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[bookmark: _Toc60996291]EXECUTIVE SUMMARY 

The arena of employment relations continues to change over time and so do the forms of work and balance of power. Due to the increase of job instability due to the current recession and economic climate, there is the potential for an imbalance of power in favour of employers. In this report we review the factors that influence the employee relationship such as the systems, structures, Macrofactors and organisational culture all within the arena of the Covid-19 pandemic.

Reactive measures by the UK Conservative government, for example, placing the country into lockdown and closing numerous buinesses has had a tremendous impact on the workplace. The pandemic shifted the working landscape to a new world of  homeworking, remote management of teams and the automation of many services. Covid-19 has had a substantial impact on BAME individuals, female workers and those in precarious front line work. The statement made by the UK Government during the pandemic that , ‘Coronavirus is a great leveler’ (Reuters, 2020) was a widely contested statement.  The report  will look at gender, the employment relationship, ethincity and staff health and wellbeing and HDUHB’s reaction to the pandemic. 
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A leader is a dealer in hope. —Napoleon Bonaparte
[image: ]










































                           

CONTENTS


EXECUTIVE SUMMARY	2
CONTENTS	4
LIST OF ABBREVIATIONS	5
INTRODUCTION	6
The Organisation	6
The COVID-19 Pandemic	7
The History of Employment Relations	7
LITERATURE REVIEW	9
Role of Line Managers in ER	9
Trade Unions	11
Macro Factors	11
FINDINGS	18
SWOT	18
Line Manager Support in ER	19
Health, Safety and Wellbeing	21
BAME staff and the impact of Covid-19	23
Conflict Management	24
CONCLUSION	26
RECOMMENDATIONS	27
REFERENCES	28
BIBLIOGRAPHY	32
APPENDIX	35
Appendix 1	35
Appendix 2	36
Appendix 3	38
Appendix 4	38
Appendix 5	39
Appendix 6	40


`




Impact of Covid-19 | 6
Managing Employment Relations in the Context of HDUHB| 10
[image: ]
[bookmark: _Toc60996293]                     LIST OF ABBREVIATIONS

WERS – Workplace Employee Relations Study 

ONS – Office of National Statistics

HDUHB – Hywel Dda University Health board 

TUC – Trade Union Congress

BAME – Black, Asian and Minority Ethnic

SME – Small to Medium Enterprise 

NHS – National Health Service 

TU – Trade Union 

ER – Employment Relations 































[image: ]
[bookmark: _Toc60996294]INTRODUCTION

[bookmark: _Toc60996295]The Organisation 

HDUHB is a Public Sector NHS Healthcare provider which employs 11,006 staff (Appendix 1). The organisation is spread geographically across Pembrokeshire, Carmarthenshire and Ceredigion and provides health care services to approximately 384,000 people (Hywel Dda Univeristy Healthboard , 2020)

The organisation recognises TUs, and they are actively involved in collective agreements and bargaining. There is TU consultation on policies and changes at a local level within the Health board and at a wider NHS Wales level. An example of this was seen when, TUs were involved in the collective framework agreement regarding national changes to NHS pay terms in Wales in 2018 (NHS Confed, 2020). This has been beneficial in terms of support for employee voice and ensuring fair pay. However, it can mean that processes can take longer due to the levels of beuracracy during the consultation processes. 

HDUHB is Government funded and is currently is in a £31.8m deficit (HDUHB, 2020). 

Structurally, the organisation can be viewed as having a tall structure, with many levels of top- down management. There are many processes and procedures that need to be followed and many levels of accountability. (Kings Fund, 2017).
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Figure 1. The Covid Pandemic Timeline 

Sources: (WHO, 2020), (Gov.co.uk, 2020), (Welsh Gov, 2020) [image: ]
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ER in its broadest terms is the relationship between the employee and the employer in terms of a financial or economic labour for pay dynamic (CIPD, 2020). Of this employment relationship there are usually three actors involved in this relationship, those being the state (or government), the employee (and their TU Representatives) and the employer (or managers) (Bennett et al, 2020). These agents all have a role to pay in bargaining, influencing and consulting. 

Through history, there has been a rotation in the power dynamic between these agents. The UK Labour Market has moved from agriculture and cottage industries, to industrialisation (Purcell, Hall, 2012) where actions such as the Chartist Movement, sought to redress the political and industrial in equalities between the working man, the state and employer (Britannica, 2020). This is polarised against the modern landscape of Employee Relations in HDUHB, where there is a close relationship between TUs and frequent, supported consultation on issues, as explored previously.  

