylor, 2020; ipa, no date).
Companies such as Toyota have used employee voice to empower frontline workers, which has helped raise efficiency and product quality. Open, two-way communication also builds trust between employee and employer, allowing for better collaboration and a more motivated workforce. By surfacing day-to-day issues and helping to improve how things are done, employee voice becomes a valuable part of a company's strategy for growth and productivity (Woods, 2011).
Although the advantages are obvious, true execution is necessary for employee voice to be effective. Tokenistic techniques, in which input is requested but not implemented, can result in distrust and low morale, which may hinder performance, according to the CIPD (2025). Companies need to foster a psychologically safe environment where workers can express their opinions without worrying about retaliation. According to Armstrong and Taylor (2021), to successfully include voice mechanisms into HR initiatives, leadership commitment is necessary.

1.4 Explain the concept of better working lives and how this can be designed.
The concept of better working lives focuses on creating work environments that promote employee wellbeing, involvement, and productivity. Good work is characterised by seven dimensions: pay and benefits, contracts, work–life balance, job design and the nature of work, relationships at work, employee voice, and health and well-being (CIPD, 2024a).
Daniels (2022) discusses the legal and HR frameworks that support good work, like fair hiring practices. On the other hand, Armstrong and Taylor (2020) discuss the role of good work in HR strategy and the connection between job quality, engagement, and performance. The "What's hampering 'Good Work'?" CIPD Podcast (2024h) goes into more detail about the problems that stop people from doing good work. The podcast discusses workplace conflict as a serious issue, linking it to poor mental health, negative opinions of leadership, and higher turnover intentions.
The CIPD Good Work Index (2024) discusses each dimension, which are essential for creating a positive work environment:
Fair Rewards and Security Skill development and career fulfillment; supportive environments and relationships; work-life balance; health and well-being; voice and choice; and accessibility.
Designing better working lives means including these elements in corporate policies using particular techniques to handle each:
·       Job Design & Meaningful Work: Workers view their jobs more and more as essentially transactional (Index, 2024). Reversing this requires intentional, well-defined responsibilities supported by chances for skill usage. Feeling valued increases involvement and work satisfaction.
·       Workplace Wellbeing: Although some say their health improves at their place of employment, others say their health declines (Index, 2024). Especially in times of financial difficulty, managers should promote well-being by means of resilience-building, goal-setting, and communication.
·       Employee Autonomy: Autonomy enhances well-being, yet not all groups have equal access (Index, 2024). Leaders should promote flexibility and inclusive tech use to increase employee control, voice, and empowerment.
·       Work-Life Balance: More people find it easier to take time off, but continued focus is needed (Index, 2024). Early implementation of flexible policies and manager training is key to maintaining balance.
·       Job Security: Many feel secure in their current roles, though fewer believe they could find similar work (Index, 2024). Inclusive hiring and talent strategies can improve both perceived and actual job security.
·       Skills and Training: Overqualification remains a challenge (Index, 2024). Organisations should align roles and skills through audits, recruitment changes, and useful training to support development and retention.
·       Overcoming Barriers: Workplace conflict is common and affects mental health and retention (Podcast, 2024). Building trust and psychological safety is essential to create supportive, inclusive environments.
·       Leveraging Technology: Technology, especially AI, can improve job quality and productivity. When guided by strategy and flexibility, it supports accessibility, well-being, and skill growth (CIPD, 2025).
Designing better working lives is vital for maintaining employee commitment and supporting workplace harmony in the public sector after the merger, which involves significant staff changes and new leadership from the private sector. With minimal knowledge of public sector employee relations, the incoming teams have to give training on union cooperation and conflict resolution top priority, therefore ensuring alignment with public sector ideals. This approach helps to properly handle issues of performance, disciplinary, and grievance management (Daniels, 2022; Armstrong and Taylor, 2020).
Fair rewards, security, development, supporting environments, balance, health, voice, and accessibility describe better working lives. Designing them calls for strategic work design, wellness promotion, autonomy, flexibility, security, skill development, overcoming obstacles including conflict, and using technology. Particularly in the public sector post-merger environment, this all-encompassing strategy improves employee wellbeing, organisational performance, and social outcomes, therefore guaranteeing that employment is rewarding and sustainable.


