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Employment Relationship Management
To manage relationships effectively it is important to understand the importance of managing relationships within the public sector to ensure employees are heard and encouraged to participate and every effort is made to contribute to better working lives.  To successfully succeed moving forward this paper addresses the different forms of conflict and things to consider whilst resolving it, ensuring performance is managed effectively and disciplinary and grievance matters are handled lawfully.  
AC 1.1 Employee Involvement and Employee participation are both positive actions from employees but the level of actions differentiates between the two.  An employee who is encouraged to be involved, contributes their input through providing feedback and ideas, they communicate this feedback within their own department and directly to their own line managers but has little autonomy to make changes.  Employee participation allows individuals to contribute to decisions by involving them in decision making rather than just asking for feedback.  This involvement is encouraged across all departments and at all levels of the organisation with the autonomy to implement to changes, problem solve and contribute to strategy design. (Tay, 2025).
Both Employee involvement and Employee participation improves morale, enhances communication and makes employees feel more valued.  Employee involvement improves the relationships with managers resulting in increased job satisfaction. (CIPD, 2025).
In addition to the benefits of employee involvement Employee participation promotes productivity by encouraging and innovation and problem solving, employees are more committed and carry out their role efficiently and effectively whilst improving quality and contributing to business success.
Financial and non-financial incentives can encourage and reward employee participation.  Financial incentives such as bonuses and profit sharing are used by some companies but this is an unlikely option for a public sector organisation due to the allocation of funds, however alternative incentives that can be looked at are health insurance and competitive reward packages that include, pay, flexible working patterns and annual leave.  Within the public sector non financial incentives relieve financial pressures but still encourage employee participation, these can include learning and development opportunities, mentorships, supported planned career progression and recognition awards. (AIHR, 2025).
Careers Wales are also a public sector organisation, they are unable to offer many financial incentives due to the nature of their funding however they have a very high retention of staff and their average length of service is 15 years.  They encourage employee participation when possible, they use feedback and surveys to involve staff but to encourage participation they also include employees in business planning allowing them to contribute their ideas to achieving key performance indicators and shape business strategies.  They do offer a financial incentive through a reward package which includes health care plans, generous annual leave, and flexible and agile working arrangements.  In addition  learning and development opportunities, careers progression opportunities, mentorships and management programs are available.
A.C. 1.2.  A trade Union supports a group of employees in a work place to represent and support union members at work when facing any work place problems, and they campaigning for improved working conditions and rewards.  There are many Trade Unions that are structured throughout the UK.  The representatives in the workplace negotiate pay and benefits, raise concerns on behalf of their members and discuss and negotiate changes.  A trade union has legal rights and employers must work with recognised unions to negotiate and consult over pay, working conditions and changes. (Acas, 2014).
A non-union employee representation is usually undertaken in an organisation who does not have a recognised trade union for negotiations.  Employee representatives receive and give information between management and staff and are consulted by management over workplace matters. These representatives are sometimes elected by management or by fellow employees, the only legal requirement to consult with non-union employee representatives arises in large scale redundancies or business transfers. (NI Business INFO, 2025).
Whether there are union representations or non-union representations in place the Information and Consultation of Employees regulations  (ICE) ensures all employees of commercial organisations with 50 or more employees  are informed and consulted with. (CIPD, 2025).
All employers must inform and consult with employees over potential redundancies, business transfers, changes to contractual terms and conditions or pension arrangements, when there are 50 or more employees a formal agreement over how and what employers will inform and consult with staff about can be requested.  This does not mean an employer must change any business decisions but it provides employees with the opportunity to provide feedback and raise concerns allowing the employer to make an informed decision. (ACAS 2022).
The main differences between union and non-union employee representation include the formality of the processes, trade unions have elected representatives who have the legal right to act on behalf of their members whereas a non-union representation may consist of forums for informal feedback, the only legal rights they have are to attend time-off for representation.
As a public sector organisation it is important to build strong communication with Trade Unions as they have collective bargaining rights which entitles them to negotiate matters such as  terms and conditions of employment , allocation of work duties, disciplinary matters.  In contrast, non-union representatives only have the right to consult over business transfers and redundancies, all other consultations are informal and can be carried out through forums and feedback, but these are usually in the format of consultation as opposed to negotiations.
