Q1-AC1.1:  Staff involvement and participation are central to the effectiveness of the newly merged organisation, particularly following staff changes. Employee involvement refers to structured processes that engage employees to enhance their workplace without giving them decision-making authority. Examples include email communication, management briefings, and newsletters, Taylor and Woodhams (2022, p.15) During the merger, such involvement will ensure clarity of information and that employees voice is heard.  CIPD (n.d.a) case study notes from her experience, listening, acting quickly and being visible helps employees see that their input is valued, fostering trust and supporting high performance.  
Employee participation allows employees to influence organisational decision-making, through representatives.  Examples include partnership working, joint consultation, committees and employee forums (Taylor & Woodhams (2022, p. 15).  For the newly merged organisation, participation could involve managers and employees collaboratively developing new practices or policies.  This approach gives employees a sense of ownership and promotes fair practice and improves collaborative working. 
To support both involvement and participation, the organisation could include employees in designing new structures or improving working practices following the merger, enhancing their workplace. While consultation is not legally required, proactive engagement enhances satisfaction, productivity and retention while reducing disputes, CIPD ICE guide (2020a).  Such involvement builds trust and respect, which enhances relationship across both organisations involved in the merger.  This will allow long term commitment by allowing staff to have a real influence.  The IPA (n.d.a) supports this, noting that employees who influence how work is done feel fairly treated and are more willing to work effectively, emphasising the link between fairness, participation and performance. 
Q2-AC1.2: Employee representation provides employees with a collective voice, ensuring involvement in decision-making.  It can improve employer-employee relationships by enabling employees to feel listened to, trusted and respected, increasing job satisfaction and engagement, CIPD (2025).  It also supports organisations to comply with employment legislation, such as Employers Rights Act 1996, ACAS (2023).  ACAS (2025) supports this view, stating that effective employee representation is good practice for building communication, consultation and negotiation between employers and trade-unions or employee representatives.  
This is particularly relevant during the merger, where non-union representation alone may be insufficient.  As the leadership are new to public-sector employment relations, failure to recognise differences between union and non-union representation could delay the integration and increase the risk of conflict.  Taylor and Woodhams (2022, p.125) emphasise the value of action research, where employees, managers and trade-union representation are involved in planning and designing systems that promote employee voice, supporting trust and engagement during change.
Public sector organisations have different forms of union representation, such as recognised trade-unions and union representatives.  They carry out negotiations on behalf of employees, protect their rights and ensure fair treatment.  During organisation change, such as a merger, trade-unions play an important role. Mergers often trigger pay and grading harmonisation and trade unions will expect formal consultation and collective bargaining with employees.   
Collective bargaining refers to discussion about terms and conditions of employment, carried out by trade-unions on behalf of the employees they represent.  According to Rees and French (2014, p.231) it can be an efficient means of determining contractual terms since it does not require negotiations with each individual employee.   This would be an advantage for the merged organisation, as it would enable changes to be communicated more consistently and efficiently, saving time and support a coordinated approach during the merger.
Trade-unions also represent employees during industrial action. The risk with a merger is that if terms and conditions are not agreed and seen to be fair, employees my strike, which would delay the success of the merger. 
Non-union representatives may include employee forums or consultation committees.  ACAS (2014a, p,1) identifies their role in consultation, and handling issues such as grievances/disciplinaries.  The Leaders from the private sector may favour these forms of representation due to flexibility, however, they are less effective in unionised environments and may escalate conflict due to the absence of collective bargaining.  
Luckhurtst, IPA (n.d. b) highlights the risks created by limited managerial knowledge of UK unions and employment relations.  ACAS (2014b, p,30) further emphasises the value of training delivered by experienced staff to promote best practice and compliance with legislation.  This would particularly be beneficial for the leaders transitioning from the private sector to managing unionised public sector.   
