5HR01 Employment relationship management
AC 1.1 Employee involvement and employee participation
Employee involvement enables employees to be included in the decision-making process. Examples would be having direct involvement in policy, through staff suggestion programmes, newsletters and management briefings.  Supporting with problem-solving and running quality circles, enabling active input with change initiatives (Taylor, 2022). It’s powerful when building relationships and increasing stakeholder value and would be of particular use to the organisation highlighted in the merger.  It gives employees empowerment and an influence over decisions and matters impacting them in their area of work.  Encouraging collaboration through task force initiatives, bringing a range of employees together to achieve common objectives, allowing open communication. Therefore could help alleviate the concerns relating to existing employee practice (CIPD, 2020).
Employee participation involves employees being included in strategic organisational activities like meetings, forums and committees.  It allows direct say on how the business operates and the direction it’s moving in, which can be referred to as ‘co-determination’.  For example, committees and forums relating to matters of particular value like wellbeing, safety and diversity, or meetings where essential policy and strategy are agreed.  It can also include active involvement with staff surveys to encourage completion, focussed outcome and foster a common goal (Indeed, 2025). This would again be of particular significance with the merger, encouraging direct input and building relationships for a common purpose, creating ‘high involvement’ and ‘synergy’. Encouraging engagement and shared responsibility, through inclusion in decision-making and offering a voice to employees (Armstrong, 2023).
Whilst the ultimate aim of both is to encourage relationships and engagement, they differ slightly in approach and scope (Taylor, 2022). Employee involvement mainly encompasses empowerment within an area of responsibility and builds relationships through ownership and accountability.  It depends on value and respect to strengthen bonds.  Whilst employee participation allows broader decision-making influence within an organisation. Relationship building through collaboration and shared-responsibility, relying on trust and camaraderie to enhance participation (Indeed, 2025).
The benefits of both approaches are clear and the organisation in the merger would utilise these to overcome their concerns.  ‘Participation hypothesis’ evidence employee involvement increases job satisfaction, has been proven to improve performance and encourages innovation and creativity in the workplace (IPA, 2025). Employee participation drives better decision-making, enhances communication and collaboration at all levels and improves commitment of stakeholders to the organisation (Wong, 2023).
AC 1.2 Union and non-union representatives
Governed by the Trade Union and Labour Relations (Consolidation) Act 1992, trade unions generally represent the collective interests of employees.  Membership is optional, requiring a fee to utilise its benefits, including selected representatives to support with collective bargaining, negotiating pay, ensuring work-place safety and accompanying to formal meetings to safeguard fairness.  Unions operate independently, with some organisations having internal representatives, but it’s not a requirement and centralised services can be utilised ad hoc. Mainly prevalent in the public sector and considered powerful because of their legal backing (ACAS, 2014). UK Trade union membership has experienced a decline, reflective of changes in manufacturing and manual labour, however large unions like Unite still operate effectively, with 1.2 million members (Taylor, 2024).  Unite successfully negotiated a pay deal for employees involved in the case of Kostal V Dunkley (2021) (UK Supreme Court, 2025).  
Alternatively, increasing numbers of organisations are opting for non-union based representation, as the UK economy evolves to a more service-based industry. Utilising selected or elected internal staff to represent on employee councils, workplace committees or forums.  Working closely with management and HR to create a more collaborative environment (CIPD, 2022). Enhancing communication, based on a case-by-case approach and more present in the private sector (Luckhurst, 2025).
Trade unions may defer to industrial action whilst negotiating terms, causing disruption and delay.  Strikes are regulated and often effective, but can lead to conflict with management (CIPD, 2025).  In contrast non-union representation is less adversarial, focussing on communication between parties involved.  The collective is replaced with an individual approach, meaning disputes are settled quicker.  (Luckhurst, 2025). Both representative types are afforded statutory backing, with the right to paid time off and training for their role.  Non-union may not have access to the same level of training and facilities (ACAS, 2016).  However, union representation has firm legal grounding, offering enhanced protection and the ability to collectively negotiate, but can also support individuals in formal meetings.  Also, having the right to be informed and consulted on matters like; change at work, pay or health and safety matters, and can be powerful in resolving work-based disputes (CIPD, 2025).
