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Executive Summary

The following report outlines the importance of managing employee relations in the context of a local authority setting. Neath Port Talbot County Borough Council’s vision is to maintaining employee relationship during a time of a global pandemic with constant changes in financial, economic and authority future sustainability. 
The report considers how employee relations have evolved throughout history and considers macro and micro factors in the internal and external environment impacting Neath Port Talbot County Borough Council. 

A review of the literature reveals that increasing employee engagement through times in uncertainty will decrease absent rates, increase motivation and create a trust based culture with emphasis on employee voice and communication on service changes. The research demonstrated that enhancing such activities will allow the authority to achieve its objectives and remain sustainable to remain agile and limit service disruption and enhancing employee engagement and decreasing uncertainty. 

Recommendations are made to improve communication throughout Neath Port Talbot County Borough Council, including strategies to improve communication methods and implementing strategic change that will limit the uncertainty, increase employee engagement, commitment, motivation and reduce absence rates to create a stronger trust-based culture to meet the authorities objectives and increase employee voice.













Glossary of Terms 
NPTCBC – Neath Port Talbot County Borough Council 
ER – Employee Relations
IR – Industrial Relations
VUCA – Volatile, Uncertain, Complexity and Ambiguous 
ADR – Additional Dispute Resolution
CJRS - Coronavirus Job Retention Scheme
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[bookmark: _Toc60937429][bookmark: _Toc60938242]1.1. Organisation background

Neath Port Talbot County Borough County (NPTCBC) is the local governing body for Neath Port Talbot located in South Wales. NPTCBC founded in 1996, preceded by West Glamorgan County Council have a long-standing Labour party dominance and is still presently led by the Labour cabinet (BBC News, 2008). NPTCBC employs 6,064 individuals that provide a vast range of public services, from Environmental, Social Services, Education, Chief Executives and Finance and Corporate Services (Neath Port Talbot County Borough Council, 2020a).

[bookmark: _Toc60937430][bookmark: _Toc60938243]1.2. History of Employee Relations (ER)

Historically known as “industrial relations” (IR), a contemporary term that refers to the relationship between three parties, employees, employers and trade unions. However, this concept is outdated (Colling & Terry, 2010). IR begun historical movements, theories and perspectives to defined todays term. Recognised in 1830’ where work was seen to be totalitarianism and working conditions were poor, unsafe, and inequality of pay or no pay at all, along with long working hours. The Chartist Movement in 1939 triggered a unitarist movement that fought for better working conditions (Sheen, 2015). 1960’ – 1980’ seen a major shift to a pluralistic workforce for equal pay between men and woman during The Dagenham Ford Plant Strike and later developed The Equal Pay Act 1970 and The Industrial Relations Act 1971, changes to working conditions and the right to belong to a registered Trade Union. The Great Miners’ Strike 1984 gave rise to individualism and seen a further update to Equality Act 2010, brought equal opportunities and discrimination legislation under one Act. The Donovan Report provides historical insight into how ER have come in the last 30 years. The repots major focus is an examination of the inadequacies of Britain's collective bargaining System and recommendations for its reform. The main recommendations were that the voluntarist tradition of collective laisezfaire should be maintained. However, there should be government-sponsored reform of workplace IR (Turner, 1969).

There are two main definitions of ER, regulatory focused and relationship-based ER. Gennard and Judge (2010) explains regulatory focused ER is to establish regulations, rules and agreements to regulate the employee relationship. ER today is multi-disciplinary and refers to individual and collective workplace relationships between employee and employer that interoperates a much wider meaning effected by macro and micro factors around workplace rights, individual and collective relationships in the workplace (CIPD, 2020a; Bennett, et al., 2020; Redsteer, 2020). Relationship-based ER has more emphasises on helping line managers to establish trust-based relationships, creating positive climates, employee involvement, commitment and engagement with a decline in trade union involvement as representation of employee voice (CIPD, 2020b; CIPD, 2019a; Marchington, et al., 2016).

In a contemporary organisation, ER is based around creating and sustaining effective employee relationships between employers and employees within the constraints and opportunities presented by organisational contexts (Ellis, 2016). A study conducted by WERS pointed out a shift from collective disputes to individual conflicts (Wanrooy, et al., 2011). The Employment Tribunal statistics confirm that this is still the case today (Gov.uk, 2020a). Wanrooy et al (2011) explains 65% of employees share many of the values of their organisation. However, an increase of fear in dismissal, discrimination and victimisation since 2000 (Gallie, et al., 2013).