Q3-AC1.3:  Employee voice is defined as the ways in which employees can individually or collectively have a say to influence decision making.  This includes formal processes such as surveys, and consultation with trade-unions and informal approaches such as team meetings, Talor and Woodhams (2022, P.15).  NHS is a public sector organisation that uses staff surveys as a key mechanism, employee voice is collected to make organisation improvements, NHS Staff Surveys.  The CIPD (n.d.) emphasises the strong link between employee voice and performance, highlighting it as an effective practice that can build trust and a provide a faster understanding of risks, issues and opportunities.
Employees are more likely to be engaged and motivated when they feel listen to and valued, leading to higher productivity, improved quality of work and lower levels of absence and turnover.  The CIPD (n.d.b) highlights that organisations benefit from a strong employee voice as their able to identify problems early, improve decision making and encourage innovation. This suggest that employee voice can support continuous improvement, which during the merger will be support the organisation to be a success.  
The Fircroft College CIPD case study (2021) highlighted that limited employee voice prior to restructuring led to low trust, disengagement and a high level of grievances, which affected performance.  Following the restructure, increased collaboration supported organisational performance.  The study also showed that inclusive decision-making can slow processes in the short-term.  Although this may initially delay decision-making for the organisation, it is likely to improve long-term performance, which increasing trust and reducing conflict. 
To positively impact performance the public sector organisation must ensure that employee voice is acted upon.  If the organisation encourages employee input during the merger but fails to respond or take concerns seriously, this may damage trust and engagement following the merger, and potentially harm performance.  There is a risk with a merger that delays may harm its success, therefore the organisation will need to ensure that employee voice mechanisms are manged.  If poorly managed, it may slow down decision making or create conflict.  This is supported by the IPA (n.d) that employee voice must be meaningful, where organisations fail to act on feedback, trust and engagement can be undermined, affecting performance.  This furthermore highlights that employee voice and performance is dependent on leadership behaviour, culture and the effective management of voice mechanisms. 
In summary, employee voice is closely linked to performance, however its effectiveness will depend on the success of the merger, whether its culture, newly appointed leadership capability and the consistency which voice mechanisms are imbedded.  If the merged organisation fosters an open, inclusive culture which responds quickly and constructively to employee voice, it is more like to be a positive for both the employee and the organisations performance.    
Q4-AC1.4:  Following the merger, the principles of better working lives will be important as employees may feel uncertainty or low morale while they adjust to the new ways of working.  The organisation will need to create an environment that supports wellbeing, fairness, inclusion and meaningful engagement.  The CIPD (2016) case study on Unilever highlights how a people centred approach can enhance performance, while Unilever’s (n.d.) wellbeing framework show how structured initiatives can be positive to support morale and productivity. 
Flexible working environments can be important during periods of change and are recommended by the CIPD (2023). CIPD Good Work Index (2025) promotes work-life balance and wellbeing.  During the merger, flexible working arrangements such as hybrid working and flexible start and finish times can help employees manage their work-life balance, which may help reduce stress and support during a period of uncertainty.   
Evidence from the CIPD (2025a) states that 80% of employees report that working flexibly has had a positive impact on their quality of life and career aspects.  Introducing hybrid working during the early stages of the merger could therefore support employee’s engagement and retention.  However, the organisation must ensure that flexible working practices are applied fairy and consistently.  A case study by the Principality Building Society (2023) emphasises that employee voice should be central to developing an appropriate hybrid working model, and to listen and learn and adapt in response to employee feedback.  This highlights how important employee voice not only helps employees feel valued and trusted but also supports job satisfaction and performance by supporting employees to express their views that influence decision affecting their work CIPD (n.d., c) it also recommends that organisations develop a holistic strategy to encourage collective and individual forms of employee voice.  This is supported by CIPD podcast (2024a) research, which highlights that a lack of effective employee voice and poor management listening are key contributors to workplace conflict and reduced job quality, reinforcing the importance of listening to employee feedback during periods of organisational change CIPD (n.d.,c).  