Although there has been a decline in union representation over time in the Private Sector (WERS, 2011), this is not reflected in Public Sector workplaces. The Public sector accounts for the majority of all workplaces that recognise unions (52%). There has also been a dramatic reduction in labour disputes in the UK, with 273,000 days lost in 2018  which is the sixth lowest total since 1891. (CIPD, 2020). This can be seen as a reflection in the decline of union membership but also better TU relationships.

Notable changes that have also shaped the landscape of ER is the  movement towards, globalisation and world markets, Brexit and the rise of the gig economy. (Forbes Magazine, 2016)
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[bookmark: _Toc60996299]Role of Line Managers in ER

The main role of the line manager in the employment relationship is fundamental in supporting the day-to-day management of employees and their wellbeing, performance and management of conflict. (CIPD, 2020)

According to some theories, in terms of interests, managers in Private SME’s tend to share the views of the organisation and sometimes large private organisations can have the management of ER dictated by the external shareholders. This differs again from managers in Government Organisations such as the Public Sector, such as HDUHB, which usually tend to be driven by ‘best practice’ methods when it comes to ER. This is due to the focus being taken away from financial gain and more driven towards the delivery of public services (Bennett et al, 2020). However, it is important to consider that this theory insinuates that there are not the same financial pressures on Public Sector as there are in the Private Sector. HDUHB is in a deficit, so cost saving measures will will be of a high importance and potentially impact how ER is focused in the organisation. 

In most organisations, line managers are a lot more involved in the day-to-day management of ER than they once were (Colvin, 2014) .Over time there has been a move from transactional and administrative lead Human Resources and more strategic standpoint.  Theories summarise that HR should be encouraging the benefits of positive people management and the role it can play in supporting employee voice and performance (Wilkinson, 2016). Considering this, it is vital that managers provide positive engagement, outlined in Figure 2 below, to ensure that there is a reduction in conflict and fundamentally an increase in organisational performance. In HDUHB, ongoing training has been provided by HR to managers on Leadership and Coaching to help enhance these skills. Although the above theory suggests that all Line Managers are now heavily involved in ER issues, organisations such as HDUHB have a team of HR Advisors who predominately work on ER issues and supporting managers with conflict.





Figure 2. Top 3 Behaviours of Engaging Managers in order of importance 



Source: (Robinson and Hayday, 2009)

Due to the Covid-19 pandemic there have been new challenges faced by line managers in the workplace such as leading teams that may be remote homeworking. (Guardian, 2020). Managers must adapt to new methods of online communication to support employee engagement in the workplace.  These changes have been prevalent in the HDUHB in terms of the movement to more online and homeworking by administrative and managerial staff, which was not commonly done pre-pandemic. 
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In terms of a theoretcial frame work organisation’s such as HDUHB can be viewed as having Pluralist perspective (Fox, 1974) where a conflict of interests are accepted as a normal part of the employment relationship and TU involvement is an important part of striking a balance of power between employers and employees. 

Statistically, there has been a fall in TU membership. TUs promote the benefits of joining to counteract this, for example; the TUC mention that those who join a union will have the benefit of paid legal support and better outcomes in terms of pay (TUC, 2020). 

Employee Voice can still take the form of non-union representation such as employee forums or in the example of attendance to formal hearings such as disciplinaries and grievances, where legally an employee has the right to be accompanied (ACAS, 2020), a work colleague can attend in place of this. In examples such as these, it is less likely that non-union representatives will be involved in traditional collective bargaining seen historically as the predominant role of the TUs, such as terms and conditions and pay. (Bennett et al, 2020). It is also important to consider that although non-union representatives may offer support in formal hearings, there is a chance that they will not have the same training as TU reps and may be less aware of processes and policies which could impact the level of support they provide for employees. 

If this is taken into consideration it is important to review that the future of TUs may have a significant role in the gig economy, which is another growing labour market and presents its own issues in the current employee relations climate. (FT, 2020)

In terms of impact on HDUHB, as a public sector organisation, there is a long and well established culture of TU involvement and support. During the pandemic, this has been vital in ensuring that issues surrounding PPE and H&S concerns have been raised and dealt with quickly. 