The latest implementation of The Trade Union Act 2016 showed the reduced power of Trade Union action. However, the CIPD was founded in 1913 purely to improve IR and more recently to support organisations to remain competitive in the current VUCA environment by assisting to find rapid resolutions to support and transform businesses in difficult times due to environmental impacts and maintain harmony.

[bookmark: _Toc60937431][bookmark: _Toc60938244]1.3. COVID-19

Novel coronavirus outbreak, first discovered in December 2019 in Wuhan, China. As of the end of November 2020, 62 million cases globally with more than 1.4 million fatalities and rising (Gov.uk, 2020b). Covid-19 has impacted the global economy with ongoing ramifications for organisations, individuals and society on every level (CIPD, 2020c). PWC (2020) report the labour market remains under pressure. Industries have been deeply affected such as fashion and retail (McKinsey & Company, 2020a). While Covid-19 will have a long-lasting impact on the economy, businesses and working lives organisations have had to make rapid changes to how they operate in order to survive, remain sustainable and support its employees. Subsequently, job and financial security, workload and work-life balance, health, safety and wellbeing and leadership as a result. In turn, workers have navigated new ways of working by adapting to changing circumstances by working from home that will also impact on their work life balance and home commitments. Furthermore, 28% said that the pandemic have resulted in a negative impact on their mental health and many more experienced anxiety about returning to the workplace (CIPD, 2020b).

[bookmark: _Toc60937432][bookmark: _Toc60938245]1.4. Aim of Report

This report aims to critically analyse the impact the global pandemic has had on ER climate, and the impact on NPTCBC service delivery. The report will make reference to resources around theoretical understanding of ER, megatrends, ER climate in the UK, financial impact, legislation obligations and best practice guidance. 

[bookmark: _Toc60937433][bookmark: _Toc60938246]1.5. Objectives of Report

The objectives of this report are to:
(i) Provide an overview of the impact the global pandemic has had on businesses and ER, including NPTCBC’s service delivery
(ii) Discuss the current response of NPTCBC to Covid-19 and its impact on ER
(iii) [bookmark: _Toc60937434]Make viable, creative and innovative recommendations that will contribute to employee commitment, engagement, employee voice while increasing organisational performance. 














[bookmark: _Toc60938247]2. Literature Review

[bookmark: _Toc60937435][bookmark: _Toc60938248]2.1. Theory of Employee Relations and Conflict

Theories are ‘an attempt to bind together in a systematic fashion the knowledge that one has of some particular aspect of the world of experience’ (Honderich, 1995). Fox (1974) used the term “frame of reference’ that helped understand the nature of perspectives based around four key theories, pluralist, unitarist, marxist/radical. Purcell (1987) cited fox’s works and explained pluralist and unitarist had major influence in initiating debate on the approach taken by management during industrial relations. The theories include or dismiss several elements concerned in industrial relations function and the elements depend on the standards and values hold in awe of philosophy. To summarise, people have different ways of working/thinking and from analysis and in previous years, collective bargaining is seen less. However, conflict management and resolution are significant for sustainable organisational development. Traditionally, ER has been concerned with managing conflict. 

Dunlop (1958) systems theory, an alternative approach to understanding, manging and planning to strengthening ties between employers/ employees, drawing on a pluralist frame of reference that argues that IR are best regarded as a sub-system of a winder social system illustrating rules and regulations of employment, involving trade union activities, and environmental contract with distribution of power in a wider society with a set of rules that governs the employment relationship (Abbott, 2006). Pluralist organisations such as TATA Steel’s approaches to managing conflict is inevitable with employee and employers having different interests and views around ER and how they resolve and minimise conflict and based around collective bargaining were dominant with recent reports of government bailout and high unionised cultures (GMB, 2020; Sheth, 2020). NPTCBC structure is seen to be pluralist, yet paradoxically there is evidence of a unitarist sub-culture whereby consulting is done at a union level rather than employee level (Neath Port Talbot County Borough Council, 2020b; UNISON, 2019). NPTCBC accepts conflict can be due to a misunderstanding or agitation influenced with a decline in trade union involvement and increased influence of HRM (Neath Port Talbot County Borough Council, 2020c; Sharp, 2019). Arguably unions have seen an increase in memberships by 200,000 since 2017, with female memberships the highest since 1995 (Roper, 2020).

A marxis/radical organisation can see conflict as inherited in capitalist systems and can only be resolved by removing capitalism itself. As conflict is still present in day-to-day activities, it manifests in different ways and it is crucial and indispensable to establish positive ER to attract and retain high-quality employees, improving employee productivity, increasing employee loyalty, enhancing workplace morale, evaluating business performance, as well as to reduce absence rates to support the employment relationship (Lewis, et al., 2003). Nicholls (1999) added a feminist perspective that perceives ER and capitalism in terms of patriarchy and male domination of women. Abbott (2006) argues there is no single model for how these theories might be achieved, but provides a guide as to how theory might be applied in practice. 