During the merger, employees may feel uncertainty and the organisation should ensure that employee development and career progression is supported.  Investing in structured development plans can provide employees with opportunities to develop their skills and competence within their role, while providing a clear career pathway.  Creating training opportunities is important for employees who may not be familiar with public sector processes, ensuring that all employees who may be unfamiliar have equal opportunities.  CIPD (2025c) highlights that organisations which invests in employee learning and development are more likely to achieve improved performance and a sustainable and successful organisation.
Q5-AC2.1:  Organisational conflict refers to workplace disputes and disagreements between employees or employees and managers, arising from differences in values, goals and interests. Taylor and Woodhams (2022) define misconduct as a minor breach of organisational rules, such as poor timekeeping, rudeness or breaches of health and safety.
While differing views within teams can encourage healthy debate and competition, conflict can also become damaging if it escalates into behaviours such as bullying or harassment.  
During the merger, the risk of conflict is heightened as employees from different organisations are brought together, often with different cultures, systems and working practices.  The CIPD (2024b) highlights the importance of managers identifying and addressing conflict at an early stage to prevent escalation.  Sources of conflict may include competition for roles created by restructuring, uncertainty about job security and tensions arising from different expectations and behaviours.  Managers therefore need to remain alert to team dynamics and confident in challenging inappropriate conduct to protect working relationships and organisational effectiveness. 
Misbehaviour can arise during organisation change, such as a merger, as increased stress and uncertainty may lead to resistance.  This may include challenging management decisions, refusing to follow new procedures or disruptive behaviour, for example, employees resisting new processes after a merger.   Misbehaviour should be addressed through fair and consistent disciplinary action.  It is essential for the merged organisation to harmonises disciplinary procedures, so expectations and consequences are clear to both managers and employees.   Failure to do this may lead to grievances or appeals, escalating conflict.  ACAS report (2024), highlights that many managers feel unprepared for their roles, emphasising the importance of training incoming managers to develop the skills needed to manage employee behaviour effectively.  Furthermore, the CIPD (2024c) stresses that employees should be aware of organisational procedures and be treated fairly and consistently, which is essential for maintaining trust and resolving misbehaviour.    
Mediation can resolve workplace conflict by providing a safe place for both parties to discuss issues and reach a solution, preventing escalation.  According to the CIPD (2020b, p.32) responses were mixed on whether organisations dealt with conflict effectively, with only 37% reporting satisfaction.  This highlights that unresolved conflict can leave employees feeling unsupported and undermine confidence in management.  Therefore, it is recommended that the merged organisation uses mediation to show managers are willing to listen to concerns and seek fair, constructive solutions, without harming the success of the merger.  ACAS (2024a) emphasises addressing conflict at the earliest stage, ACAS (2021), Saundry notes that early conflict resolution can result in both costs and efficiency benefits. 
Q6-AC2.2:  Emerging workplace conflict trends are influenced by labour markets and shifts in government policy.  The decline of manufacturing, traditionally highly unionised, has contributed to falling trade union membership, with only around 22% of employees now members, the lowest on record, Gov.UK (2025).  This decline has made workplace conflict more individualised, with disputes resolved through grievance procedures, disciplinary processes and tribunals rather than collective action.  For the public organisation, this increases reliance on formal processes and management to resolve conflict consistently. This trend also challenges HR professionals, as individualisation of conflict increases workload and pressure.  Poorly manged conflict may cause stress, absence, turnover and damage to employee relations and reputation.  The CIPD (2024b) highlights the importance of early identification of conflict, suggesting managers who build relationships and remain alert to workplace tensions may prevent escalation and reduce the workloads for HR. 
In the modern workplace employees are more aware of their rights and are less willing to tolerate bad behaviour that they view as unfair or disrespectful.  According to the CIPD (2020b, p.2), just over a quarter of employees and employers report workplace conflict as a common occurrence, highlighting its part in modern workforce.        
Government policy has become influential in shaping the legal environment for trade unions. The Employment Rights Act (2025) addresses issues such as discrimination and qual pay, which can reduce workplace conflicts escalating.  However, these regulations may constrain the public organisation, especially during organisation change such as a merger, where flexibility is often required.  Recent legislations Employer Rights Act (2025) gives trade unions greater freedom to organise, represent and negotiate, benefiting the public organisation by strengthening employee voice and improving conflict resolution.  