To maintain workplace harmony throughout the merger, the presence of union or non-union representatives in the organisation is beneficial. Employee representation ensures transparency and fairness, supports with improving work conditions, enhancing communication and collaboration.  Giving employees a voice that’s heard and addressed impartially, representing in decision-making and formal negotiations with employers.  This can lead to improved morale, increased productivity and a more harmonious work environment, supporting with the merger. (CIPD, 2025).
AC 1.3 employee voice and organisational performance
The organisation having policies and practices relating to employee voice will certainly benefit both existing and new employees involved in the merger.  Enabling everyone to express their views, opinions, concerns and suggestions about work-related matters and the organisation itself (CIPD, 2025). Employee voice encourages both individual and collective channels of communication and allows employees to influence decisions impacting their work (Taylor, 2022).  
Having a variety of methods of employee voice improves participation; utilising anonymous surveys, focus groups, interviews, suggestions schemes and management briefings for example (CIPD, 2021).  Investing in advanced technology to gather insight from employees and analysing the data captured, and paying external sources to facilitate this, is another business trend, inspiring confidence and the outcome justifying the cost. (CIPD, 2024). 
Study reveals the benefits of employee voice, for employees themselves, include improved job satisfaction, enhanced wellbeing and engagement, whilst promoting a sense of pride, ownership and empowerment in the workplace (Armstrong, 2023).  Whilst the benefits to the organisation itself, include building trust and improved relationships, encouraging communication from diverse perspectives and creativity to drive innovation, in turn, leading to increased productivity and performance (CIPD, 2020).  It’s vital an organisation listens to employees as it can lead to positive changes and improvements (IPA, 2025).
Successfully incorporating employee voice in organisations does have challenges and can lead to scepticism.  This has been highlighted with hybrid working and some employees feeling isolated, with less access to communication. Plus financial restrictions can impact resources and long-term investment in employee voice (CIPD, 2021). The pace of work is fastening, management have less time, or willingness, to reflect and act on outcomes, blocking communication lines between employees and senior management (CIPD, 2025).   This was also highlighted in a CIPD podcast where it was argued if employee voice, when not effectively managed, could in fact have the opposite effect and cause conflict in the workplace (CIPD, 2020). Case studies indicate more companies are utilising employee voice techniques in an attempt to take control of business challenges. Like NMCN Architecture LTD. implementing digital platforms for communication, in order to change ingrained managerial habits.  Also, Nottinghamshire NHS Trust utilising ‘Freedom to Speak Up Guardians’, and employee presence on the board, to improve staff turnover and job satisfaction (CIPD, 2021).  Consequences of ignoring employee voice can have severe detrimental and reputational damage as highlighted in the Barclays Salz report (IPA, 2025).
Ultimately having an employee voice mechanism could benefit the organisation in the merger and support the transition, promoting improved engagement, positive working partnerships and resulting in better organisational resilience (IPA, 2025). 
AC 1.4 Better working lives and design
Applying the concept of better working lives will also benefit the organisation in the merger, through offering a positive work environment which promotes job satisfaction, focuses on wellbeing and productivity (Taylor, 2022). The end goal being a work-life where employees feel valued, supported and have growth and development opportunities (CIPD, 2018). 
Many aspects play a part in this and contribute to what the CIPD call ‘good work’, as evidenced in their annual Good Work Index.  These include employees feeling satisfied with their pay and benefits, having contracts which suit their personal circumstances and promote work-life balance, positive working relationships with colleagues, in particular management and feeling they have a voice, as well as access to relevant tools, technology and potential for career growth and development (CIPD, 2025).  These have an impact on mental wellbeing, greater job satisfaction, employee commitment and retention and ultimately improved productivity and financial performance (ACAS, 2020). 
