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Executive summary 
This report looks at the impact of the global COVID-19 pandemic upon the employee relations climate in the NHS and the response from Hywel Dda University Health Board. It defines employment relations, considers the different theories of ER and its history, dating back to the Chartist movement to the present time. The report considers the different roles of the government, trade unions and HR in ER and the impact of the pandemic with a focus on health and wellbeing and BAME workers within the NHS who have been disproportionally affected by the pandemic. Comparisons are made with the previous recession to the pandemic and the response from different organisations. The report looks at the response from Hywel Dda which included improved communication, additional support services and a suspension of formal HR processes while dealing with staff issues informally. Recommendations are provided for the purpose of contributing towards Hywel Dda’s employee engagement, commitment and organisational level performance. The recommendations are coaching for managers, regular communication from senior managers and regular BAME staff surveys.  











1. Introduction
The author of this report is a Management Consultant who is providing a report for Hywel Dda University Health Board. Hywel Dda is a large public sector unionised and hierarchical organisation, which provides healthcare services to the public across the counties of Ceredigion, Carmarthenshire and Pembrokeshire in Wales (HywelDda, 2019). Hywel Dda employs approximately 11,000 employees which have been considered as key workers during the COVID-19 pandemic. The culture within the organisation is low trust and high process. Hywel Dda has a close partnership working with Trade Unions and this involves having union agreement on all policies and procedures (NHS, 2020a).

1.1 Aims and objectives
The report intends to:
· Critically examine the impact of the global COVID-19 pandemic upon the employee relations climate within the NHS
· Critically evaluate Hywel Dda’s response to COVID-19
· Provide recommendations which contribute to Hywel Dda’s employee engagement and commitment, organisational level performance and the progression of employee voice.  

1.2 Synopsis of COVID-19
The COVID-19 Pandemic is a current global pandemic which was identified in Wuhan China in November 2019. It was identified as a pandemic in March 2020 by the WHO and to date has affected more than 86 million cases around the world and resulted in over 77,000 UK deaths (Gov.UK, 2020b; Gov.UK, 2021; NHS, 2020b; WHO, 2020). The symptoms of COVID-19 are variable, highly infectious and can be spread through air when people are in close contact. The government’s response to the pandemic has been to introduce mandatory lockdowns, business closures, social distancing and the mandatory wearing of facemasks and PPE (Gov.UK, 2020b). The government also advised that people should work from home where possible (Gov.UK, 2021a). As a result of these measures, there has been an impact on the UK economy as well and the international economy (McKinsey, 2020; ONS, 2020; PWC, 2020; TUC, 2020b). 

The climate prior to COVID-19 was volatile, uncertain, complex and ambiguous, however, the pandemic has now heightened these conditions (Koshemani, 2020). Figures reveal that the UK GDP dropped by 20.4%, making this the deepest recession since records began although there has been a slow increase (ONS, 2020; Partington, 2020). In addition to COVID-19, some of the recent megatrends are flexible working, home working (CIPD, 2019; CIPD, 2020c). Brexit had led to a lot of uncertainty for organisations due to the impact on worker’s rights, however the UK transitional period has now come to an end since January 1st, 2021 (Mars, 2020). COVID-19 has resulted in business closures, job cuts and redundancies (ONS, 2020b). Hywel Dda has not needed to make any job cuts, however, it needed to recruit additional staff to meet the demands of the pandemic (HywelDda, 2020). 


2. Literature review 
2.1 Employment relations (ER)
Employee relations can be defined as the relationship between employers and their workers. It refers to both the collective and individual relationships in the workplace. Employee relations reflects the rise in individualism and the fall in trade union influence and reach  (CIPD, 2020). On the other hand, another definition of employment relations is the way in which conflict is regulated with formal and informal rules within the workplace (Gardner & Palmer, 1997; Gennard & Judge, 2005, Taylor & Woodhams, 2016). 

2.2 Theories of employment relations
One of the theories of employment relations is Pluralist. This theory looks at employees as being human being rather than being commodities. It also sees a conflict of interest within the employment relationship and would state that labour markets are not equally competitive (Dryzek, et al., 2008; Edwards, 2009; Wilton, 2011). On the other hand, according to the unitarist, organisations are collaborative, friendly and integrated and they would not prefer trade unions and employees. The unitarist theory strongly believes that loyalty to an organisation will diminish from employee loyalty (Deb, 2009; Festing, 2013; Heery, 2016). 