The public organisation should also be aware that with the public sector, industrial sanctions remain a significant factor due to the high levels of unionisation.  Collective actions such as strike action and overtime bans are commonly used when employees are dissatisfied with changes to terms and conditions or restructuring including those arising from a merger.  However, trends in industrial action have changed, with shorter, targeted strikes to maximise impact.  For example, the NHS union may organise two-hour strike involving outpatient’s clinic administration staff during peak times, creating disruption while maintaining essential services and safeguarding patients.  
As the public organisation is newly merged with a leadership team largely from the private sector, there is a risk that limited experience managing trade-unions and public sector conflict could escalate.  The CIPD (2020c) podcast highlights that unresolved low-level conflict often escalates due to lack of managerial capability and avoidance behaviours, reinforcing the need for early intervention.  Leaders need training in public sector industrial relations, and HR professionals must be equipped to negotiate with trade unions.  While industrial sanctions can balance power, they are a last resort and can be costly disruptive and damaging to employee relations.
In conclusion, modern workplace conflict reflects higher expectations of fairness, dignity and transparency. The challenge for organisations is to manage conflict constructively, preventing unnecessary escalation while maintaining trust and effective employee relations.
Q7-AC2.3:  The merger could increase the risk of workplace conflict due to staff changes and the incoming staff that have been recruited from the private sector having limited experience in public sector employee relations, making understanding dispute resolutions essential.
According to ACAS (n.d.a) Third-party conciliation, mediation and arbitration are all alternative dispute resolutions that involve an independent, impartial individual assisting both parties to resolve disputes informally and outside formal legal proceedings.  However, the organisation will need to understand that all resolutions differ from their purpose, level of formality and role played by the independent third party. 
Third-Party conciliation may be particularly useful for the merged organisation when collective issues arise, such as disputes relating to changes in working practices following the merger.  Conciliation is voluntary and used by the public sector, especially when trade unions are involved.  It involves a third party, which is assigned by ACAS to help both parties to explore solutions to resolve the dispute.  Conciliation is also used during ACAS Early Conciliation, which is a statutory requirement before, and employee can submit a claim under the Employment Tribunals Act 1996, ACAS (n.d. b)   
Mediation is particularly relevant to the public organisation, as a merger may create conflict between long-standing staff and newly appointed managers or between the two organisations with different work cultures.  Mediation is a structured but informal process where an impartial mediator supports open communication and helps parties reach their own agreements.  Unlike conciliation, medication focuses on rebuilding working relationships, which is essential in the public sector where employees must continue working together.  The CIPD (2025d) identifies mediation as an effective early intervention tool that can prevent disputes escalating to tribunal claims.  This is supported by ACAS (2021), which reported between 2019-2020, 76% of mediations were fully or partially resolved.   
Arbitration differs from conciliation and mediation and is used when disputes escalate and an outcome is required.  An arbitrator, appointed by ACAS but independent, is “deemed to have specialist relevant knowledge” Daniels (2025, p32).  Although it’s less formal than an employment tribunal it is more formal than mediation or consolation.   According to Daniels (2025, p32) its limitations include only hearing unfair dismissal or flexible working cases, whereas many unfair dismissal claims include additional issues such as unlawful deduction of wages. However, the merged company should consider arbitration to avoid costs, delays and reputational risks of tribunal proceedings.  
Understanding these conflict resolutions will help the leadership and people practice teams manage conflict, maintain employee relations and uphold public values during and after the merger. 
Q8-AC3.1:  Unfair dismissal occurs when an employer fails to act fairly or reasonably when terminating an employee’s contract.  Under the Employment Rights Act 1996, employees have the right not to be unfairly dismissed and that there was a fair reason for dismissal.  Section 98 of the Employments Rights Act 1996 identifies capability and misconduct as potentially fair reasons for dismissal.  