The other main difference is when resolving disputes, unions play a role in supporting employees and advocating with employers to resolve the dispute through agreed processes, whereas a non-union representative offers a more supportive role to employees who will navigate the dispute resolution themselves. (ACAS, 2014).
A.C. 1.3. There is a very strong argument to suggest that employee voice contributes to improved organisational performance, Employee voice positively impacts employees wellbeing, creativity and innovation which all contribute towards the organisations success, employee voice can also improve efficiencies and effectiveness as it allows employees to contribute ideas and suggestions that may improve the performance of the organisation. (CIPD, 2025).
According to Brown, (2018) employers who may not have seen the benefit of employee voice aren’t listening to employees.  Whether employee voice has been captured directly through consultation or indirectly through performance  data or employees behaviours, employers aren’t using this information to make effective changes.  Employers often only consider feedback that has been intentionally gathered when they have chosen they need to receive it and feedback that has been given informally on a day to day are not taken into consideration.  Employers who gather feedback from employees need to want to listen and make changes, by giving an employee a voice but then not being listened to  will have a negative impact on the organisational performance, creating a culture of distrust and poor engagement.  Employers aren’t taking the opportunity to listen to employee voice every day, employees who are expressing their feelings and providing feedback are participating, if this is not encouraged and listened to it can promote employee silence as employees will not see the benefit in participating.
To encourage employee relations it is important to consider the experiences of other employers.  Fircroft College are a public sector employer who have gone through a restructure.  Some of the challenges that they faced that need to be considered is the previous culture of employee voice, it is likely that these culture will be different across two merging organisations, it is important to understand the levels of participation and the reasons for participation or lack of participation, in Fircroft College there was a clear divide between senior leaders and employees where all decisions were made by senior leaders, this resulted in unheard voices, employees didn’t feel trusted or valued to make a contribution and when they did make contributions their opinion was not listened to resulting in employee silence.
The evidence and case studies prove  that employee voice does contribute to organisational performance but it must be done meaningfully with the intention of listening to employees and embedding a culture where all employees are confident to participate resulting in them feeling heard and valued.  This relies on employee voice being implemented effectively, it needs to be embedded in a restructure ensuring there is a focus on organisational values and establishing employee voice forums amongst all job roles, aiming to equalise all voices through collaboration and communication, empowering staff to make decisions and take responsibility for their contribution. (CIPD, 2021).
A merger between two organisations can be unsettling for staff, it is essential to build a culture where all employees feel confident to use their voice and the organisation sees the benefits, leaders need to communicate the importance of feedback, managers should receive training on listening effectively and having engaging conversations with staff, feedback needs to be considered and acted on to encourage participation, this process can be an opportunity to gather ideas and experiences from employees previous experience which will contribute to the success of the new organisation .   When feedback systems are in place they need to be evaluated, measuring staff participation and understanding areas for improvement. (People Insight, 2025).
A.C. 1.4. Better working lives is intended to improve the quality of all employees working lives regardless of job types.  To create better working lives The Good Work Index states work should be fairly rewarded through pay, benefits, such as healthcare and flexible working. with fair contracts that allow a work life balance, provide development opportunities, offer a supportive and inclusive environment, encouraging employee voice, ensuring people are physically and mentally healthy.  The CIPD survey 5000 workers every year to gather feedback on what factors influence positive and negative experiences this provides evidence for people professionals, employers and policy male to better working lives. (CIPD, 2025).
Employers can design better working lives by offering fair, pay, rewards and benefits.  It is important to consider that public sector workers often get paid less than those In the private sector however this can be balanced by enhancing the rewards and benefits offered.  This can be done by offering a generous annual leave allowance, health care initiatives, flexi time and agile working, this will also encourage productivity and offer a more manageable work life balance.
A learning and development package should be developed for staff at all levels, it needs to align with employees career goals as well as the organisations learning and development objectives, these can be identified through regular one to ones and team meetings to identify learning needs.  In addition to a learning and development programme it is important staff are encouraged to undertake informal learning through work shadowing and peer mentoring.
To ensure a supportive, constructive environment is created it is important to allow opportunities for team building, employee voice and participation through consultation, feedback and open and honest conversations on a daily basis, this will engage employees and motivate them to contribute to the success of the business. (CIPD, 2024). 