2.1 Distinguish between organisational conflict and misbehavior.
[bookmark: _Hlk196658815]Conflict at work arises from the differing experiences, opinions, and feelings that employers and employees have about certain occurrences. Inequalities can lead to misunderstandings and interpersonal conflict. When conflict results in distress, disruption, or unethical actions like bullying or harassment, it turns into an undesirable circumstance.
Conflict can also be constructive, as seen in productive debates or healthy rivalry that fosters innovation. It can be invisible, like lingering resentment or social isolation, or obvious, like verbal disagreements. Understanding the true causes of conflict is essential for managing it effectively and maintaining a healthy work environment (CIPD, 2020).
Organisational misbehavior is an intentional action by employees that deviates from accepted organisational standards, policies, or objectives. These behaviors can range from minor violations, like dishonesty and absenteeism, to severe violations and misconduct, such as theft or destruction. Misbehavior is usually deliberate and can undermine organisational performance (Aylott, 2022).
For example, a disagreement between nurses and management over staff shortages would lead to tensions but will improve patient care quality and staff well-being. However, when an employee misuses patient data and breaches confidentiality rules, it results in disciplinary action.
Although differing points of view or interests might lead to conflict, violations of rules are not usually a factor. While it can lead to conflict, most often, disagreements arise from differing points of view or goals instead of misbehavior. Misbehavior is a deliberate breach of business policies and standards. While misconduct typically requires an appropriate response, disagreements are inevitable and can improve organisational dynamics when managed effectively. Many things can trigger workplace conflict. Poor communication often leads to misunderstandings within teams or between individuals. Lack of resources is another factor that could lead to rivalry over few resources. Since departments or individuals may have conflicting personal or professional ambitions, conflicting values or goals are also relevant (CIPD, 2020).
However, misbehavior could result from several underlying problems. Among these is unfair treatment by the employer, which could cause resentment or disengagement. Inappropriate behavior can also stem from a lack of involvement itself, in which case employees feel cut off from the goals of the company. Misalignment with the company's values and standards can also lead to misbehavior at work.
Unresolved conflicts have the potential to lower morale. This situation reduces teamwork and results in less work being completed. However, if effectively managed, it can foster creativity and strengthen team unity.
Misbehavior can lead to worse outcomes, such as harming the organisation's reputation, financial losses, and legal liabilities. It can also create a toxic work environment. These events can result in a significant increase in employee turnover (CIPD, 2024g).
Understanding the distinction between organisational conflict and misbehavior is crucial for effective people management. While conflict, when managed well, can help the organisation and personal growth, misbehavior poses significant risks that require proactive management. Implementing appropriate strategies to address both can enhance organisational performance and employee well-being.
 
2.2 Assess emerging trends in the types of conflict and industrial sanctions. 
There have been 3.9 million missed workdays in the UK because of strikes in the last year, which is the most since the 1980s (Resolution Foundation, 2023). The rising cost of living and falling real wages are among the factors contributing to this increase. Strikes are particularly concentrated in the public and transport sectors, where unionisation remains strong. 
A CIPD news release from 2022 indicates that more than half of employers think that the UK's employment relations are about to become less stable, and 42% think that there will be more strikes the following year (CIPD, 2022). Unlike the prolonged strikes of the 1970s and 1980s, strikes nowadays usually last less time and are better scheduled. Historical data reveals a change in strike patterns:

•          1970s: 12.9 million days lost annually (broad sector)
•          1980s: 7.2 million (broad sector)
•          2000s–2020s: <1 million, but recently rising to 3.9 million, mostly in    
            the public sector (CIPD, 2020).

In 2011, 92% of strike days were linked to the public sector, highlighting where union influence is most effective (CIPD, 2012). 
While union power in the private sector has declined due to changing laws and more individualised employment practices, public sector unions remain active and relevant 55% of employers acknowledge that unions continue to play an important role in protecting employees from ineffective or unfair management (CIPD, 2022).

Despite some decline, employer-employee relations have generally improved. 87% of businesses claim to have a positive working relationship with their employees, according to CIPD. During the COVID-19 pandemic, many employers worked well with unions (CIPD, 2022). 
In their answer to the consultation for 2024, the CIPD continues this trend by focusing on sector-based cooperation and constructive engagement as ways to handle conflict (CIPD, 2024). 

Legislation also plays a vital role. As job models evolve — including the rise of gig work and insecure work — there is growing recognition of the need for updated industrial relations laws. Modernising employment relations was recently put to the test by the UK government (CIPD, 2024) as part of a debate.
Generally speaking, the increase in strike activity especially in the public sector shows increasing financial difficulty. Unions will have to change to remain relevant even if they still have impact. The industrial relations scene of today demands modern laws and a more cooperative strategy to handle fresh and difficult problems.