The Marxist theory believes that the history is contradictory to workplace relations. This theory acknowledges the inequalities which exist in power within the employment relationship and the wider society. As a result of this, it is seen that workplace conflict is considered to be a predictable result (Blackledge, 2006; Colling & Terry, 2010; Itani, 2017; Singh, 2011). It is argued that the COVID-19 pandemic has brought inequalities to the forefront as we have seen certain groups within society, in particular those within the BAME group, being more poorly affected than others (Gov.UK, 2020d; Gov.Wales, 2020; Hu, 2020; MIND, 2020). The Radical theory predominantly looks on the required industrial relations of employees that offer protection for themselves from organisations. They believe that large organisations work for the sole purpose of earning profit without any regard for their workers with the exception of legal obligations (Heery, 2016; Leat, 2007; Loudoun, et al., 2009). 

2.3 History of employment relations 
The history of employee relations dates back to 1839 with the Chartist movement, were 500 armed men marched to fight for better working conditions. This movement was a working-class movement which arose around 1836 and was prominent during 1838 and 1848. The sole aim for this movement during this time was to improve the influence and the political rights for those of the working class (Cheese, 2007; Gammage, 2020; Goodway, 2002). However, in recent times, companies such as Amazon have come into the spotlight for having unsafe and poor working conditions for their workers which have compromised the health and safety of their employees (Sainato, 2020). In 1968, there was the Dagenham Ford plant strikes over the unequal pay between men and women in factories.187 sewing machinists went on strike, and this action brought the factory to a stop. The employment minister was able to negotiate a settlement and this ended the strike where women were able to earn 92% of the male rate (Boston, 2015; Rackley & Auchmuty, 2019; TUC, 2020). 

This action led to the 1970 the Equal Pay Act which was enforced. This act prevented any discrimination in relation to the terms and conditions for men and women in the workplace (Armstrong & Stephens, 2005; Duggan, 2009; (Gov.UK, 2020). However, recent studies reveal that women and BAME staff are still being paid less than white men for the same work. Since the implementation of gender pay gap reporting, there has been a marginal shrink in the pay gaps between men and women (Barnard-Bahn, 2020; ONS, 2020c; UNISON, 2020).  1984 was the Great Miner Strike. This was last attempt by unions to stop the loss of jobs due to mining closures. There was a subsequent rise in individualism (Shaw, 2012; Symcox, 2011; Williams, 2020). 

In 2010 the Equality Act was enforced. This legislation brought the existing discrimination legislation into one piece of legislation, replacing prior anti-discrimination laws and also strengthening their protections. The Equality Act 2010 protects workers and the wider society from discrimination (Hepple, 2014; Purdy, 2015; Sargeant, 2018; Wadham, et al., 2012).  In 2011, the Workplace employment relations study noted a vast shift from collective disputes to individual (Gov.UK, 2014; Wanrooy, et al., 2013; Wiliams, 2014). The Trade Union Act 2016 under the Labour government introduced new restrictions upon the unions and their members and the actions that can be taken, in particular the funding of political parties, industrial action and conducting their duties (Bellace & Haar, 2019; Collins, et al., 2019; Smith, et al., 2019).


2.4 Roles of the different parties in ER 
The government’s role in employment relations is to pass laws which help to regulate the relationship between employers and workers. These laws help to balance and maintain the balance the power between the two parties (Gennard & Judge, 2005; Loudoun, et al., 2009). There have been periods in history when there was less government intervention however, in light of the current pandemic, the UK government have been heavily involved in directing the response that employers have had to had in response to the virus (Gov.UK, 2020b). 

The purpose of trade unions is to help regulate the relations with employers and employees through negotiation or collective bargaining on terms and conditions, provide support to employees in formal meetings, provide benefits for their members and consulting on different business issues which affect terms and conditions and levels of employment (Edwards, 2009). Trade unions were developed to help realign the power to the employee from the employer, employee voice, public campaigns, collaborative problem solving and to help protect against the marginalisation of employment rights (Mundlak, 2020; Paraskeopolou & McKay, 2016; Preuss, et al., 2015).  There is reported to be a significant reduction is union density. There was around 55% in 1980 in comparison to 23% in 2018. Furthermore, there is also a significant variance within the sectors with 14% in the private sector and 52% in the public sector (BEIS, 2020). 