[bookmark: _Toc60996301]Macro Factors 

According to the CIPD, (2020) a PESTLE analysis looks at 6 major factors that act as external influences on an organisation. These factors can be seen in the below table;




Figure 3. PESTLE Analysis

	 
	External Factors to Consider 

	Political: 
	Political Influence and restrictions (trade etc.) 

	Economic: 
	Wages, Growth/decline in the economy,

	Sociological: 
	Health and Safety, cultural expectations, health and wellbeing 

	Technological: 
	Influence and changes in technology (i.e., Introduction of A.I.)  

	Legal: 
	Changes in Law   

	Environmental: 
	Pandemics and other emergencies, climate change. 



Source: (Chartered Institute of Personnel Development, 2020)

In terms of a PESTLE analysis relating to HDUHB more detail can be reviewed in Appendix 2. 

Currently, the UK is governed by a Conservative Government. During the pandemic the government has implemented the Coronavirus Job Retention Scheme, which includes the option to Furlough eligible staff. The scheme pays 80% of wages up to £2,500 per month (ACAS, 2020). 
The scheme was introduced to provide financial support to industries and prevent redundancies during the lockdown. The current government is theoretically exercising, ‘Corporatism’ ,where the state intervenes heavily in the Labour Market and social support rather than ‘Liberalism’ where company tax is reduced and the deregulation of the economy is introduced (Dribben et al, 2011). This can be seen as going against the grain of a traditional Conservative ideology seen in the Thatcher Government era, where cutting public expenditure was seen as a positive step towards reducing unemployment and slowing down inflation. (Bennett et al, 2020). 

The Government previously agreed in their Manefesto to provide an increase of spending by £34bn a year in 2019 (Government, 2019). However, since the pandemic, investments into the economy have included, £73 bn for the furlough sceme, £127 bn for NHS (which HDUHB has benefited from)  and other public services and £66bn spent on grants and loans for businesses (OBR, 2020) This has lead to an increase in jobs and recruitment in the NHS, to help support with patient care during the pandemic and subsiquently the revenue provided to construction firms and other businesses during the creation of the field hospitals. In the interim, these measures are protecting and even creating jobs where other organisations are facing closure.

This scheme can be seen as a positive step towards supporting employee relations, however, there have been examples of poor practice during the pandemic. Following the UK wide lockdown on March 26th 2020, when many businesses were forced to close,  JD Weatherspoon’s, told their 43,000 staff to look for jobs in ‘Tesco’ and that staff would no longer be paid until Furlough was available.  (Guardian, 2020). Staff and TUs were unhappy with the announcement, due to its financial implications on staff and it can be seen as having a negative impact on employee engagement and motivation. This contrasts with HDUHB, where the organization agreed to pay staff full occupational sick pay during the pandemic if the sickness was related to Covid-19.

There have also been examples of good practice when it comes to ER and the support provided to staff. For example, during lockdown, Timpson’s announced that they were spending  £500,000 a week to top up staff wages to ensure they were receiving 100% during Furlough (Scotsman, 2020). Practices such as these shine a spotlight on the importance of providing this support during difficult times and the impact of these practices will no doubt have a positive effect on engagement, motivation and trust when employees return to the workplace. 

However, some companies are now having to weigh up either cutting hours to save money or fundamentally making staff redundant. Redundancy meaning that an employee’s dismissal is related to the cessation or intended cessation of business, place of business and/or the expected diminish of work carried out by employees. (Lewis and Sargeant, 2017). Examples such as Cineworld who will potentially cut 5,500 jobs due to studios delaying film releases and having to close theatres (Business Live, 2020).

With unemployment at 4.5% (ONS, 2020) and the uncertanty around trade due to Brexit and global trade negotiations, could cost the UK up to £15 Billion over a decade (Independent, 2020), there is a high chance there will be ongoing financial effects of Covid-19 well  the future. At uncertain times like this, there is a high chance that job and economic instability is going to undermine the employment relationship, with a decrease in productivy and motivation from staff.

Although HDUHB may have  benefitted from the governement funding, it is important to take into account that after high public spending the government may seek to recoup some of these costs as seen in the austerity measures in 2010 (Economic Outlook, 2010). Cuts in Public spending could lead to a reduction in services available for staff such as wellbeing and benefits, which would impact the employment relationship. In the long term this may also lead to redundancies or pay freezes. 

Developments in technology during the pandemic have had a huge impact on the ER landscape. The increased movement towards homeworking has lead to physical meetings moving  online with companies such as Zoom, an online meeting platform, reporting a 485% increase in sales (BBC, 2020) compared to October 2019. 