[bookmark: _Toc60937316]Table 1: Theory can be applied in practice

	Theory 

	Set out the details of the theory (or model/framework/concept/definition), including the key variables, categorical features, assumptions and any causal linkages between them.

	Evidence 

	Set out the evidence of the real-world circumstances or events you are seeking to apply the theory (or model/ framework/ concept/ definition) to.

	Evaluation 

	Weigh the evidence of against the details of the theory, noting any similarities and differences.

	Application 

	Use the evaluation to guide your analysis by using any differences in the evaluation to suggest what might be done to change the circumstances of evidence to match the theoretical premises of theory.



[bookmark: _Toc60937436]Source: (Abbott, 2006)



[bookmark: _Toc60938249]2.2. Present Employee Relations
 
Covid-19 has contributed to macro change and have revealed deep structural weakness. Taylor’s Good Work Talks podcast with Yanis Varoufakis considers neo-liberal, capitalist, and reformist political stances around the future of work and practical and radical steps to change by creating a different ideology of the future. Since Covid-19, Varoukais believes there has been a growth in reformist using the pandemic as a catalyst to reform (Taylor, 2020). Raworth (2020) believes that during the pandemic, there have been no groups of disadvantaged ethnics and considers principals into macrofactors focusing on a sustainable planet, economies and reforming economic models. Post-pandemic aid recovery considerations on the future of work and welfare include a broad range of political consensus. The RSA, What now? Report notes 64% think that the government should guarantee a job or training for the under-25s, including 62% of Conservatives and 72% of Labour supporters, including 68% of 18-24 year olds and 68% of those over 65 (Singleton & Painter, 2020). However, work is no longer a guarantee of material security and powerful new technologies such as AI mean the future of work could be more unequal (RSA, 2020a). 

With the increase in social media, activists and stakeholder groups are larger. According to a GlobalWebIndex survey, July2020 saw a rise of social media usage to 10.5%, compared to July2019. 46% of women and 41% of men said they've spent more time on social media during the pandemic, making it the second-most popular digital activity 
(Snyder, 2020). With this in mind, strike action and policy change views are easily shared through social media platforms resulting in tarnished organisations reputations. In the UK, strikes are decreasing, reported in 2018 falling to the lowest level since 1893 (Partington, 2018). However, holding strikes in the UK are effectively illegal due to Covid-19 (Gall, 2020). Social media have brought more strike activities online despite union membership continuing to decrease (Department for Business, Energy & Industrial Strategy, 2020; Shierholz & Poydock, 2020).

[bookmark: _Toc60937437][bookmark: _Toc60938250]2.2. Micro and Macro Factors Impacting Employee Relations (ER)

Soanes & Stevenson (2008) explains the microenvironment concerns the immediate, small scale environment the organisation functions. The macroenvironment considers the large-scale environment/ climate the organisation operates in. The STEEPLE analysis is one of the most effective and simplest frameworks that can be used on a larger organisation that draws a bigger picture of the external context that affects the organisation based on the environment it operates in (CIPD, 2020d; Farnham, 2015). 

[bookmark: _Toc60937317] Table 2: Factors considered in a STEEPLE analysis
	Political
	Tax policy; political stability; trade restrictions and reform; environmental regulations; tariffs

	Economic
	Interest and exchange; inflammation and wage rates; national minimum wage expectations; unemployment (local and national); working hours; credit availability; economic growth/decline; cost of living

	Sociological
	Health consciousness; growth in population rates; age distribution; cultural norms and expectations; career attitudes; health and safety

	Technological
	New technologies are continually emerging i.e. robotics and artificial intelligence; rate of change itself is increasing impacting on service needs/ supply and demand

	Legal
	Legislation changes impacting on employment; access to materials; quotas; resources; imports/exports; taxation

	Environmental 
	Environment sustainability/ increase in global warming and sustainable resources; ethical sourcing both locally and nationally; supply chain intelligence; pandemics and other emergencies

	Ethical
	Ethical factors involve duties; morality; integrit; behaviour; good and bad for company; employees and society as a whole



Source: CIPD (2020d) 
[bookmark: _Toc60937438][bookmark: _Toc60938251]2.3. Covid-19 Impact on NPTCBC Employee Relations