The line manager’s role is implementing the operational aspects of policies. Furthermore, the relationship between line managers and their employees can help towards the improvement of job satisfaction, employee engagement and performance (Bennett, et al., 2020; Deb, 2009). However, it is argued that line managers often fail in their role due to skills capability gaps (Beevers, et al., 2020; Bennett, et al., 2020; Wilkinson, et al., 2018). The Human Resource function helps to build strong employment relationships within organisations. The function supports activities which enable managers and employees to work with each other. One of the main functions of human resources is create and implement policies that are in line with the law, consistent and fair for all workers within the organisation. Another function of human resources is to resolve and prevent any disputes which may arise between managers and employees (Bennett, et al., 2020; Dundon & Wilkinson, 2020; McDermott, et al., 2019; Mura, 2017). 

2.5 ER climate in the UK 
The employment relations climate in the UK has seen a shift since the start of the pandemic. It is argued that COVID-19 has presented a smoke screen for job cuts and for employers to avoid dealing with the employment relations issues within their organisations (Unite, 2020). The killing of George Floyd earlier this year resulted in worldwide protests over racial justice and inequalities (Davies, 2020). COVID-19 was also disproportionality affecting BAME groups within society and within the NHS (BMA, 2020).  Prior to COVID-19, universities in the UK were balloting for strikes. The first phase of these strikes commenced however when it came to talk regarding pay, these were halted because of the current COVID-19 pandemic (Jack & Cumbo, 2020; Sellgren, 2020; Weale & Al-Khalaf, 2020). In Addition to this, prior to COVID-19, there were strikes with British Airways which resulted in PALPA securing a pay deal for British Airways pilots (Powley, 2019). However, since the pandemic, the airline industry has been greatly affected and the airline has since introduced a temporary 20% pay cut for pilots in order to deal with the pandemic (Pratt, 2020).  

2.6 The impact of COVID-19

COVID-19 has had a negative impact on staff health and wellbeing within the NHS. Before COVID-19, the NHS was already under a significant amount of pressure due to staff shortages and unfilled job vacancies (Wilson, 2020). Staff stress levels were at a five-year high with staff feeling that staffing levels were one of the main causes of stress (BMA, 2020). There is a high turn-over in social care with around one in three staff reported to leave their jobs (Saundry, 2020). At the beginning of the pandemic, the NHS had to quickly transform its services to release enough capacity to ensure the treatment of COVID-19 patients. Part of this transformation of services included postponing of treatments, discharging patients to free up beds, redeploying of staff and delivering patient appointments online rather than face to face. During this time, some staff had to change their working hours, work within different roles and had to deal with rapidly changing priorities (HywelDda, 2020). 

HR functions within the NHS also had to adapt quickly, many of the formal processes had to be put on hold and activities focused on recruitment, communication, staff well-being, staff accommodation, and deployment (HywelDda, 2020). There was an increase in stress related absences during this time and there was also a significant increase in referrals to occupational health (BMA, 2020). Front line staff were mainly affected because of the need to work with COVID patients and the associated risks of being exposed to the virus. Furthermore, due to the lock down restrictions, this raised concerns for staff around their childcare and staff also experienced burn out due to the heavy workloads (Saundry, 2020). It was particularly noted that staff in BAME groups were exposed to unnecessary risk (BMA, 2020). The doctor’s union felt that the response from the government and from employers was slow in dealing with the risk to BAME group, especially as it was noticed early on that this group was disproportionally impacted by the virus (BMA, 2020). 

Within the NHS, it was seen that there was a substantial drop in observable conflict. The reason for this was mainly because several services including human resources department had to change their functions to support the front-line services in dealing with the pandemic. This led to a suspension in formal processes. It was also seen that there was improved teamwork across teams within the NHS as solidarity and unity meant that people were able to put their differences aside and focus on the common goal which was to fight against the virus. When conflicts or issues arose, these were deal with in an informal and speedy manner. This contributes towards improved performance within the organisation (Saundry, 2020). 

It was found that there was some positive impacts of the pandemic. Some of these included improved communication as staff were kept regularly informed of the relevant updates and they were able to engage with senior management throughout. This was done through the use of different and new technologies which included staff pulse surveys, daily online briefings and regular team meeting using different methods such as Microsoft Teams. This contributed towards employee engagement and the progression of employee voice (Saundry, 2020). Partnership working with Trade Unions, management and HR teams was improved during the pandemic (NHS, 2020a). It was felt that the pandemic highlighted the value of human resources and the importance of managing people issues appropriately (Royles, 2020; Saundry, 2020). There was a significant increase in homeworking however many companies were challenged to comply with the health and safety requirements due to the urgent requirement to work from home at short notice (Webber, 2020). 