ACAS (n.d. c) Code of Practice sets out the minimum standards of fairness.  Failure to follow the Code does not automatically make a dismissal unfair, however, employment tribunals are required to take the Code into account when considering unfair dismissal claims.  Following the recent merger, the public sector organisation should therefore review its disciplinary and grievance policies to ensure they are aligned with the code. 
This requirement is supported by Daniels (2025, p.178), that if an employer cannot demonstrate that a fair process has been followed, it will be difficult to argue that a dismissal was reasonable.  To ensure procedural fairness the merged organisation should conduct formal hearings without unreasonable delay, keep accurate records and ensure employees are informed of their statutory right to be accompanied at a hearing. 
The Employment Rights Act 1996 defies capability as the employee’s ability to perform their role.  Following the merger and staff changes, capability issues may arise due to differences in skills, systems or job requirements between the two organisations.  To manage capability fairly, the organisation should ensure that job descriptions are up to date and that employees clearly understand the requirements of their role.   
Employers are expected to support employees whose performance is failing by providing training, guidance and reasonable time to improve.  As noted by Daniels (2025, P. 170) employers should assist employees through further training and development before taking formal disciplinary action.  Failing to support employees may result in unfair dismissal.  The case Gozdzik and Scopigno v Chidema Carpet Co Ltd (1979) EAT 598/78 supports this, as action was taken to try and help the employee improve performance, but capability remained an issue, therefore the dismissal was fair. 
Misconduct can be either misconduct or gross misconduct.  Gross misconduct refers to serious behaviour breaching the contract of employment and can result in a summary dismissal without notice, such as theft, Daniels (2025, P.172).  However, even in cases of gross misconduct, employers must still carry out a fair and reasonable investigation before deciding to dismiss.  The following case British Home Stores Ltd v Burchell (1978), which sets out that the employer must have a genuine belief in the employee’s guilt, based on reasonable grounds, following a reasonable investigation.
Misconduct is less serious, such as poor timekeeping and is managed through a disciplinary process involving warnings as outlined in the organisation’s disciplinary procedures.  Daniels (2025, P.172) explains that dismissal may occur if the behaviour does not improve.   
When dismissing an employee for gross misconduct, an organisation must ensure that their decision is reasonable.  The CIPD (2024) emphasise the importance of compliance with the ACAS Code of Practice and the consistent application of disciplinary and grievance procedures.  The newly recruited Managers should be appropriately trained and fully familiar with the organisational policies and procedures, ACAS (n.d. d).
Q9-AC3.2:  A grievance is a formal complaint raised by an employee, for example relating to changes in working practices, bullying/harassment.  All grievances should be treated seriously, as raising one often requires courage.  Effective and fair grievance handling supports a positive organisational culture, builds trust and prevents conflict escalation.  CIPD (2024d), supports this, noting that a positive approach to grievances can improve workplace relationships.     
One potential grievance that may arise from the merger concerns job security and organisational change.  Mergers often create uncertainty around roles, redundancy and redeployment, particularly if communication and consultation are poorly managed.  A lack of consultation can damage trust, reduce morale and increase resistance to change, negatively effecting merger success.  Employers are legally required to comply with collective consultation obligations under the Trade Union and Labour Relations (Consolidation) Act 1992, and ACAS highlights that consultation remains good practice even where not legally required.
A second risk relates to differences in management styles and capability, particularly where incoming leaders lack private sector employee relations experience.  Inconsistent management approaches may lead to unfair treatment or failure to follow agreed procedures.  Guidance from LACA (2022) emphasises that fairness in the workplace contributes to employees feeling safe and engaged.  Furthermore, research from the CIPD (2017) highlights that inconsistency in fairness, particularly when employees are unclear how decisions are made can increase stress and uncertainty in the workplace. Ensuring consistent and fair leadership is important to reduce grievances and support a positive culture, essential during change such as a merger.    