In light of recent events affecting organisations globally, a STEEPLE analysis have been undertaken for NPTCBC (appendix 1). Historically, NPTCBC have operated in a ‘placid’ environment (Kew & Stredwick, 2008) with the assumption that the future will reflect the past, characterised by rigidity (Clegg, et al., 2008). However, recent changes in the external environment such as the global pandemic have seen a major shift in how NPTCBC operates and created a degree of uncertainty (Rutter, 2020). Neath Port Talbot have seen the highest weekly Covid-19 case rates in Wales at 61.7 per 100,000 population (BBC News, 2020a). In addition, the sudden technological advancements, social attitudes, new behaviours and political leadership crated times of austerity that have displayed a business environment of VUCA (Bennett & G. James Lemoine, 2014). In March, NPTCBC responded to the government’s strategy by implementing service changes. Parks, halls and community centres, theatres and youth clubs including schools were closed. Employees were ordered who have access to work from home, to do so imminently (Neath Port Talbot County Borough Council, 2020d). Since the initial outbreak, the authority have worried about the long term sustainability and fear of employee burnout/ ‘pandemic fatigue’ (McKinsey & Company, 2020a). CIPD (2020e) explain a positive ER climate and high levels of employee engagement have the potential to lead to enhance business outcomes, better health and wellbeing. Successful employee engagement strategies will make use of good people management and learning development practices, focusing on employee motivation and wellbeing, helping employees understand their contribution to the overall business objectives, purpose and culture leading to an engaged and motivated workforce (CIPD, 2019b). As Covid-19 is a complex problem in a complex system, as it is maturing, uncertainties continue to multiply for individuals and for policy makers with science depicted as the methodical and painstaking search for truth and good policy making as the translation of those evidence based truths into action (Rutter, 2020).

The increase in remote working becoming the norm and more priority on employee mental health and compassionate leadership (Mental Health Foundation, 2020; PH.D Robinson, 2020).The pandemic have seen a significant increase in mental health across many groups than previous years. 69% of adults report feeling somewhat or very worries about the effect Covid-19 is having on their life with mental health disorders accounting for almost a quarter of the total burden of ill health in the UK. It is found that self-isolation, job and financial losses, housing insecurity and quality, working in front-line services and the reduce of mental health services have contributed (Marshall, et al., 2020). More than double of agile working/ home working have brought challenges, including miscommunication and less compassion. People Management Magazine (2021) predict it is unlikely we’ll go back to office based five days a week working. Hodder (2020) explains work intensification and increased managerial control dominates the findings of existing research with labour process focusing on those in ‘traditional’ workplaces outside of the home displaying a digital divide between small and large retailers and less fortunate countries (World Economic Forum, 2020). Bain & Baldry (1995) evidenced physical working environment can negatively impact on health and safety of workers. However, media insight into boohoo.com have reported employees are being forced to come into work while displaying symptoms of Covid-19 (ACAS, 2020; BBC News, 2020b; CIPD, 2020f; GOV, 2020). The media have reported economic and financial difficulties during the pandemic for businesses, the government introduced emergency legislation, The Coronavirus Act 2020 with conjunction of CJRS to help the country cope with demands of covid-19 (CIPD, 2021; Legislation.gov.uk, 2020). As a result, the nation’s GDP surprisingly grew by 2.1% in August 2020 as lockdown measures eased with support of the ‘Eat Out to Help Out’ scheme (ONS, 2020). However, figures fall as the UK entered into the second wave of Covid-19. ONS (2020) reported the UK’s redundancy rate to hit an increasing high, twice the amount seen in the 2007 financial crisis with the UK unemployment rate rising to 4.8% (McQuaid, 2020; Strauss, 2020). 

[bookmark: _Toc60937439][bookmark: _Toc60938252]2.4. Best Practice Guidance of ER 