2.7 Equality diversity and inclusion
The pandemic has highlighted racial inequalities which have not been addressed previously. These inequalities have chiefly distinct in our labour market for many years (Tonkin, 2020). The ONS reports that although there has been a narrowing in the ethnicity pay gap, BAME groups continue to experience more poverty, low paid job and are more likely to be out of employment compared to white people (ONS, 2020d). The evidence shows that there has been a disproportionate mortality due to COVID-19 with BAME staff within the NHS (NHS, 2020a; RCN, 2020). Figures shows that 63% of all healthcare workers who died from COVID-19 were BAME. 95% of doctors and 64% or nurses COVID-19 deaths were BAME (BMA, 2020). The BMA Union argues that occupational factors such as pack of PPE, workplace culture contributed disproportionate numbers (BMA, 2020). According to the TUC (2017), the social employment map highlights that BAME workers often occupy the majority of roles with insecure terms and conditions. 


2.8 Health and Wellbeing
Under the Health and Safety at Work Act 1974, employers have a legal obligation to ensure the health and safety of workers in the workplace. The Management of Health and Safety at Work Regulations 1999 places a legal duty upon employers to undertake risk assessments for physical and mental elements of good health (CIPD, 2020b; HSE, 2020). The ‘Six pack’ of regulations sets out the management of risk assessments, manual handling operations, physical working conditions, provisions and use of PPE, display screen equipment and guarding of machinery (Whittingham, 2008). 

During the COVID-19 pandemic, the provision of PPE and the management of risk assessments have been really crucial to Hywel Dda and on a national and global level (HywelDda, 2020). The HSE defines stress as 'the adverse reaction people have to excessive pressures or other types of demand placed on them'  (HSE, 2020). HSE’s six causes of stress at work if not managed appropriately. These include demand, control, support, relationship, role and change (HSE, 2020b). The role of HR and organisations in promoting health and wellbeing in the workplace is to have flexible and family friendly policies and practices, provide employment security, have a zero tolerance for bullying and harassment, employment surveys, training and development and provide support services such as occupational health and counselling (Bennett, et al., 2020; Mura, 2017). 


3. Findings 
3.1 COVID-19 verses previous recessions 
The COVID-19 pandemic has plunged the economy into a deeper recession than that which we saw in 2008 financial crisis and since the Second World War. It resulted in the collapse of banks and business and the loss of many jobs (Partington, 2020). In comparison to the 2008 financial crisis, COVID-19 having a significant impact of the economic output on almost every country (Kose & Sugawara, 2020). Some of the differences however, between the 2008 recession and COVID-19 are that around 8.6 million jobs were lost in total during the 2008 recession, however there was an estimated 20 million job losses in one month due to COVID-19 (Hansen, 2020). 
Furthermore, the 2008 recession saw business forced to close, whereas, with COVID-19, businesses have been required to close and the government has offered support at unprecedented levels in the form of business loan, furlough scheme and other support schemes (Gov.UK, 2020e). The pandemic has accelerated the world of world into the future. Many people have been able to work from home due to the government advice and a number of companies intend to continue with this new way of working even after the pandemic. Technology has been key to many businesses continuing to operate with the use of different video conferencing softwares (Wolf, 2020).
Similar to Hywel Da, the other NHS organisations across Wales took the same response nationwide. Decisions were made collaboratively across Wales in agreement with trade unions (HywelDda, 2020; NHS, 2020a). While the UK introduced the furlough scheme which paid 80% of worker’s earnings, other countries such as France, Australia, Canada, Denmark and Germany also had similar schemes paying at least 70% of wages (Inman, 2020). While many organisations across the UK accessed the furlough scheme, the NHS is public funded and did not furlough staff however, staff were deployed as necessary to support different areas (HywelDda, 2020).

3.2 Hywel Dda’s response to COVID-19 

The impact of the pandemic on employment relations within Hywel Dda has led to a number of different responses. There has been a recognition of the impact on staff well-being due to the current situation and the organisation has provided additional resources in the form of staff psychological wellbeing services, counselling and occupational health appointments. Staff have been able to have drop-in sessions with these support services to ensure that they are able to cope with the on-going situation. A COVID risk assessment was developed locally for staff to complete and this was subsequently replaced by an All-Wales COVID-19 risk assessment which included the risk to BAME staff groups once the risk became apparent (HywelDda, 2020). 