A third potential grievance relates to changes to terms, conditions and working practices, such as pay or working hours. Where changes create inequality or introduced without agreement, grievances may arise. Managing contractual change lawfully and transparently is essential to maintain trust and positive relations during change. 
In summary, CIPD (2024d) guidance emphasises that effective grievance management during organisational change requires fair treatment, meaningful consultation and consistent management practice. By addressing concerns around job security, leadership capability and contractual change in line with CIPD principles, organisations can build trust, reduce conflict and support positive employee relations during a merger.
Q10-AC3.3:  A grievance is formal complaint raised by an employee when they believe they have been treated unfairly or their employment rights have been affected.  For the merged public-sector organisation, the effective and timely handling of grievances both during and after the merger is essential to prevent escalation and promote a positive working environment. 
Effective grievance management is also critical in reducing legal risk.  The ACAS (n.d. d) code of Practice on Disciplinary and Grievance Procedures sets out a three-stage process that employers should follow when addressing grievances, and   employment tribunals are required to take this code into account when considering claims.  During the merger, grievances may arise from organisational change, contractual variations or failures in consultations.  If grievances are not handled fairly and consistently, the organisation may face claims of discrimination under the Equality Act 2010, or breaches of consultation obligations under the Trade Union and Labour Relations (Consolidation) Act 1992.  To minimise these risks, people practitioners must possess a strong and up-to-date working knowledge of employment law.  Taylor and Woodhams (2022, P.114-115) emphasises the importance of practitioner competence in employment law to ensure that decisions are lawful and reasonable.  ACAS guidance (p.39) further highlights that training in grievance handling helps mangers develop confidence, manage difficult conversations and promote fair decision-making, all of which support positive employee relations during change. 
Clear and accessible grievance procedures are essential.  The CIPD (2024b) notes that well-designed grievance processes provide employees with clarity on timescales, points of contact and routes for resolution, helping organisation address concerns internally and the risk of costly and time-consuming employment tribunal claims.  Employees who feel that their concerns have been ignored or mishandled may experience stress and a loss of trust in management, leading to increased sickness absence and reduced productivity.  Developing a positive employee relations framework that encourages consultation and early identification of conflict can therefore support engagement and organisation performance (CIPD 2025e).
Finally, effective grievance handling is particularly important in the public-sector, where organisational reputation is subject to scrutiny by the public, stakeholders and trade unions.  Poorly managed grievances can damage trust, strain union relationships and undermine confidence in the merger.  Applying grievance procedures consistently across the merged organisation is therefore vital to avoid unfairness between employees from the two organisation’s and to protect organisational credibility during a period of significant change. 
























Reference List:
ACAS (2021) Saundry, R. Independent Research. Estimating the costs of workplace conflict. Available at: https://www.acas.org.uk/research-and-commentary/estimating-the-costs-of-workplace-conflict/report (Accessed 18.01.2026)