For employers to achieve better working lives and reflect the ‘good work’ highlighted, they should design an organisational strategy and structure which regularly reviews and adjusts pay and reward to ensure employee and market trends are considered (CIPD, 2018).  Show agility in the wake of post-covid labour market changes and account for hybrid working, flexible working arrangements, like four-day working weeks, and cater to personal circumstances (CIPD, 2025).   Introduce internal programmes which promote physical safety and mental health, to reduce stress, manage workloads and offer access to resources to support these (ACAS, 2019).   To encourage and enable employees to have a voice and have mechanisms incorporated to share opinions, play an active role in the direction of the business, and safeguard the value of these forums (ACAS, 2020).  This design needs to consider relationships with managers and the effectiveness of managerial training to encourage, support and develop mental health and employee voice (CIPD, 2025).   Also, to account for advances in workplace productivity and expectation and allow access to technology and tools which promote efficiency, like AI and on-line training and development resources.  This being discussed in CIPD Podcast 209 on the topic of ‘good work’ (CIPD, 2024).  
If the organisation in the merger wants to safeguard relationships, staying close to employment law trends and recommendations in relation to better working lives is a great start. In general, all organisations should follow the ‘road to good work’, focussing on people management practices, and working cultures in the UK, to support making better working lives the norm. A workplace commission and improving workplace support services are key recommendations (CIPD, 2024).  
AC 2.1 Conflict and misbehaviour
Having an understanding of how to identify and manage conflict and misbehaviour will be an advantage to the organisation during the merger.  Workplace conflict is inevitable during periods of change and arises from perceived threats, or frustration (Armstrong, 2023).  It encompasses disagreements, complaints or disputes, whether individual or group based (ACAS, 2025), and in recent times, with the decline of trade union membership, there’s more evidence of individual-based conflict (Taylor, 2022).  35% of employees have experienced some form of conflict. This ranges from minor arguments to more serious disputes, often derived from personality differences, varying approaches to work and allocation of workload, role ambiguity or simple misunderstandings.  It’s a manageable source of distress and can have long-term impact on the work environment.  However, conflict can also be positive, result in healthy competition and creativity with problem-solving (CIPD, 2021).  Conflict is often resolved, at first instance, through direct communication, negotiation or mediation (ACAS 2025).  
Workplace misbehaviour is defined by actions that are unethical, unfair or harmful, such as bullying, harassment or discrimination.  These impact dignity and respect in the organisation and can have wider reputational and legal implications.  15% of employees have experienced bullying (CIPD, 2021).   Misbehaviour often requires disciplinary action and sanction due to the severity of conduct (ACAS, 2025).
Conflict in the workplace can be tackled through building inclusive cultures to deter inappropriate behaviour and foster respect.  Early and informal resolution is recommended, to mediate and diffuse a situation and prevent it escalating (Taylor, 2022).   Having and enforcing diversity and inclusion policies is key (ACAS, 2025).  46% of organisations have policies relating to conflict, and It’s reported only 40% of managers receive training on effective people management, impacting their ability to support and handle work-based conflict (CIPD, 2021). 
Tackling misbehaviour also requires clear policies and training on topics like bullying and harassment and to ensure all employees understand these.  Having forums and charters to promote dignity, trust and respect can also prevent misbehaviour.  As well as signposting, systems and support for those who witness or experience the misbehaviour, like access to an EAP or whistleblowing process.  In addition considering the legacy of the action to minimise broader impact and repeat behaviour (CIPD, 2024). It’s reported only 53% of employees who experienced bullying or harassment reported this, so needs addressing (CIPD, 2021). 
The potential impact of not considering both conflict and misbehaviour, justify the organisation in the merger having policies and processes in place to safeguard employees. Preventing undue stress, anxiety, potential drop in motivation, confidence and commitment, which compromise dignity and respect.  Consequences impact the individual and the organisation itself (CIPD, 2021).