In line with the Health and Safety at Work Act 1974, staff were provided with PPE which included face masks, gowns and gloves. There have also been closer working relationships between management in Hywel Dda, HR and trade unions. This was seen to be a priority to have greater partnership working to ensure that these relationships are sustained and strengthened (NHS, 2020a). Hywel Dda recognised the disproportionate impact of the COVID-19 upon BAME staff and patients and there has now been a renewed effort on equality and diversity. The Chair of the Hywel Dda has commissioned a BAME committee which is comprised of BAME staff from across the organisation who will mentor executives on some of the issues which BAME groups may face and how the organisation may become more inclusive and supportive of all its staff (HywelDda, 2020).

Hywel Dda also developed a number of new policies in response to the pandemic, these included a policy of home working and social distancing. More admin staff have been working from home based upon the government advice and a large number of staff have also been deployed to work in different areas were the risk assessment deemed it necessary. COVID-19 has highlighted and brought to the forefront the importance of engagement and staff well-being. Hywel Dda’s response to this was ensuring that there has been clear and regular communication from managers, including the Chief Executive who was providing daily video updates throughout the pandemic. These videos would be available to all staff and could be accessed on the health board intranet page. There was also regular frequently asked questions provided by the local HR teams and then subsequently provided from an All Wales level (HywelDda, 2020). 

Staff also had a command centre service available to contact seven days a week with and general or COVID-related queries. The command centre was supported by member of the HR team, infection control, public health and occupation health. This service is still on-going for all staff and members of the public to access. During the peak of the first peak of the pandemic, it was necessary to take a command-and-control approach, however, it was apparent that the organisation needed to change this approach to a more compassionate and inclusive approach to its leadership. Senior management recognised that managers needed to develop their skills and capability and the pandemic highlighted a lack of the softer people skills. Managers demonstrated an interest in coaching and support for themselves (HywelDda, 2020). It is argued that often times leadership courses fail to provide the techniques and tools which managers require when it comes to dealing with difficult people issues (Armstrong & Stephens, 2005).

Managers highlighted the challenges that they faced with general staffing level due to staff going off sick or needing to shield. When shielding staff returned to work, there was a lot of anxiety about returning to the workplace as the Health Board had a number of COVID cases. For those staff who were able to work from home during this time, this created some conflict in the workplace as not all their colleagues were able to undertake their roles at home. In addition to this, there was a shortage of IT resources which limited the number of staff who were able to work from home. Likewise, for staff returning to their work areas after a period of being deployed, this could also trigger some interpersonal conflicts within teams. The pandemic resulted formal meetings and HR processes being to be put on hold. Hywel Dda took a more informal approach to resolving issues and this delayed some of the timescales for formal processes but also meant that other issues were dealt with more informally. Managers were able to resolve issues informally and problems were dealt with at earlier stages internally which helped to build managers capability. It was seen that, for the future of work after COVID, there is a great opportunity for closer collaboration with HR, union, managers and also across the different Health Boards. There is also a great opportunity for upskilling of managers and for more informal resolutions (HywelDda, 2020). 
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4. Conclusion
The aim of this report was to critically examine the impact the global pandemic upon the employee relations climate within the UK and to also evaluate Hywel Dda’s response to the pandemic. It was seen that the COVID-19 pandemic has had a significant impact upon organisations in the UK and the global economy. The report looked at the different definitions of employee relations, one with a focus on the relationship between employers and employees and the other having a regulatory focus. The report looked at the different theories of ER including the Pluralist, Unitarist, Marxist and Radical theories. The report then briefly considered the history of ER starting from the Chartists movement down to more recent times with the Trade Union Act 2016. The report considered some of the parallels between the previous histories to the present time showing how some of the issues still pervade in modern workplaces. 

The report looked at the different parties in ER and the roles that they play. The impact of COVID-19 was seen to have had a negative impact on staff well-being. The NHS transformed its services and staff were required to change their working hours, and work in different roles. There was an increase in support services such as occupational health and counselling services for staff. It was noted that BAME staff were disproportionally affected by the pandemic with higher deaths amongst this staff group. Due to the clinical pressures, HR and managers had to suspend formal processes and resolve issues quicker and informally. Managers expressed an interest in coaching training and support in dealing with difficult staff issues. There was regular communication and staff surveys with staff throughout the pandemic from senior management. 