ACAS (2024) Independent Research: Managing Conflict at Work – Policy, procedures and informal resolution. Available at: (https://www.acas.org.uk/research-and-commentary/workplace-conflict/managing-conflict-at-work/report (Accessed 18.01.2026)
CIPD (2024b) Discipline and Grievance at Work. Available at: https://www.cipd.org/uk/knowledge/factsheets/discipline-factsheet/#Grievancepolicypractice (Accessed 05.01.2026) 
ACAS (2025) Guide to trade union and employee representation. Available at: https://www.acas.org.uk/acas-guides-on-trade-union-and-employee-representation (Accessed 11.01.2026)
ACAS (2023) Code of Practice 2 on disclosure of information to trade unions for collective bargaining. Available at:https://www.acas.org.uk/acas-code-of-practice-on-disclosure-of-information-to-trade-unions-for-collective-bargaining/html (Accessed 19.12.2025)
ACAS (2014a) Trade Union Representation in the workplace Booklet. Available at: https://www.acas.org.uk/sites/default/files/2021-03/trade-union-representation-in-the-workplace.pdf (Accessed 11.01.2026)
ACAS (2014b) Non-Union Representation in the workplace Booklet. Available at:  https://www.acas.org.uk/sites/default/files/2021-03/non-union-representation-in-the-workplace.pdf
ACAS (2021) Mediation Support. Available at: https://www.acas.org.uk/acas-mediation-support  (Accessed 21 November 2025)  
ACAS (2020) Discipline and Grievance at Work Guide. Available at: https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fwww.acas.org.uk%2Fsites%2Fdefault%2Ffiles%2F2024-08%2Fdiscipline-and-grievances-at-work-the-acas-guide.docx&wdOrigin=BROWSELINK
ACAS Dispute (n.d. a) Resolution. Available at: https://www.acas.org.uk/dispute-resolution (Accessed 21 November 2025)
ACAS (n.d. b) Early-Conciliation. Available at: https://www.acas.org.uk/early-conciliation (Accessed 21 November 2025) 
ACAS (n.d. c) Codes of Practice Available at: https://www.acas.org.uk/codes-of-practice (Accessed 03.01.2025)
ACAS (n.d. d) Codes of Practice on disciplinaries and grievance procedures.  Available at: https://www.acas.org.uk/dismissals (Accessed 03.01.2025)
CIPD (2025) Employee relations: An Introduction Factsheet. Available at:https://www.cipd.org/uk/knowledge/factsheets/relations-employees-factsheet/ (Accessed 11.01.2026)
CIPD (2025a) Flexible & Hybrid Working Practice in 2025/Report.  Available at: https://www.cipd.org/uk/knowledge/reports/flexible-hybrid-working (Accessed 06.01.2026)
CIPD (2025b) Good work Index. Available: https://www.cipd.org/uk/knowledge/reports/goodwork/#pay-and-benefits (Accessed 06.01.2026)
CIPD (2025c) Learning and Development Strategy. Available at: https://www.cipd.org/uk/knowledge/factsheets/strategy-development-factsheet/ (Accessed 06.01.2026)
CIPD (2025e) Employee Relations: An Introduction. Available at: https://www.cipd.org/en/knowledge/factsheets/relations-employees-factsheet/ (Accessed 05.01.2026)
CIPD (2025d) Mediation Factsheet.  Available at: https://www.cipd.org/uk/knowledge/factsheets/mediation-factsheet (Accessed  21 November 2025)
CIPD (2024) Podcast What is hampering good work Available at: https://www.cipd.org/uk/knowledge/podcasts/whats-hampering-good-work/ (Accessed 06.01.2026)
CIPD (2024b) Preventing and dealing with bullying and workplace conflict: Guide for Managers. Available at:https://www.cipd.org/uk/knowledge/guides/workplace-conflict-people-manager-guide (Accessed 18.01.2026)
CIPD (2024c) Factsheet Discipline and Grievance at Work. Available at: https://www.cipd.org/uk/knowledge/factsheets/discipline-factsheet/ (Accessed 18.01.2026)
CIPD (2024d) Disciplinary and Grievance Procedure Guidance for Managers. Available at: https://www.cipd.org/uk/knowledge/guides/disciplinary-and-grievance-procedures-guidance-for-managers/#when-should-you-use-disciplinary-procedures (Accessed 15.12.2025)
CIPD (2023) Flexible and Hybrid Working: Principality Building Society. Available at: https://www.cipd.org/uk/knowledge/case-studies/flexible-hybrid-working-principality/ (Accessed 06.01.2026)