This has been seen also, in HDUHB with those in management and administration roles utilising new technology and movining to homeworking with front line clinical staff remaining in the workplace. Differences such as these can lead to inequaliity in the workplace.  

Those who can homework, have more flexiblity in terms of caring responsibilities, lack of commute and reduction in travel costs having improvement in their motvation and wellbeing. These benefits would not be felt by those  who have to remain in the workplace. 

However, if the findings from (Gallup, 2020) are obsevered staff working remotely feel more loneliness and boredom than their on-site counterparts. See Appendix 6.  It can be noted that although there are some positives of homebased working, overall there has been a negative impact on some aspects of mental health wellbeing for those who work remotely.

Equality, Diversity and Inclusion  

In terms of definition; 
· Equality, ensuring that equal oppertunities are provided to all, 
· diversity, acknoweldging differences in the workplace 
· inclusion, ensuring that everyone regardless of their differences feels included in the working environment and are able to feel supported in their work. (CIPD, 2020)
Under the Equality Act 2010  there are 9 protected characteristics that gives employees protection against discrimination, these can be seen below; 


Figure 4 : The 9 Protected Characteristics of the Equality Act 2010

  

Source: (Lewis and Sargeant, 2017)

The Feminist perspective of ER suggests that historically the study of employee relations was primarily concerned with class rather than the steriotypes in the workplace that were dedicated to gendering employe roles. (Bennett et al, 2020) The theory also suggests that 
TUs were not gender neutral and rather more representitve of male, white employees as a reflection of their TU reps as a whole. Conversly, this isnt the view point of the TUC, where they state on their website that unions actively promote inclusivity for women, LGBT, BAME, older and disabled workers (TUC, 2020).

If these two polarised viewpoints are taken into acount, it can be summerised that ER does now  take a larger focus on gender, for example, the requirement for gender pay reporting implemented in 2017 (ACAS, 2017). However, according to the Kings College London, (2020) women make up large portions of the self-employed and part-time workforce due to the compatibility of such work with caring responsibilities which leaves women vulnerable during the Covid pandemic.  The impact of these additional pressures on women, can have a negative effect on wellbeing due to the increase in stress felt in these situations. Fundementally, employers and line managers, including those in HDUHB, need to be mindful of how situations such as the increase in homeworking may effect certain members of their workforce, certainly when such a high proportion of staff are female (78%). See Appendix 1. 

One of the theories used to explain divisions in pay and in-equality in the work place,  is the Human Capital Theory, which places emphasis on pay is linked to skill and technical ability (CIPD, 2017). However, this theory receives much critisism as it doesn take into account the sociological impact of labour market segreation.

However, when Sociological theories are taken into account there is evidence that division of labour is split into good or bad and male or female or even by race, with a higher value being given to jobs that are stereotypically male ( Bennett et al, 2020). There have been landmark cases in terms of organizations breaching the Equality Act 2010, under the sex equality section, which relates to less favorable treatment based on gender (Legislation.gov.uk, 2010). 

Cases such as Tesco, who were paying warehouse staff more than those on the checkout tills despite the roles being a similar value. The roles of the shop floor workers were mainly occupied by female staff and the distribution centre work taken by men. Cases like these can prove extremely expensive for organisations with costs running up to £4bn in terms of payouts (Personnel Today, 2018).

Concerns about the impact of Covid-19 on individuals from the BAME community have been raised, with 35% of all ITU patients being from BAME backgrounds (Guardian, 2020). In terms of  inequalities the labour market, employment rates are found to be the highest in White (78%) and Indian (78%) groups and lower in other ethnic groups (Pyper, 2020). Employers must be mindful that they would fall foul of the Equality Act 2010 if they fail to offer equal treatment to those who have a protected characteristic.

In terms of impact on HDUHB, it is important to note that there are steps taken in the organisation to mitigate the impact of this. The organisation has transparancy on pay structures and recruitment salaries are reviewed through a strict consultation process. The organisation also has a Equality, Diversity and Inclusion Team.   
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Below are the findings for the organisation; 
[bookmark: _Toc60996303]SWOT 

Figure 5: SWOT Analysis 
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Its is important to take into account the VUCA world model when reviewing how managers have been supported in the organisation.