The findings show that there are a number of similarities between the 2008 financial crisis and the pandemic. The response from Hywel Dda was similar to other NHS organisations within Wales as decisions were made nationally and in agreement with trade unions. There has been closer partnership working, better communication with staff, additional support, risk assessments and full PPE in line with the legal requirements. Some staff were able to work from home however this triggered some conflict with staff who were unable to work from home. Hywel Dda took a more informal approach in dealing with staff issues and many of the HR processes were suspended during the pandemic. 

5. Recommendations 
This chapter will look to provide recommendations which contribute to Hywel Dda’s employee engagement and commitment, organisational level performance and the progression of employee voice. These recommendations are based on the findings from the literature review and findings chapters as discussed within the report. 

5.1 Coaching training for managers
The first recommendation would be coaching training for line managers. In the report, it was found that managers within Hywel Dda showed an interest in coaching training and research showed that some leadership courses fail to provide managers with the skills needed to deal with difficult issues. Coaching training would ensure that managers have the appropriate skills to deal with their staff when it comes to informal resolutions and conflict management. This would in turn improve the organisational level performance and managers would resolve issues quickly and be able to focus on their teams being more productive. The report showed that during the pandemic, there was less formal processes because more informal resolutions were sought. The coaching training should be offered to all managers across the organisation and sessions should be run by trained coaches for two days, every fortnight. The costs will be as per the action plan table below. One of the limitations for this would be that managers may not be able to have the capacity to undertake the course due to work pressures. However, this could be overcome by giving managers protected time in work to undertake the required training.   

5.2 Regular communications from senior management 
The second recommendation would be to continue with regular communication from senior management to all employees within the Health Board. This would improve the employee commitment and engagement as staff would be able to feel informed of the updates within the organisation. The findings within the report showed that within Hywel Dda, there was regular communication from the Chiefly Executive regarding the Health Board’s response to the pandemic. This was available to all staff in a generic email and also available on the Health Board intranet page. Although this may not be possible to continue updating staff on a daily basis, it would be beneficial for staff to continue receiving updates from the executive team on a weekly basis. One of the limitations to this recommendation would be that the Chief Executive may find it difficult to commit to undertaking this regular communication due to other commitments. One of the ways of overcoming this would be to ensure that different Senior Managers are involved in providing these updates. 


5.3 Regular BAME staff surveys 
The third recommendation would be for the Health Board to undertake quarterly BAME staff surveys. The purpose of this would be the progression of employee voice and engagement. From the literature review and findings, it was clear that BAME staff have been disproportionally affected by the negative impacts of COVID-19, however, there has also been historical inequalities, which the pandemic has shined a light upon. Quarterly staff surveys for BAME staff within the organisation would help management to understand how staff are feeling and if there are any concerns around inequalities that need to be addressed. Some of the limitations to this recommendation would be that staff may not feel that they can trust the organisation to be able to be completely honest about their experience. The other limitation would be the limited take up of the survey. One way of overcoming this would be reassure staff of the anonymity of the surveys and then to follow up with feedback and tangible actions which staff can see. 

Action Plan 
	Recommendation 
	Why
	To Whom
	Where
	How 
	When 
	Costs

	Coaching training for managers
	Upskill managers to deal with informal issues
	Managers
	Health Board wide
	2 day OSCAR model training sessions to be provided by internal Band 8  Health Board coaches 
	8th April 2020
	Agenda for change payscales, Band 8 – Approximately £47000 pro rata, 4 days a month

	Continue   with regular communication from senior management 
	Engagement with staff to be improved by better and regular communication 
	All Health Board staff 
	Recording to be undertaken in Ystwyth Board Room, Health Board Head Quarters
	Communication Assistant to be recruited to support the recordings and publishing of communications each week 
	Weekly commencing 15th February 2020 
	Agenda for change payscales, Band 4 – Approx. £22,000 pro-rata, 3 days a week

	BAME staff surveys
	For management to be aware of how BAME staff are feeling and to address any concerns
	All BAME staff within Hywel Dda
	Staff surveys can be undertaken on via ESR (Online self-service system where other mandatory training is undertaken)
	Staff to be given the time in work to undertake the survey
	Staff to undertake the survey once every quarter
	Agenda for change payscales, Band 8 – Approximately £47000 pro rata, 2 weeks every quarter
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