Careers Wales high retention rate and feedback reflects their better working lives concept.  They offer a generous annual leave benefit of 31 days per annum, they offer flexible working and all employers can adapt agile working to their weekly structure.  Employees have one hour wellbeing per week to allow them to take time out of their working week to do something that benefits their mental or physical health.  Through staff feedback these  benefits and a culture of trust and open communication have contributed to their high staff retainment and achievement of business objectives.
A.C.2.1 Conflict occurs when there are disagreements between employees in the workplace or disagreements between employees and management.  Conflict is usually a result of a difference in ideas, beliefs, interests, understanding or goals. Workplace conflict can include poor quality of work, verbal conflict, differing of opinions, lack of communication.  Differing view points and beliefs can cause conflict amongst individuals.  Frustrations between departments can cause conflict when relying on different departments  to achieve an outcome and there are different priorities, differences in expectations and communication.  Conflict can often occur between managers and employees, this can be due to a management style being adapted that does not suit the employee.  (Peninsula group, 2023).
Misbehaviour is when somebody intentionally chooses not to comply with company policies, knowingly taking unprofessional, unethical actions.  These can include actions such as absenteeism, dishonesty, intentional negative behaviour towards a colleague.  More severe cases of misbehaviour can include theft, intentional breach of health and safety, verbal or physical violence, bullying or sexual harassment. (Taylor, 2025).
The main differences between conflict and misbehaviour is the intent. Conflict arises due to differences but the intention is not usually to cause conflict but the need to stand by beliefs or ideas.  Whereas, misbehaviour is intentional and depending on the nature can cause intentional distrust and harm.  The differences also  lie in how the two are handled.  Ideally conflict will be dealt with informally with the intent to gain a resolution, this can be done through facilitation, communication and agreeing solutions, if this is not successful or the conflict is more serious formal disciplinary actions should be followed.  Intentional misbehaviour can result in a grievance being taken out against a person, this can vary in severity but can ranging from a verbal or written warning to immediate termination. (CIPD, 2024).
Heal, (2021) advises conflict should be encouraged. Staff who feel confident to discuss  concerns and employers who listen and address employees concerns at an informal level during the early stages incur low costs  This can also lead to a positive culture resulting in less misbehaviour.  This advice should be taken into consideration by the newly formed organisation and considered when agreeing conflict resolution policies and  procedures and the training needed for staff.

A.C. 2.2. Prior to 2022 the Office for National Statistics had stopped gathering data for strike due to the numbers of days lost due to strike action becoming insignificant.  Since 2022 when inflation has risen and there has been a cost of living crisis there has been a significant rise is strike action, particularly disputing pay and conditions.  NHS, Public sector workers and teaching unions have all undertaken or threatened strike action, due to the continued cost of living crisis it is predicted that strike action will continue to be on the rise. (Silkin, 2022). 

In recent years changes have been made which insist that trade unions must give 14 days notice to strike, strikes are now planned in advance and unions look to cause as much disruption as possible, particularly in the public sector.  In recent years rail strikes have intentionally caused disruption to cause annoyance amongst users who lose trust in the service.  (Collinson, 2022).

With regards to collective disputes, these are on the fall and there are increased individualised disputes.  Collective disputes have been on the fall since 2023, however far more serious individual cases are being presented that are discrimination and sexual harassment, trends seen by ACAS are unfair dismissal, insolvency dismissals.  It seems conflict resolution is a priority for employers with more employers bringing cases forward rather than trade unions. (ACAS, 2024).

The emerging trends are very recent so aren’t reliable enough to form a long term prediction but the changes in culture and the importance of equality and fairness amongst younger workers implies that could be contributing to more individualised cases.  

Recent strike action is also difficult to predict as there are many economic influences which include what is happening in the world globally and politically in the UK. However the recent strike actions that have taken place have been successful and resulted in pay increases and reviews of terms and conditions.  In 2024 teachers in England and Wales received an increase pay offer following strike action.  The continued cost of living crisis and potential strike actions are resulting in pay and rewards being considered a s a package to overcome the financial challenges but meet the overall needs of employees. (Collinson, 2022).

The success of previous strike actions within the public sector could provide this organisation’s trade union representatives and employees with the confidence to take strike action, to avoid this, signs of conflict need to be recognised and resolved to avoid disputes escalating.