Pfeffer (1998) inspired a considerable interest in the concept of 'best practice' in HRM. Marchington and Grugulis (2000) question whether the practices typically assumed to be 'good' are actually beneficial to workers. The pandemic have seen many business changes that have been debatable. There have been significant media coverage around how business have responded during Covid-19. Bird, the electrical scooter company, once considered the fastest start-up ever to reach $1 billion valuation in 2018, layed-off 406 employees (30% of its workforce) through a vague invitation to a zoom call lasting 120 seconds without reasonable explanation. Bird received backlash for its lack in support and unethical choices (Morree, 2020). Retail giants declaring administration, such as Harvey Nichols, Topshop, Peacocks, Go Outdoors, Debenhams and many more (Business Live, 2020). In contrast, many businesses have adapted considerably in response to the pandemic. Timpsons announced that they would close 2,150 of its stores but will continue to pay its employees with full pay (Daily Mail, 2020). Twitter offered all employees to work from home permanently (HR News, 2020). The NHS showing compassionate leadership and using solidarity to get them through the global crisis (NHS, 2020). During difficult times, leadership illustrate their true colours and certainly through the Covid-19 crisis, many CEO’s have stood out by going beyond looking after their workforce. Prioritising physical and mental health by offering communication and flexible working, including initiatives to keep employees engaged, connected and motivated (CIPD, 2020g; HR Review, 2020). Glassdoor created a list of the highest-rated CEO’s during Covid-19, using feedback from employees left on its platform. The results found that factors relating to specific leadership skills during Covid-19, including how CEO’s prioritise work-life balance, and overall care of its employees wellbeing, flexible and remove working policies, health benefits and whether they maintained clear communication (Connley, 2020). CIPD suggest “communication with your employees is key. Keeping people informed of what your business is doing, whether it be good or bad news for individuals, will help them to make their own decisions and give them some degree of security in very uncertain times” (Rutter, 2020). Employees who know they are supported and valued by their employer, and show they continue to prioritise employees health and safety, will be pivotal to their wellbeing (CIPD, 2021).

[bookmark: _Toc60937440][bookmark: _Toc60938253]2.5. Literature Review Conclusion  

Engaging with employees through leading best practice ER during Covid-19 for NPTCBC will project a happy and productive workforce. Considering employee motivations, job satisfaction and employee expectations by implementing a transparent ER policy and sharing it throughout the organisation to gather employee voice. Deloitte best practice workforce strategies for a post-Covid-19 recovery phase will be best orchestrated through five critical actions; reflect, recommit, re-engage, rethink, and reboot. Deloitte believe these actions can help organisations to bridge the crisis response to the new normal by laying the foundation to thrive in the aftermath of the crisis (Deloitte, 2020).

[bookmark: _Toc60937441][bookmark: _Toc60938254]3. Findings 

A SWOT analysis is key to determine and develop an organisations strategy for success and is used as a planning tool to understand key factors in an organisation (CIPD, 2020i). The subject for analysis is the impact Covid-19 on NPTCBC’s ER detailed in appendix 2. ER is about developing and maintaining a positive working relationship between an organisation and its people (CIPD, 2020j), and “employee engagement is about creating the right conditions in which employees of an organisation have the capability and potential to give their best each day” (Hirtle, 2016). 

The start of the pandemic saw a major shift in services the authority provides, including services that are no longer in operation impacting on employee engagement, achieving business outcomes and impacting employee’s wellbeing and uncertainty going forward. The global pandemic have shown that reflection on custom and practice actions to inform future decisions were not enough to survive in today’s climate (Stacey, 2004). Appendix 2 identified strengths, weaknesses, opportunities and threats that face NPTCBC. Strengths included political stability from Welsh Government, customer service, sustainability and business transformation including an increase in technological advantages and AI through ‘do it online’ processes. Leadership support, and wellbeing of its employees were the main emphasis and considered best practice techniques that included communication to maintain a good relationships, a productive workforce, maintain motivation, employee wellbeing and job satisfaction throughout. With closure of services, redeployment of staff were sought in order to avoid furlough and aid employee wellbeing and financial implications, displaying that NPTCBC’s workforce was agile and flexible. However, employees were restricted, and evidence suggested NPTCBC lacked some aspects of the employee relationship. Structurally NPTCBC’s HR Team were well integrated to the authority’s objectives and were well-resourced to combat the impact of the pandemic, displaying an ambitious HR strategy and evidencing a strong employee relationship. Whilst some of NPTCBC’s workforce responded with exceptional redeployment and provided optimism to its leaders the authority would be able to maintain sustainable post Covid-19, whilst services and service delivery can be reviewed. However, in some area of the authority resistance from staff and increase absence rates evidencing lack of employee engagement and trust-based culture between NPTCBC and its employees which raised the query were NPTCBC as a authority and its leaders communicating changes caused by the macro and micro environment or were it due to lack of ER activities. To evidence, NPTCBC’s reported its absence rates increased from 5.7 average days absence in 2018/2019 to 12.3 average days absence 2020/2021, with an increase in more long term absence (Neath Port Talbot County Borough Council, 2021).

Covid-19 will bring opportunities to shape the authorities strategic position direction and allow the opportunity to review policies and practices potentially to become more meaningful, enabling the authority to provide a new robust public service with the assistance of increase collaboration through technological advantages, AI and possible outsourcing activities. Post pandemic predictions will see new behavioural variations of workers, new skills and ways of working including remote attendance to widen public engagement and demographic participation. However, thought should be given whether these opportunities could cause financial implications to NPTCBC and impacts on services and the surrounding environment.