Figure 6: VUCA World 



Source: (People Management, 2020)

Line Manager support provided by HR can be seen below; 

· Ensuring that leadership programmes and training for mangers continues virtually. Due to the uncertainty during the pandemic, it has been important to recognise the value of good communication and support for staff.

· The organisation created a FAQ’s for managers relating to Covid-19 and managing staff, this included any ER issues that may arise. In these circumstances consistency of advice was important. With legislation changing regularly, for example the introduction of shielding, school closures and travel disruptions it was important for managers to be able to support staff with the correct guidance. 

· A deployment process was created and managed by the HR team, this allowed managers to act quickly in terms of staffing when pressure on services changed. For example, the cessation of scheduled care services and the opening of field hospitals. Deployment was also necessary for staff who had underlying health conditions and had to be moved to non-patient facing roles.

· Introduction of new technology into the organisation in the form of Microsoft Teams. This new platform allowed managers to meet remotely and observe social distancing, it also allowed managers to keep in contact with staff who may be working at home during the pandemic. 

Although there are a lot of positives from this, it may be worth noting that there could have been more done in terms of quicker adaptation of deployment. In terms of figures, 13% of staff that were identified as ‘at risk’ due to underlying health conditions are still waiting for alternative duties due to the need to take them away from patient facing roles. These figures can be seen in more detail in Appendix 5.  

It is also important to consider not only the impact of HR strategy  on leadership functions and organisational performance but also impact it has on employees (Dibben et al, 2011).  These considerations are picked up in the recommendations section of the report.



[bookmark: _Toc60996305]Health, Safety and Wellbeing 


The Health and Safety Act 1974 states that it is employer’s requirement to support the health, safety and welfare of its employees at work (Legislation.gov.uk, 2014). This duty is extended to both mental and physical wellbeing in the workplace and although this is a legal requirement, there is also the practical and financial implication that higher workplace illness means less staff to maintain the service and increased pressure on staff that are present in work. 

In terms of causes of absence the below in Figure 7, over  12 month period during the pandemic, mental health absence can be seen that the biggest cause of absence. HDUHB has seen a notable increase in Mental Health Absence from March 2020 (29%:) to 32% in September 2020. (Internal ESR Report) 

Figure 7: Top 5 Reasons for Absence in HDUHB
[image: ]
Limitations in reporting in HDUHB mean that quantitative data on whether the absence in work-related or not as this is not compulsory when reporting absence in the organisations HR system, ESR. The charity, Mind found that there was a 60% increase in mental health issues during lockdown (Mind, 2020) which supports the findings in HDUHB. This increase in Mental Health Absence can also be seen in the additional pressure on the in-house staff psychological wellbeing team (Appendix 3).

The CIPD, also states mentions that some of the findings during lockdown also point to tiredness, musculoskeletal issues and lack of exercise.  This is also consistent with the above findings that show that musculoskeletal related absence is also a considerable factor in HDUHB absence figures which could also have been exacerbated by the lockdown situation if the above CIPD findings are taken into account. 

Whilst it is important to note that HDUHB is not currently considering making redundancies at present and over 1,500 staff have been recruited in an 8 month period, staff will potentially have partners or family members that may not be in such stable work environments. For example, staff may find themselves in a situation where they are now the only earner in their household.

To support staff with these issues, HDUHB has provides the following support;

· An in-house staff psychological wellbeing team that provides counselling, alongside a staff Psychological Wellbeing Policy to support managers. 
· A Homeworking Guidance Policy to support managers with staff that are homeworking. 
· Access to Silver Cloud EAP scheme 
· Providing support in terms of a financial wellbeing provider, Neyber
· A Health and Safety Policy and Stress Risk Assessment templates for managers 
· Online Managing Attendance at Work training for managers which focuses on wellbeing support and how to lead compassionately.
· Encouraging staff to use the All Wales Covid-19 Risk Assessment Document, this document reviews risk for all staff and assesses risk for those with underlying health conditions and/or are of an at-risk ethnicity (BAME)
· Ensuring that all staff are given PPE and supported with social distancing wherever possible. 

[bookmark: _Toc60996306]BAME staff and the impact of Covid-19
 
During the pandemic there has been a focus on the impact of Covid-19 on staff from BAME backgrounds. According to research conducted during the pandemic, men and women from ethnic minority backgrounds are more than 4 times as likely to die from Covid-19 than their white counterparts (BPS, 2020).