AC 2.3. Ahead of making an employment tribunal claim it is encouraged to try and resolve conflict via an employer’s formal process, usually this involves raising the conflict with a line manager and if this doesn’t resolve the situation, the employers formal grievance policy should be followed.  If conflict isn’t resolved following the grievance process, third party conciliation is an option.  The third party speaks to the employee and employer to gather both sides to the story, with the agreement of both parties the conciliator will speak to both parties to resolve the dispute through mutual agreement. (ACAS, 2025).

Mediation is an informal conflict resolution process, it can be applied at any stage of a workplace conflict.  It is intended to provide a mutually safe space to agree solutions that satisfy both parties.  A mediator is an impartial third party who facilitates the meeting but they do not influence any decision, the decision is made by the parties involved.  A mediator can be an internal member of staff who is part of the organisation but they must have received mediation training, alternatively an employer can bring in an external mediator.  It is important to consider the role of mediation in early conflict resolution and as a public sector organisation ensure managers are equipped with the skills to mediate conflict to build strong relationships with employees and avoid reputational damage. (CIPD, 2024).
The main difference between third party conciliation and mediation lies between the involvement in the third party or mediator, a mediator does not have any control over the outcome, whereas a third part conciliator can make recommendations.  Also a mediator creates a safe space for mutual agreement, a conciliator has more legal understanding and can make recommendations based on employment law and regulations ensuring both parties understand their legal obligations.  Conciliation is intended to be an advisory process however the mediator would have no role in providing advice. (Caldwell, 2025).
Arbitration is when the arbitrator listens to both sides of the parties dispute  through written cases provided first and then through a hearing it is the role of the arbitrator to make a decision about the outcome.  The arbitrator is impartial and makes a decision based on the written and verbal evidence provided.  ACAS will look at the case and if arbitration is suitable they will inform the employment tribunal that the  case will be resolved through arbitration.  The outcome of the arbitration is a legally binding.  Individual arbitration is only suitable for cases that are solely about flexible working or unfair dismissal and both parties agree to arbitration.  If there are additional matters within the case then arbitration is not an options.
Arbitration differs from mediation and third party conciliation as the third party makes the binding decision, the parties involved in the dispute present their case and a decision is made by the arbitrator, where as in mediation and third party conciliation there is discussion and agreements between the parties. (Acas, 2022).
A.C. 3.1. These are the principles of legislation relating to unfair dismissal in relation to capability and misconduct that must be adhered to when the new organisational policies and procedures are agreed, all members of staff must understand the principles.
Unfair dismissal applies if an employee has worked for a company and the reason for dismissal was not considered fair.  The Employment Rights Act 1996 considers fair reasons to to be misconduct, capability, redundancy or  a legal reason, the reason was not enough to justify dismissal or an employer has not followed the organisations process.  The  organisations process needs to comply with ACAS code of practice and grievance procedure for any dismissal related to misconduct or capability. (ACAS, 2024).
Capability relates to the employees ability to do the job, usually because the employee can’t do their job due to a disability or illness and reasonable adjustments have been explored and do not help the employee.  It is initially important to ensure it has been well established whether the inability to do a job is down to the employees behaviour and attitude or their capability.  (ACAS, 2022).  
If the employees disability or health condition falls under the definition of a disability under the Equality Act 2010 the employer has a duty to make reasonable adjustments.  To establish what is reasonable the employee must be consulted with over their needs and it also useful to consult with occupational health. If every effort is not made to apply reasonable adjustments this could result in an employment tribunal claim.  
If reasonable adjustments are made but there is no improvements made in the employees capability then a dismissal is possible but evidence needs to be provided that the person still cannot to do their job despite support and reasonable adjustments being implemented, there are not any alternative roles that the employee can do and can be offered and there are no alternative tasks that can be done.  (Acas, 2024).
Misconduct includes bullying, harassment, poor behaviour or being absent without permission.  Gross misconduct includes fraud, physical violence, gross negligence or serious behaviour matters, ACAS, 2024.  To address misconduct and gross misconduct employers must the organisation must  have a disciplinary process in place that outlines the exact process that will be followed in the case of misconduct or gross misconduct and this process must be followed which follows the ACAS code of practice. In the interest of fairness it is important that consistent practices are followed which includes gathering of evidence, a thorough investigation, findings should be actioned and documented and appropriate warning and termination procedures are in place and followed. (CIPD, 2025).