The weaknesses impacting NPTCBC are mainly based around uncertainty. Uncertainty is the biggest factor impacting NPTCBC and business’s globally in terms of the employment relationship (Rutter, 2020). Employee communication can aid the employee relationship by displaying commitment to its workforce and employee engagement in return (CIPD, 2020k). NPTCBC’s pluralist structure incorporates employee voice in its practices and in response, NPTCBC have implemented measures to protect is workforce to ensure continuity and preserve engagement and mental wellbeing as predicted by Yantis, creating a new ideology of the future post pandemic. Guiding the employee relationship through uncertainty requires high level of engagement / engaging for success strategies, positive ER climate and effective leadership (CIPD, 2020e; McKinsey & Company, 2020b). Therefore, it is key to have a strategic plan and agenda in place to remain resilient. Weaknesses also identified over-commitment to tasks and not clearly prioritising workloads that will impact on outcome quality, strategic attention, service delivery and resilience, fearing employee burnout or ‘pandemic fatigue’ (McKinsey & Company, 2020a). In terms of redeployment of staff, challenges faced by NPTCBC are employees in community based roles with no IT capabilities could be impacted with the increase in remove working and limited redeployment opportunities and lack of engagement and trust leading to increase in employee health and wellbeing (PersonnelToday, 2020). To note, during the pandemic, NPTCBC have seen a significant increase in mental health and absence rates amongst employees, displaying significant conflict and employee engagement in the employment relationship, including an increase in absence management activities conducted by HR professionals. NPTCBC have responded in providing its employees with wellbeing and support programmes and focusing on communication throughout although, this information is only useful when employees decide to access. 

Threats identified budget implications that will limit what the authority can achieve over time and show little or no development in employee engagement to tackle uncertainty. Uncertainty post Covid-19 around local social capital, economy, forced policy by central government including government restrictions and pace of change which have caused resistance among employees because they are used to how things were (Grensing-Pophal, 2020). Post Covid-19 recovery include decisions that will impact significantly on the organisation’s sustainability. During a time of home working, employees could encourage old ways of working and practices or forced local government reorganisations. 

[bookmark: _Toc60937442][bookmark: _Toc60938255]4. Conclusions 

NPTCBC have responded with strategies to support decrease the impact on service delivery and the employee relationship whilst continuing to maintain its borough. NPTCBC have not applied the furlough scheme but have created services to support the community and driving uncertainty through employee engagement with new services, evidencing somewhat successful employee engagement strategies and vigorous people management practices, focusing on purpose and culture, employee motivation and wellbeing (CIPD, 2019b). Redeployment opportunities came available to avoid further financial burdens on NPTCBC and to reduce redundancies (Neath Port Talbot County Borough Council, 2020e).  A brief of services created are NPT Safe and Well Service, where food parcel deliveries to shielding and vulnerable residents. NPT Track, Trace and Protect Service linked with NHS Wales, government guidance signs throughout its borough, increase in technological advantages such as working from home and ‘do it online’ processes and many more (Neath Port Talbot Council, 2020). Research predicts workforces will continue to work from home post-pandemic and therefore, it is critical that NPTCBC adopts techniques that will support both remote and non-remote workers with leadership visibility applying adopted strategies. However, more emphasis on engagement strategies, people management practices, trust-based culture, employee motivation and wellbeing are required to limit the resistance from some staff who are uncertain of changes impacting the authority and their roles and what steps NPTCBC are taking to combat change.
Recent events have shown a major shift in ER and how NPTCBC have operated previously to how it operates currently in response to Covid-19. NPTCBC’s main emphasis is to maintain its pluralistic structure and to enhance a trust-based culture surrounding post-pandemic recovery in the epistemic stations involving unknown information surrounding predictions of future events, and clear and concise communication channels with increase on leadership communication and compassion to physical measures NPTCBC have taken. It is clear that these topics have been a common theme in this report followed by engagement and employee wellbeing. Evidence suggests that burnout / pandemic fatigue including increase in mental health and absence are a large factor impacting NPTCBC’s objectives and service delivery (McKinsey & Company, 2020a). Evidence points out that increasing employee engagement affects retention, increases productivity and have a key link to customer and employee satisfaction, achievement of company objectives and organisations reputation (Loerzel, 2019). 
It is important that NPTCBC adopts clear communication channels throughout its workforce and stakeholders to create a positive employee relationship climate and continue to contribute to employee engagement to enhance NPTCBC’s wellbeing, meet business objectives and create a better healthy, happy and committed workforce with increase compassion and understanding through best practice techniques touching upon Deloitte’s workforce strategy of five critical actions to take post-covid-19 to support work, workforce and workplace dimensions (CIPD, 2019b; Deloitte, 2020).