As a result during the pandemic there is an increased focus on how organisations manage risk for staff that are BAME. The All Wales Risk Assessment was introduced in the end of May 2020 and since then HDUHB have been collating data on the number of Risk Assessments that have been completed with BAME staff to ensure that they are adequately supported. 

So far, 341 risk assessments have been completed, which equates to 44% of HDUHB workforce that identifies as BAME. The organisation is  still encouraging managers to submit this information to the HR Department to ensure that the risk assessments are being completed with staff.


Figure 8: BAME Staff and Risk Assessments 
	TOTAL NUMBER OF BAME STAFF IN SERVICE SINCE LAST REPORT (10th July 2020)
	779

	TOTAL NUMBER OF BAME STAFF WHO HAVE BEEN RISK ASSESSED (up until 6th October 2020)
	341

	TOTAL NUMBER OF STAFF THAT DO NOT HAVE THEIR ETHNICITY LISTED ON ESR
	585



In terms of impact on the organisation those staff who score in the high-risk category, must observe strict social distancing in work and therefore cannot work in clinical patient facing roles. Of the 341 staff who had been risk assessed only 5 staff were in this category, with most staff only requiring minor workplace adjustments. For a full report of the figures please see Appendix 4.
This has been vital in supporting with Equality and Diversity and considering the findings a BAME support network has been created alongside other support mechanisms, such as the Equality, Diversity and Inclusion Team who;
“Work closely with the health board’s strategic partnerships Team, engagement and communications Teams to promote, support and co-ordinate the mainstreaming of equality, diversity, inclusion and human rights-based policy and practice across all HDUHB functions and services. We work with all sections of the health board with the aim of creating a positive organisational culture and inclusive environment for staff, service users and the general public” (Healthboard, 2020)
[bookmark: _Toc60996307]Conflict Management 

Mediation being the structured, but albeit, informal method of resolution to workplace disputes can be seen as an alternative to more formal methods such as Grievances or Disciplinaries. (CIPD, 2020) Despite being in the midst of a pandemic it  does not mean that all elements of conflict have disappeared from the workplace. It can also be difficult for line managers to rectify issues informally and quickly due to remote and homeworking during the pandemic ( Personnel Today, 2020). 

Since the beginning of March there have been 51 informal resolutions in HDUHB and 12 Formal Diciplinaries and 8 Greivances (taken from internal ESR report)

In terms of internal policies and support for this, The All-Wales Dignity at Work Policy suggests that mediation is used as a first resort wherever possible.  Several members of the HR teams have been trained on Mediation to support support managers with this. 
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As identified in the SWOT, there are a lot of positives and strengths that can be taken away from the pandemic. The organisation has the support of public funding, despite the ongoing recession and there are well established links with TU’s in terms of communication and support of employee voice.
It is important that in terms of future leadership of the organisation post pandemic, to acknowledge the huge impact that the pandemic has had employee mental health.  If Lucy Adam’s view point from HR Interrupted is taken into consideration its important that we create leaders that can communicate in a ‘human’ way (2017). 

Challenges, such as the support needed to ensure positive Equality, Diversity and Inclusion in the workforce are on-going. In a climate such as the pandemic and Brexit, the importance of staff wellbeing and fundamentally attrition due to uncertainties about the Labour Market is vital. Although there has been a focus on support for BAME staff during the pandemic, it is important to recognise that support may be needed for employees that may be at a considerable disadvantage. This may include those from other protected groups under the Equality Act 2010. (Harvard Business Review, 2020)

Although, new technology has been adopted well in the organisation, on -going training should be provided to ensure that managers and employees a like can work to optimal levels and are equipped to perform well. 
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It is important to acknowledge the role of line managers in the support for employee wellbeing. The  findings show may positive suggestions towards improving awareness in the terms of Health and Safety and mental health wellbeing. It is of key importance that Human Resources practitioners ensure that managers have the training and development needed to practice good health and safety (Bennett et al, 2020).

· Training provided on Mental Health First Aid by an organisation such as Mind. The general cost for this is around £2,500 for up to 16 managers. Priority should be given to managers in areas where mental health absence is highest.
It is also important to acknowledge the importance of all the key stakeholders in the management of Equality and Diversity in the workplace. HR needs to take a front seat in pushing for supportive organisational cultures. Although, HDUHB has taken a focus on support for BAME staff during the pandemic and created a BAME network in light of the pandemic, more can be done in terms of gaining staff feedback and ensuring that policies are lived rather than just adhered to. 