AC 2.2 Emerging trends and industrial sanctions 
Post Covid UK is experiencing a spike in industrial action, as wages and cost of living are prevalent themes (Resolution Foundation, 2023).  With both organisations in the merger being public sector, and possibly part of a union, having awareness of these emerging trends and industrial action will be an advantage.  Trade union membership is decreasing, with more of an emphasis on employee relations, strategic focus and individual conflict resolution (CIPD, 2021).  Despite union membership decreasing since peak figures in the 1970’s, and only 22% of employees being members in 2023, the number of strikes recorded the same year increased.  Recent strike figures were higher than in any of the years during the1980s, with 3.9 million working days lost to strike action reported in 2023. Strikes have been witnessed in the public sector, in particular transport and health, with 96% of all working days lost being within this sector and 69% of all union members striking (Resolution Foundation, 2023).  
With advances in legislation, the complexity governing strike action and the disruption it causes, strikes are becoming more focussed and organised (CIPD, 2025). There’s evidence to warrant the use of a trade union in public sector pay disputes, with the current increase in industrial action being attributed to unionised sectors and positive outcomes reported.  Heathrow passenger assistance workers were awarded a dramatic 12.5% pay increase following strike action and the support of their union (Unite the Union, 2025).  There’s ongoing focus on the dispute between the National Education Union and Government, with threats of strike action, if the proposed 2.8% pay offer for teachers is not improved (Chu, 2025). 
ACAS has reported a drop in collective disputes by 30% (Q4,2024) and an increase in complex individual cases, reporting more calls being received relating to dismissals, disciplines and grievances (Watt, 2024).   Trends surrounding this relate to conflict being settled within organisations, often via mediation, early and informal resolution and concerns regarding whether managers are equipped to effectively support this or even contribute to it (Suff, 2024). This has been a theme with the CIPD also, focussing on the impact conflict is having on productivity and wellbeing, the role managers play in this and the concern regarding their training and skills, to be able to manage the shift toward internal employee relations (CIPD, 2020).  With movements like #MeToo increasing awareness of unfair treatment and recent advances in harassment law legislation, more employees feel confident to speak up about workplace injustice (CIPD, 2021).  
However with significant ongoing disparity between public and private sector pay, the organisation involved in the merger may need to consider its approach, as controlled industrial action is more common place (Resolution Foundation, 2024). 
AC 2.3 mediation, conciliation and arbitration
With increased focus on internal employee relationship management, organisations are utilising impartial third-parties to resolve work-based conflict.  Mergers can result in a contentious time, and the use of mediation, conciliation or arbitration services could be accessed in order to solve disputes and safe-guard harmony (GOV.UK, 2025). 
Mediation utilises a neutral third party to bring those involved in conflict together, in order to facilitate a mutual resolution.  Their role is not to determine a solution, but to support in reaching an agreement, without escalating formally, and is recommended with cases involving personality clashes, bullying or harassment (CIPD, 2024) It’s a flexible, informal, confidential process focussing on the future and not past conflicts, and can reduce work-place stress, support attrition, prevent grievances and is cost effective.  Requiring commitment from all involved to acknowledge each other’s views, agree to change and to accept mutual responsibility (ACAS, 2025).  
ACAS recommend utilising conciliation services as a means to preventing cases escalating to tribunal, whether informally or through a grievance process.  It’s also used and effective after a tribunal claim.  ACAS must be informed before a claim proceeds to employment tribunal (ACAS, 2025).  Conciliation involves utilising an impartial conciliator to help parties involved communicate more effectively and guide them towards a solution.  They can also suggest solutions. (CIPD, 2024).  ACAS offer this process, and endorse it, because it’s free, confidential, voluntary and quick.  They report conciliation as being particularly successful, resolving 9 out of 10 workplace conflicts without the need for further escalation (ACAS, 2025). 
Arbitration is more formal, involving a neutral arbitrator making a decision to settle a dispute.  The process involves hearing both sides of the conflict, asking and sharing questions, then the arbitrator arriving as a decision (called an award) based on the evidence before them, with both parties legally bound by the decision (ACAS, 2025).  Typical cases heard are unfair dismissal and flexible working requests (Taylor, 2022).