[bookmark: _Toc60937443][bookmark: _Toc60938256]5. Recommendations

Following the conclusions, recommendations are made to improve ER practices. The recommendations aim to improve employee health and wellbeing, whilst ensuring NPTCBC is future-fit post pandemic by focusing on an employee engagement strategy aimed to increasing employee commitment, engagement, and creating a trust-based culture throughout. As evidenced in this report, research shows that a productive and engaged workforce can lead to the achievement of the authority’s objectives and service delivery. The following recommendations will have an impact on the overall organisational culture to minimise uncertainty on service changes and updates during the global pandemic and post pandemic recovery to ensure NPTCBC is future fit and sustainable. As evidenced in the findings and conclusion, uncertainty is the main factor facing NPTCBC. Recommendations aim to improve the communication between employees and employer relationship to minimise uncertainty. The recommendations will also allow employee voice and to attain a pluralistic culture, whilst improving employee’s mental health and decreasing absence rates. Further details on recommendations below are explained in action plan in appendix 3. 

· Communication strategy to improving channels between employees and employer through management support linked to service changes and service delivery
· Clear organisations updates through intranet channels and employee weekly news bulletins to promote engagement and to minimise uncertainty
· Clear feedback channels to provide employee voice and increase engagement to minimise uncertainty amongst employees
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Appendices 

[bookmark: _Toc6321798]Appendix 1 – STEEPLE Analysis on factors affecting ER during Covid-19

	Area
	Factors
	How it affects ER


	S – Social
	Cultural norms and expectations; health consciousness; population growth rates; age distribution; career attitudes; health and safety
	With the worldwide outbreak of covid-19, it is evident that this is likely to cause panic among employees within the authority and in addition, the borough we operate.  

Employees who do not have capacity to work from home to self-isolate due to health risks. In addition, the increase in remote working can cause communication difficulties in organisations. Additionally, employees feeling along during a period of working from home and encouragement on employee wellbeing to be considered. 

Borough: Government guidelines to the implemented such as social distancing regulations and the implementation of face covering guidance. Safety of staff and pupils within schools.  
Age consideration, Neath Port Talbot Borough is an older generational region which can cause more fatalities in covid-19 exposure.  

	T – Technological
	New technologies are continually emerging (for example, in the fields of robotics and artificial intelligence), and the rate of change itself is increasing. How will this affect the organisation’s products or services? 
	Covid-19 have brought many advances in technology, such as scientific research into a vaccine. However, there have been more agile working with employees working from home and more flexible working arrangements. More services have been automated with the emphasis for “do it online” services/ self-services. 

	E – Economic
	Economic growth/decline; interest, exchange, inflation and wage rates; minimum wage; working hours; unemployment (local and national); credit availability; cost of living
	Economic consequences as a result of covid-19 outbreak can be poor marker performance, trade between different counties and lack of workers with more individuals falling ill as a result of the virus resulting in a reduced economic output. Whilst NPTCBC have seen a decline in the economy, it has not directly impacted the authority as we have been able to redeploy staff to new services implemented to tackle and support the NHS i.e. track, trace and protect service.

	E – Environmental
	Global warming and the increased need to switch to sustainable resources; ethical sourcing (both locally and nationally), including supply chain intelligence. Pandemics and other emergencies. 
	Increase in a sustainable organisation with an increase in employees working from home. Less emotions with employees traveling to and from work.

	P – Political
	Tax policy; environmental regulations; trade restrictions and reform; tariffs; political stability 
	Changes in trade linked to supply chins although not directly affected by NPTCBC. Government guidance that can impact on how services are provided throughout the authority and further guidance that NPTCBC need to elaborate and act upon through its borough such as closures of restaurants, bars, leisure facilities, fines for business’s not following government guidance and enforcement notices.  

	L – Legal
	Changes to legislation impacting employment, access to materials, quotas, resources, imports/exports, and taxation 
	Government guidance such as social distancing measures that need to be monitored to businesses throughout the borough and other regulations implemented from the government.  Change in employment contracts with a major shift with employees working from home.