2.3 Distinguish between third-party conciliation, mediation and arbitration.
Employee representation offers staff members a voice and helps problems be resolved before they become more serious. Still essential in this regard is the union system, particularly in the public sector, where membership is higher. Through collective bargaining (CIPD, 2024), they negotiate compensation and conditions and significantly help to prevent conflicts.
Especially in less unionised companies, non-union representatives also are rather important. Safety representatives and information and consultation representatives (ICE), who participate in consultations about changes, are included in the various categories identified by ACAS (2021).
Pension and TUPE representatives assist employees during corporate transitions. 

Redundancy representatives are chosen during staff reductions. 
These positions help keep open lines of contact and lower workplace conflict (ACAS, 2021).
[bookmark: _Hlk191233269][bookmark: _Hlk191219136]Whether between people or among larger groups, workplace conflict calls for quick and efficient resolution. Various strategies exist:
Often before legal claims are submitted, ACAS helps both sides come to agreed-upon decisions (ACAS, 2021).
Aiming to mend relationships and prevent escalation (ACAS, 2022b), a neutral third party helps to mediate communication. 

After hearing all sides, an arbitrator makes a legally binding ruling providing closure in more complicated or significant conflicts (ACAS, 2022a). 
Conciliation and mediation are typically more collaborative, while arbitration provides a definitive outcome. 

Dealing with performance, grievances, and discipline calls for both legal compliance and justice. Clear guidelines for investigations, hearings, and appeals occur in the 2015 ACAS Code of Practice. The code guarantees procedures are open and non-discriminatory in tandem with the Employment Rights Act 1996 and Equality Act 2010. Among best practices is early intervention in performance problems. Fair, recorded disciplinary action supported by a right to representation. It is crucial to handle grievances in a fair and timely manner. 

Ultimately, in the post-merger environment, we must maintain strong representation and equitable conflict resolution. Whether via trade unions, non-union representatives, or outside systems like conciliation and mediation, these instruments guarantee workers feel heard and treated fairly—so building the basis for a healthy and efficient workplace.


3.1 Explain the principles of legislation relating to unfair dismissal in respect of capability and misconduct issues.
Employees with at least two years of service are protected from unfair dismissal under UK legislation, specifically the Employment Rights Act 1996, unless it is due to one of five valid reasons: capability, behavior, redundancy, illegality, or another significant reason (Daniel, 2022). Employers must adhere to a fair procedure that includes meetings, investigations, and an appeals process even if they have a good reason.

Capability refers to an employee's capacity to perform their role, influenced by factors such as skill level, health status, or related aptitude (Aylott, 2022). Employers have to comply with an appropriate and clear procedure, publicly address the issue, offer help and an opportunity for improvement. When someone struggles with new technology, for instance, it's crucial to help them and create specific goals instead than seeing it as a misconduct.

The Acas Code of Practice details the necessary steps, such as notifying the employee of any concerns, providing an opportunity for them to respond, and permitting representation in meetings. In the end, any termination should be justified and grounded in substantial evidence (CIPD, 2024d). In BS v Dundee City Council (2013), the court highlighted the necessity of having a sincere and rational belief regarding the employee’s incapacity (Daniel, 2022).

Misconduct covers a range of behaviors, from routine absence to more serious violations including theft or aggression. Employers need to establish transparent disciplinary policies and conduct comprehensive investigations prior to implementing any actions. This involves collecting evidence and providing the employee with an equitable opportunity to present their case. In the case of British Home Stores v Burchell (1980), the court emphasised the importance of conducting an impartial investigation prior to any dismissal (Daniel, 2022). Minor misconduct usually leads to a written warning that outlines specific expectations for improvement, whereas gross misconduct can result in immediate dismissal; however, maintaining fairness is essential.

Fairness is crucial in cases involving both ability and misconduct. It guarantees that employees receive fair treatment, maintaining consistency and providing them with the opportunity to appeal. These safeguards are particularly essential in the public sector, where trust and fairness hold significant importance. 

Employers are required to adhere to the Equality Act 2010 and TUPE regulations. This involves steering clear of discrimination and implementing sensible modifications for employees with disabilities, particularly in situations related to capability. Neglecting these responsibilities may result in claims of unfair dismissal (Daniel, 2022). 