Mediation, conciliation and arbitration are effective for both individual or group conflict. Each utilising an impartial third party to either facilitate a mutual agreement, with parties finding their own solution (mediation), suggesting a solution (conciliation) or could involve them making a binding decision (Arbitration).  Mediation is the least formal approach; whilst conciliation can involve a formal grievance process and arbitration being the more structured and formal approach to a solution (Daniels, 2024).  In all cases, the common goal is to encourage internal procedures and utilise the support of ACAS to identify mutually acceptable resolutions.  Practices the organisation in the merger would benefit from (Taylor, 2022).
AC 3.1 Unfair dismissal, capability and misconduct
Unfair dismissal occurs when an employee’s contract is terminated without valid reason and the employer failed to follow a fair and legal process.  As the two organisations bed during the merger, adherence to the legal principles is recommended. Following these will result in fairly managed cases and protect all parties (CIPD, 2025). The Employment Rights Act 1996 is the primary legislation outlining employee rights not to be unfairly dismissed, including remedies, and provides the framework for fair dismissal (Aylott, 2022).  The ACAS Code of Practice gives employers guidelines for handling such formal processes and must be followed to ensure fairness for dismissals relating to capability and conduct (CIPD, 2024).
Capability refers to the ability to perform a job and consideration should be given to skills, qualifications and health.  When dismissing, an employer should demonstrate additional support and training was provided, reasonable adjustments applied and, when relevant, characteristics safeguarded under the Equality Act 2010 considered. Misconduct refers to inappropriate or unacceptable behaviour.  Either gross-misconduct, like theft, assault or fraud, resulting in summary dismissal (without notice), or ordinary misconduct, following a set process of formal warnings, like bad-language and poor time-keeping (Daniels, 2024).
Unfair dismissal cases are heard at an Employment Tribunal and must be brought within three months of dismissal.  Currently there’s a two year qualifying period, which is under review with the Employment Rights Bill, proposing day-one protection (CIPD, 2025).  The Tribunal considers procedural fairness, a thorough investigation, transparency throughout and the right to appeal.  Having the power to award compensation or job reinstatement when unfair dismissal is agreed (ACAS, 2024).
Whilst legislation gives reasons for dismissal, case law provides guidance for employers and Tribunals and shapes this area of employment law. Early cases like British Homes Stores v Burchell (1980), established that employers must have ‘reasonable belief’ in the grounds for dismissal, based on ‘reasonable’ investigation.  Also, Iceland Frozen Foods v Jones (1983), explored the term ‘reasonable’ and introduced a broad, case-by-case test (Aylott, 2022).  More recent cases like Crisp v Apple Retail (2011) again utilised the ‘reasonable’ test, considering the impact of misconduct on brand-identity.  BS v Dundee City Council (2013), later introduced factors to consider before dismissing, including ‘reasonable’ timescales and understanding of an employee’s medical situation.  In O’Brien v Bolton St Catherine’s Academy (2017) consideration of up-to-date medical evidence was established and the impact the absence is having on the organisation.   Reasonable adjustments were a factor in D B Schenker Rail LTD V Doolan (2011), endorsing the exploration of alternative roles, and the employee’s refusal to accept, as fair reason to dismiss (Daniels, 2024).
AC 3.2 Grievances causes
Nearly 30 percent of employers have reported an increase in grievances.  Its important employers are proactive in understanding causes, in order to address and prevent conflict (Flett, 2023). The organisation involved in the merger should access pre-merge historical data, and have a view of current trends, in order to support employees throughout the transition and create a culture of open communication (Webber, 2023).
A grievance is a formal complaint made by an employee(s) to their employer, ‘due to perceived injustices or issues within the work environment’ (Indeed, 2025).  They can evolve from a variety of causes and analysing these is vital for effective management and resolution (CIPD, 2024).  Grievances can be individual, highlighting concerns with bullying and harassment, for example, or collective; with disputes relating to pay and changes with work practices across the broader organisation, as an example (ACAS, 2024).  