	E – Ethical
	Ethical factors involve duties, morality, integrity, behaviour, what is good and bad for company, employees and society as a whole.
	Consideration has been given to employees who have other commitments at home who are unable to commit fully to working from home i.e. disadvantage to woman with childcare and others. More emphasis on communication to employees to continue accurate behaviour, maintain positive employee ethos and cascade this out to the borough. 

















Appendix 2 – SWOT Analysis 
	
	Helpful
	Harmful

	H
A
R
M
F
U
L
	Strengths – 
· Relative political stability of administration and recent period of visible cross services working.
· Review of existing organisation and change programme to build upon scrutiny, including budget review; customer services review; sustainability plans; and business transformation.
· Increase in technology and AI including home working, improving IT capacity and remote meeting attendance via Microsoft Teams.
· Existing wellbeing programme for staff.
· Good relationship of communication between unions, staff and members.
· Emergency redeployment of staff in response to Covid-19, demonstrating flexibility and agility of staff. 
· Integrated, well-resourced and practice HR Team following up to date and ambitious HR strategy.

	Weaknesses -
· Overcommitting and not clearly prioritising with the effect of reducing outcome quality; strategic attention; timeliness of service delivery and organisation resilience.
· Uncertainty over pre-covid strategic agendas.
· Increase in mental health and uncertainty post pandemic
· Increase in absences relating to the pandemic/ post pandemic
· Increase use in IT can determine staff capabilities.


	H
E
L
P
F
U
L
	Opportunities -
· Agile working with increase in flexible working. Reviewing fundamental services and make sufficient changes to service delivery. 
· Shaping the council’s strategic position and direction. Reviewing processes and practices. Review day to day operation of the council.
· Providing a meaningful public conversation and engagement. 
· Opportunities to look at other models of service delivery and ways of working to include collaboration, technologies and outsourcing. 
· Behavioural change of staff due to Covid19 lockdown means new skills and ways of working have been established.
· Remote attendance potentially widens opportunities for democratic participation and public engagement 

	Threats –
· Budget implications.
· Uncertainty about effect post pandemic on local social capital and economy.
· Forced policy change by central government. 
· Uncertainty of government restrictions and pace of change.
· Some staff resistant to change in working practices during post covid-19 recovery. 
· Release of lockdown might encourage old ways of working to be established.
· Decisions which significantly support the climate change, ambitions may be more costly than decisions with more limited climate change impacts.
· Forced local government reorganisation

















Appendix 3 – Action Plan 
	Action Step
	Responsible/ Owners 
	Start Date
	Due Date
	Resources
	Cost
	Possible limitations
	Required Outcome

	Communication strategy to improving channels between employees and employer through management support linked to service changes and service delivery

	Human Resources, Line Managers 
	January 2021
	To be reviewer in 3 months and compare against absence figures and review progress achieved
	Human Resource Professionals and line mangers as champion
	Time of Human resource professionals and time of line manager and employee engagement
	Non compliance of managers and lack of input from employees to engage
	Creating a relationship-based ER with more emphasises on line managers promoting trust-based relationships, creating positive climates, employee involvement, commitment and engagement. Decline in trade union involvement as representation of employee voice (CIPD, 2020b) (CIPD, 2019a) (Marchington, et al., 2016).

	Clear organisations updates through intranet channels and employee weekly news bulletins to promote engagement to minimise uncertainty
	Human Resources, IT Support, Managers and Leaders
	January 2021
	3 month review 
	IT support, intranet functions, IT facilities, update page on employee news bulletin
	Human input, cost of time of IT and leaders to cascade to staff. Cost of time for staff to include in weekly news bulletin update
	IT difficulties, employee’s time, managers consent and input 
	Clear and concise communication channels on changes and development. Reduce uncertainty and develop a trust-based, engaged culture

	Clear feedback channels to provide employee voice and increase engagement to minimise uncertainty amongst employees
	Human resource, line manager input on implications suggestions could have on service delivery. IT to devise a questionnaire/ employee suggestion page on the intranet and linked to employee news bulletin. Communications and digital input department to be main responses to provide to human resources department. 
	January 2021
	Review every month by Human resource professionals and consult with mangers if suggestions are suitable via teams online communication platform
	IT support, intranet functions; Line manager and human resource management input; time to review suggestions and meet via teams online communication platform
	Human input, cost of time of IT and line managers. Cost of time for staff to review bulletin and comment with suggestions on improvement
	Non-compliance of managers and lack of input from employees to engage. Although unlikely due to line managers having access to work from home, Possible IT issues to link into teams meetings and other work priorities may take place during the working day.
	Decline in trade union involvement as representation of employee voice. Change in culture to become more trust based, engaged and motivated. Decrease uncertainty post pandemic. 
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