A.C.3.2. When an employee raises a formal complaint against their employer due to them feeling their employer has been unfair or deviated from their employment contract or employment policies this considered to be a grievance.
By handling grievances efficiently and effectively it helps to resolve conflict before it escalates which will builds trust and communication, contributes to physical and mental wellbeing and avoids additional time and resources as well as potential employment tribunal claims. (AIHR 2025).
Conflict between a manager and colleague which results in the employee feeling they have been poorly managed can cause a grievance. Inconsistent management, lack of communication and unrealistic expectations can cause work place conflict.  It is important to have policies and procedure in place to ensure the grievance is handled well, but in order to avoid these grievances in the first place it is important that the company ensures managers have the correct training and skills to manage individuals and that they are being managed by more senior leaders, this will support them to do their jobs well, understand company policy and procedures and avoid conflict.  (Collinson, 2019).
Discrimination is often a reason for an employee to raise a grievance if an employee feels they are being treated unfairly or differently due to a protected characteristic.  Discrimination can occur due to individual attitudes beliefs and values towards individuals protected characteristics. There has been an increase discrimination cases over recent years, however this may not be because it is happening more frequently it may be because individuals understand their rights  and employees as well as employers are taking discrimination more seriously.  To avoid discrimination in the workplace the Equality Act, 2010 states all employers must take steps to prevent discrimination and provides guidance on what employers should do to prevent discrimination.  
Recommendations for the new organisation These steps include, ensuring there are policies and procedures in place, informing and training staff, allow there to be providing opportunities for employees to be heard and promoting a diverse inclusive workforce.  By taking positive steps to prevent discrimination a more positive work culture is created resulting in a happier more productive workforce and the risk of employment tribunals are reduced.   (Acas, 2023).
Bullying and harassment is a common cause for employee grievance, bullying can include criticising someone’s work, spreading rumours about colleagues, putting somebody down in meetings, allocating an unfair workload, excluding staff from events or humiliating or threatening somebody on social media. To avoid bullying employers have a responsibility to create a culture of honesty, integrity and respect, ensure all staff understand expected behaviours through policies and procedures and employers must take any allegation very seriously.  
As a newly formed organisation this is an opportunity to create By creating a culture of transparent, open communication in the workplace encouraging  employees will be able to speak out about behaviour they feel is unacceptable or makes them feel uncomfortable. (ACAS, 2025).
A.C. 3.3. In addition to complying with employment law and adhering to the ACAS Code of Practice there are many benefits to handling grievances effectively and many risks to the organisation for not effectively handling grievances.
Poor handling of grievances can cause reputational, financial and operational damage, these include reduced productivity, a negative work culture that lacks trust, health and wellbeing concerns, low staff retention and potential employment tribunal claims.  By effectively handling conflict as early as possible and creating a culture of transparent communication with well trained managers this will help to avoid potential grievances. (Gillibrand, 2023).
Handling disciplinary situations effectively ensures employees are treated fairly and with integrity, ensuring the consequences are appropriate and proportional. An effective disciplinary procedure should start with a policy that complies with the ACAS code of practice.  Managers must ensure standards and policies are enforced and model standards of behaviour to create a positive culture.  Ideally, issues should be dealt with informally if appropriate.  If necessary, formal action should adhere to the grievance policy with a fair investigation and an opportunity for the grievance to be heard through a grievance hearing.
To handle a grievance effectively it is important that all parties are supported.  Managers and people professionals should treat all parties fairly and consistently regardless of whether they are the person who has raised the grievance, the person being investigated or the employees conducting the investigation, (CIPD, 2025).
An example of poorly handled grievances is an employment law case between Blackburn and Aldi Stores ltd.  An employee of Aldi Stores Ltd was dissatisfied with training and health and safety procedure at a dept where he worked as a driver.  The employer raised a grievance which was handled by the regional managing director.  They produced a report which upheld only parts of the grievance.  As a result the employee appealed leading to a 20 minute meeting with same manager who originally produced the report who dismissed the appeal within 20 minutes. The employee resigned from their role and claimed constructive unfair dismissal.  Due to not providing an impartial appeal which breached the duty of mutual trust and confidence the employment tribunal found the dismissal to be unfair.  This case evidences the importance of handling grievances effectively and the potential consequences of not doing so, (Mcconell, 2014).
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