According to XpertHR , the most common cause of grievance is bullying and harassment, accounting for 67% of those reported (Fleet, 2023).  This type of grievance tends to be individual, including employees experiencing verbal abuse, Intimidation, discrimination, unfair treatment and exclusion from meetings or group activities.  This kind of behaviour can lead to the employee feeling unsafe and unsupported, causing in impact on mental health and productivity (ACAS, 2024).
The same source reported relationships with managers as being the next major cause of grievance, with 54% of employees highlighting it. This type of grievance can be collective or individual and evolves from poor communication, misunderstandings, difference in work-styles and often highlights a lack of managerial training (Webber, 2022).  Its recommended managers are supported in identifying and addressing problems early on, so escalation can be prevented. This type of grievance contributes to a lack of morale, impacts attendance and attrition rates (ACAS, 2024).  
XpertHR also highlighted 37% of employees as raising a grievance related to pay.  Again, these can be collective or individual based and given the national cost-of-living crisis and increased interest rates, is something an employer should be prepared for (Webber, 2023).  Grievances relating to pay include being fairly paid compared do a colleague doing the same job, or increased expenses when commuting to the office, since hybrid-working.  The impact being employees feeling unmotivated, less productive and increased attrition (Indeed, 2025). 
Understanding the causes of grievances can help the organisation maintain a positive working environment, foster relationship-building and open-communication, ensure adherence to the ACAS Code of Practice and legal compliance, prevent complaint escalation to an Employment Tribunal and ensure transparency, so employees feel heard, valued and improves their wellbeing (Aylott, 2022). 
AC 3.3 Grievance handling
ACAS reported work-place conflict costs the UK economy £28.5 billion a year, estimating 374,760 grievance cases per annum (Taylor, 2022).  With increased tension due to the current financial climate (Flett, 2023), its important grievances are handled effectively, that HR representatives and managers react quickly to prevent escalation to Employment Tribunals, and ultimately show they care.  The organisation in the merger needs to maintain a healthy and productive workplace and handling any grievances promptly and effectively is crucial (Indeed, 2025).
Effective grievance handling involves addressing complaints in a fair, confidential, consistent ethical and timely manner.  All grievances must be taken seriously, no matter how trivial they may seem.  Employees need to feel they have a voice and are heard (CIPD, 2024). Grievances should be thoroughly investigated and resolved in accordance with the ACAS Code of Practice and internal policies and procedures (ACAS, 2024).  Its important they are correctly handled to improve employee relations processes, meaning less cases are escalated to Tribunal (Webber, 2023). The process must ensure legal compliance to avoid potential risks, like unfair dismissal, discrimination cases, legal action and financial penalties (CIPD, 2021). Every aim should be made to protect workplace harmony and a safe working environment (Flett, 2023).  Also, to maintain an organisations reputation; fair grievance handling contributes to attracting and retaining employees (Indeed, 2025).
ACAS recommends organisations to have clear, well-defined policies relating to the handling of grievances and to have these accessible to all employees.  To ensure training for those involved in handling grievances and to keep detailed records of any communication and actions related to grievances.  Data is important to help shape policy and monitor compliance.  Also, that every attempt should be made to informally resolve grievances before they need to escalate formally (ACAS, 2024).
Not adhering to the grievance rulings in the Employment Rights Act 1996 and the ACAS Code of Practice has damaging effects (CIPD, 2024). Employees feel undervalued and disengaged, resulting in low morale and increased turnover and absenteeism (Indeed, 2025).  Not addressing conflict effectively can result in a toxic working environment and impact relationships at all levels (Webber, 2023). It can contribute to poor wellbeing, reduce productivity, profit and job satisfaction (Taylor, 2022).
By the organisation in the merger adhering to and maintaining a fair grievance handling process, it will enable their managers to support and improve work-based conflict.  Ultimately building an environment and culture in which staff feel supported, physically and mentally safe and satisfied in their job (Flett, 2023). 
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