· Encourage managers with internal training to be conscious of unconscious bias and be aware of evidence-based decision making. It is important that managers acknowledge implicit bias and support with peer-to-peer learning and have an influence on organisational culture. (Hood, 2020). It is important that the Equality and Diversity policy is not just a ‘box ticking’ exercise and that managers are supportive of diversity in the workplace. The estimated cost is £295 per delegate (Unconscious Bias Training – Equality and Diversity UK) 

· Using ‘Pulse Surveys’ to gain feedback from employees to ensure that communication is effective and that processes during change management are effective. This may also highlight any issues that may require informal resolution or meditation, to prevent additional conflict in the organisation. These are relatively cost effective in terms of free services such as Survey Monkey. 

· Set up a deployment network for managers and key stakeholders to discuss supply and demand of work. In terms of cost, management time would need to be taken into consideration. 
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(Taken from Internal ESR Reporting System October 2020)


	HDUHB Headcount by Sex

	
	Headcount
	%

	Female
	8,573
	77.89%

	Male
	2,433
	22.11%

	Grand Total
	11,006
	100%



[bookmark: _Appendix_2][bookmark: _Toc60996314]Appendix 2

	 
	External Factors to Consider 
	Impact on HDUHB

	Political: 
	Political Influence and restrictions (trade etc.) 
	Investment of government resources have been high, however there is a chance that over time economic factors may cause a reduction in public spend. 


	Economic: 
	Wages, Growth/decline in the economy,
	Decline in local jobs may lead to increase in applicants for jobs in the health board.

Decline in economy may lead to financial home issues for staff who may have partners who have lost their jobs.

	Sociological: 
	Health and Safety, cultural expectations, health and wellbeing 
	Pressure on services providing PPE which is essential in the healthcare environment 
Additional support is needed to be provided to front line healthcare workers that are at higher risk of contracting COVID-19 e.g., BAME and those with underlying health conditions. 

	Technological: 
	Influence and changes in technology (i.e., Introduction of A.I.)  
	Training now needs to be directed at supporting staff to use new technologies in their jobs. 

New online training platforms need to be reviewed and adopted in the organisation. 

	Legal: 
	Changes in Law   
	Health and Safety Legislation places an obligation to protect employees physical and mental wellbeing. With additional pressures on healthcare this may be difficult. 

Changes to Terms and Conditions may be a topic that arises, with potential changes to location with staff being required to work in field hospitals, testing centres and immunisation centres. 


	Environmental: 
	Pandemics and other emergencies, climate change. 
	The future of the pandemic has far reaching issues on the workplace. 

Long terms health conditions relating to COVID-19 may place additional pressures on the healthcare workforce. 
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At the end of December 2019
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global pandemic on 11
March 2020 by the WHO
(2020).

December
2019

COVID-19 Timeline

March 2020

26th March 2020

wide Lockdown where non
essential businesses are
asked to close. All non
essential travel is also
banned. This is to take the
pressure off the NHS and
reduce the spread of the
virus.

UK Government orders a UK

UK Govemnment announces
Job Retention Scheme and
business closure grants.

July 2020 when the economy
reopens and lockdown is lifted
the Eat out to Help out
Scheme is launched to help
stimulate the economy

April — July
2020

August —
November
2020

Education sector prepares.
students for online learning in
September 2020, with a blend of

students returning to education and

some leaning remotely.

in the different Nations (Wales,
Scotland, England, N.I) to help
reduce the spread.

Rolling Lockdowns are introduced

Up until 27th December 2020
Covid-19 has killed 1.7 Millon
people and infected and over
80 Million world-wide (John
Hopkins University, 2020)

Introduction of Tier systems
across the UK with various
restrictions, such as alcohol
being banned from sale in
pubs and restaurants in
Wales and implementing a
p.m. curfew for the hospitality
sector to curb the spread and
high numbers of Covid-19
cases.

December
2020
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WORKPLAGE: The Emotional State of Remote Workers: It's Complicated

Self-Reported Dally Emotions of Remote and On-Site Employees

Percentage experiencing each emotion "a lot of the day yesterday”

Work on-site Work remotely

% %
Enjoyment 66 64
Worry 45 54
Sadness 2 30
Stress 55 62
Anger 2 23
Happiness 72 70
Boredom 36 38
Loneliness 20 2
Depression 17 19
Anxiety 35 46
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