CIPD (2024) Discipline and Grievance at Work Factsheet. Available at: https://www.cipd.org/uk/knowledge/factsheets/discipline-factsheet/ (Accessed 03.01.2025) 

CIPD (2020a) Information and Consultation of Employees (ICE) What, Why and How.  In collaboration with ipa. Available at: https://www.ipa-involve.com/Handlers/Download.ashx?IDMF=bb007690-3295-413b-b42d-05b8efdf77de (Accessed 09.01.2026)
CIPD (2020b) Managing conflict in the modern workplace Report. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/managing-conflict-in-the-workplace-2_tcm18-70655.pdf (Accessed 17.12.2025)
CIPD (2020c) Managing Conflict at Work.  CIPD Podcast presented by Cassidy, N. Available at: https://www.cipd.org/uk/knowledge/podcasts/shifting-perception-conflict/ (Accessed 22.01.2026)
CIPD Case Studies (2021) Talking about Voice: Fircroft College. Available at: https://www.cipd.org/uk/knowledge/case-studies/ Accessed 12.01.2026)
CIPD (2017) Fairness in organisation-is consistency key? Available at: https://www.cipd.org/uk/knowledge/bitesize-research/fairness-organisations/ (Accessed 04.01.2026)
CIPD (2016) Valuing your talent: Unilever.  Available at: https://www.cipd.org/uk/knowledge/case-studies/value-talent-unilever/ (Accessed 10.01.2026)
CIPD (n.d.a) Case Studies, Leading Voice, Claire Staines, Building Employee Engagement. (Audio) Available at: https://www.cipd.org/uk/knowledge/case-studies/clair-staines-building-employee-engagement/ (Accessed 09.01.2026)
CIPD (n.d.,b) Employee Voice. Available at: https://www.cipd.org/uk/views-and-insights/cipd-viewpoint/employee-voice/ (Accessed 19.12.2025)
CIPD (n.d.,c) Employee Voice. Available at: https://www.cipd.org/uk/views-and-insights/cipd-viewpoint/employee-voice/ (Accessed 06.01.2026)
Daniels, K. (2025, p. 32) Introduction to employment law. 7th edn. London: Kogan Page 
The Employment Rights Act 1996-Legisislation.gov.uk  Available at: https://www.legislation.gov.uk/ukpga/1996/18/part/X/chapter/I (Accessed 03.01.2025)
Employmnets Rights Act 2025 Factsheet. Available at: https://assets.publishing.service.gov.uk/media/696fabb3c0f4afaa9536a0f2/employment-rights-act-2025-overview-factsheet.pdf (Accessed 22.01.2026)
Gov.Uk (2025) Trade Union Memberships, UK, 1995 to 2024: Statistics bulletin. Available: https://www.gov.uk/government/statistics/trade-union-statistics-2024/trade-union-membership-uk-1995-to-2024-statistical-bulletin? (Accessed 22.01.2026)
Gov.uk (2022). Guidance LACA employer and employee guide.  Available at: https://www.gov.uk/government/publications/laca-employer-and-employee-guide-to-inclusion-at-work/laca-employer-and-employee-guide#fairness (Accessed 04.01.2026)
Gov.uk (n.d.)Trade Union and Labour Relations Consolidation) Act 1992 Available at: https://www.legislation.gov.uk/ukpga/1992/52/introduction (Accessed 04.01.2026)
IPA (n.d.a) How workplace Participation Increases Productivity: Behavioural Evidence. Available at: https://www.ipa-involve.com/News/how-workplace-participation-increases-productivity-behavioural-evidence (Accessed 17.11.2025)
IPA (n.d.) What is Employee Voice Available at: https://www.ipa-involve.com/employee-voice (Accessed 17.12.2025)
IPS (n.d.b) Workplace Representation – What next for Trade Union and Staff. Available at: https://www.ipa-involve.com/News/workplace-representation-what-next-for-trade-s-and-staff-forums (Accessed 19.12.2025)
NHS Staff Surveys. Available at: https://www.nhsstaffsurveys.com/faqs/ (Accessed 17.01.2026)
Rees, G. and French, R. (2014) Leading, Managing and Developing People. 4th edn. London: CIPD
Talor, S. and Woodhams, C. (2022) Human Resources Management, People and Organisations. 3rd edn. London: Kogan Page.
Unilever (n.d.) Employee health & wellbeing.  Available at: https://www.unilever.com/working-at-unilever/employee-wellbeing/? (Accessed 05.01.2026)