To sum up, just dismissals depend on legitimate reasons and an equitable, clear procedure. Employers need to find a way to meet legal obligations while also showing understanding and maintaining a steady approach to ensure fairness in the workplace and minimise the chances of tribunal claims.
3.2 Analyse key causes of employee grievances 
Grievances are formal complaints concerning workplace issues, including unfair treatment or salary. These can result from new policies or job positions in public sector organisations after a merger, especially with leadership unfamiliar with public sector standards. New managers may treat employees unfairly, especially if their management styles differ. Conflicts between cultures can cause bullying and discrimination. Unequal pay changes might induce dissatisfaction. Working conditions include office moves and position changes that can disrupt work. Increased workloads during a merger can lead to stress and grievances. With new private sector leadership, poor communication about change can increase uncertainty and mistrust (CIPD, 2024b).
These grievances must be addressed to maintain balance. Effective communication and fair policies, according to the Acas Code of Practice on Disciplinary and Grievance Procedures (2015), can reduce challenges.
Due to the specific obstacles of integrating the two organisations and introducing new leadership, mergers create various additional or increased grievances:
Cultural Integration Issues: Mergers combine organisations with different cultures, values, and work cultures. Culture misalignment issues may result from employees resisting changes that threaten their norms or identity. Employees of one organisation may believe their values are being undercut by those of the other, resulting in unhappiness and formal complaints (CIPD, 2024c).
Job Insecurity and Restructuring: Restructuring during mergers might threaten job security. Grievances about unfair treatment or lack of consultation may result from employees fearing redundancy or feeling devalued. In the public sector, job security is typically a worry, and changes can cause unfair treatment (CIPD, 2024c).
Differences in Policies and Practices: Different benefits and disciplinary practices between merging organisations might create inequality. Employees may complain that one group is favored. If one company had greater pension plans, employees from the other might complain about unfair benefits.
 Lack of Communication and Change Management:
Miscommunication from leadership may cause dissatisfaction. In a merger where job security is uncertain, employees may feel unaware about changes or worried about their future positions. Addressing these issues and maintaining confidence requires effective change management. Clear communication prevents uncertainty and lack of clarity concerns, especially during major organisational changes like mergers, according to the CIPD (2024).
These issues demand proactive communication, fair policies, and strict grievance procedures that follow the Acas Code of Practice on Disciplinary and Grievance Procedures (Acas, 2015).
Leadership can reduce unhappiness and promote unity at work by understanding the specific causes of discontent, especially those that affect team dynamics.


3.3 Advise on the importance of handling grievances effectively.
Public sector mergers often result in restructuring, job uncertainty, and cultural conflicts that cause increased staff complaints. Beneficial grievance management provides a disciplined approach to address issues, so supporting stability and preventing escalation (CIPD, 2020).
Particularly from the private sector, new leadership might bring unfamiliar policies and management approaches. A clear grievance process helps employees voice concerns, reducing resistance and fostering trust. Manager training on grievance procedures is critical for guaranteeing fairness (CIPD, 2020).
Grievance handling also supports transparency, which is essential in maintaining public trust during highly visible transitions. Ignored concerns can damage reputations and morale.
Legally, UK employers must follow written grievance procedures (ACAS, 2015). The ACAS Code, while not binding, is considered by tribunals, and non-compliance can increase compensation awards by up to 25%—a significant risk for budget-conscious public bodies.
Finally, prompt resolution of grievances boosts engagement and retention, supporting service continuity post-merger (CIPD, 2020).
 Mediation is essential for grievance resolution, especially for maintaining working relationships and avoiding formal legal proceedings. It is a voluntary process where an ACAS mediator helps an unsatisfied employee and the company achieve a compromise. Mediation is particularly helpful at resolving conflicts between individuals and miscommunication, whether before or during a formal grievance process.
Mediation helps resolve cultural conflicts caused by new leadership styles in mergers. Mediation can assist employees in addressing issues without formal processes if they feel a new manager is unfair. ACAS (2024) offers free mediation to public sector organisations to resolve disputes amicably, preserving working relationships and reducing formal proceedings.
The investigator is crucial to fairness and impartiality in formal grievance procedures. They must undertake a complete, unbiased investigation; gather all necessary data; interview concerned parties; and write a detailed report to inform future decisions. For impartiality, the investigator must be independent of the grievance and produce evidence-based, complete findings.
In a merger, the investigator is key. A thorough investigation ensures that all parties have their say, enhancing confidence and reducing bias, especially for new leaders unfamiliar with new organisations norms. A fair investigation can establish the facts and recommend appropriate action if an employee complains about a new manager's unfair treatment, preserving the organisation's fairness guarantee.
In an employment tribunal, the investigator's report is essential. A fair inquiry can demonstrate Acas Code of Practice compliance, reducing employment tribunal challenges
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