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Executive Summary 

This report aims to look at Employee Relations (ER) , megatrends and theories which affect Employee relations. Critical analysis will be made on the impact the Coronavirus pandemic has had on JCP Solicitors (JCP). 
Employee Relations has been present for many years, however there seems to be a decline in membership. Frameworks such as VUCA and a PESTEL analysis can be used to understand the factors affecting ER. 
Businesses have been faced with many challenges because of the pandemic. These include, recession, job security and a restricted supply chain. 
The three pillars in ER have all shown how best practise has been used in the pandemic. However, not all organisations have demonstrated best practise, some have instead used a desire for profit to jeopardise employee health and wellbeing. 
A SWOT analysis can demonstrate the impact the pandemic has had on JCP. Like many other businesses JCP were faced with redundancies. The SWOT analysis shows how JCP reacted to external factors. 
It is clear that JCP has shown best practise with its response to the pandemic, but errors have also been made in this unprecedented environment. 
Therefore, recommendations have been made to ensure mistakes that impact the relationship between the employee and employer are kept to a minimum. 
JCP may want to implement an appraisal system to ensure that all staff feel valued and encouraged to raise concerns. 
Mediation may also be an option, allowing conflict to be resolved informally with cost saving implications.  
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1. [bookmark: _Toc60758076]Introduction 

Employee Relations (ER) is used on a daily basis by HR Professionals and line managers. Coronavirus, alternatively known as Covid-19 has impacted ER. It may be seen that now more than ever, ER has been used to sustain the rapid changes organisations are faced with. 
The coronavirus pandemic has been prevalent for a year with lockdown announced in March 2020. This announcement led to a fear of the unknown for many businesses. Nine months later the pandemic has shown how businesses have had to adapt to avoid being hit by the recession. It has been predicted that TU membership will only increase as a result of the furlough scheme and potential redundancies (Stone, 2020).
This assignment aims to critically analyse the impact coronavirus has had on JCP Solicitors (JCP). JCP is a regional law firm which covers East to West Wales. The company formed in 1990 and has 190 employees, specialising in different aspects of law. The firm has merged with other law firms across Wales and has therefore dealt with ER matters such as TUPE. The firm promotes a trusting culture but this can be overshadowed with monitoring procedures where employees have to meet specific targets. JCP adopts a traditional approach to work as do many other law firms. There is a lack of flexible working opportunities, such as home working.     
The assignment will look into how megatrends and theories are affecting employment relations, and the roles of the parties in the employment relationship.  
Recommendations will also be made to provide innovative and creative suggestions that will improve employee voice, engagement and organisational level performance. 







2. [bookmark: _Toc60758077]Literature Review 

The CIPD states that Employment Relations (ER) “has replaced industrial relations as the term for the relationship between employers and employees.” Gennard and Judge (2005) explain how ER was once collective bargaining with Trade Unions at the forefront. Gennard and Judge saw this definition as dated, and understood that the definition was evolving due to megatrends such as advancement in technology. Along with Gennard and the CIPD it can be seen that ER is continually developing, with outside factors contributing to this change.  
The Trade Union Act 2016 was introduced as “an Act to make provision about industrial action, trade unions, employers' associations and the functions of the Certification Officer (Gov.uk, 2016).”  
Employment Relations may be considered as outdated with an all-time low of Trade Union (TU) memberships falling by 2750,000 members in 2017 (Topping, 2017). However, taking into account Gennard and Jude’s (2005) theory and new figures this has shown that the decline may be reversing. 6.44 million people are now associated with a TU. There has been a significant rise in women joining TU’s in the education and health sectors with 100,000 new members (Roper, 2019).  
The rise in TU memberships may now reiterate the importance of ER in all sectors, increased by the pandemic.   
It is evident that mega factors have a significant impact on ER. Deloitte explain how the VUCA model can help businesses find success by acknowledging outside factors (Deloitte, 2019). A PESTLE analysis can also help analyse external factors which can help determine the future of ER. An analysis can be found in the appendices on the impact Covid has/will have on business.    






[bookmark: _Toc60758078]2.1 Theories of ER models

According to John Dunlop (1958) there are three theoretical approaches to employment relations. 
A pluralist approach recognises that there are different interests associated with ER. It recognises that conflict is inevitable which derives from a traditional TU culture. 
A radical approach has a capitalist ethos where there is both a winning and losing party. A radical approach can be seen to be used by British Airways when negotiating with its staff on pay cuts (Gibbons, 2020). 
A unitarist approach demonstrates that everyone thinks similarly. There are shared values, and employees and employers are united (Bennett, et al., 2020).  
JCP uses the unitarist model of employment relations. Trade Unions are recognised, but they have never been utilised or involved in decision making, when compared to the manufacturing industry who have historically been heavily unionised (Kelly & William, 2004). According to the Department for Business (2020), there has been a “downward trend” in trade union memberships since 1995 in the legal industry. This shows that the HR department at JCP are making decisions by different means, in comparison to the traditional way of consulting with TU. This was an interesting find as many law firms are still set in traditional roots (Bradley, 2019). 








[bookmark: _Toc60758079]2.2 Impact on business 

The current pandemic has shown both nationally and globally that the current climate has changed. Initiatives, policies and procedures have all been used to understand the new normal. 
As many organisations are having to adapt to the pandemic, PWC (2020) have set out key areas where organisations will face a significant impact and challenges 
[bookmark: _Toc60758080]2.2.1 Crisis management

Sports Direct response to the pandemic was to refuse to close their shops putting the health and wellbeing of the staff at risk. Mike Ashley the CEO argued they were an essential service. However, the sports chain was not seen as an essential service and this led to zero hour staff being placed at a disadvantage as they would not be paid when the shops closed (Consumer, 2020).  
This reveals a negative response towards the pandemic and poor management from the owner who appears more interested in store profit than in the wellbeing of employees.   

[bookmark: _Toc60758081]2.2.2 Workforce

A study by McKinsey showed that 80% of the people questioned feel as though the pandemic was affecting their daily lives (Emmett, et al., 2020). It is therefore more important than ever to ensure that these staff experiencing additional pressures are fairly treated. 
JD Sports is an employer who has not treated employees fairly. A report showed that they did not comply with social distancing rules in their Manchester distribution centre. Workers have since come forward to express they did not feel safe (Consumer, 2020). 
This response to the pandemic could highlight the reason why 80% of people feel the pandemic is affecting their daily lives. Their health is being put at risk at work. 

[bookmark: _Toc60758082]2.2.3 Operations and supply chains

Businesses have to adapt in new ways, as with Pfizer the leading pharmaceutical company manufacturing the first Covid vaccine. This clearly shows that regardless of size all businesses have been affected by the pandemic. (Reuters, 2020).   

[bookmark: _Toc60758083]2.3 Redundancy and the Recession 

As a result of the pandemic the UK has fallen into the biggest recession since records began with the Gross Domestic product (GDP) at a staggering 20.4% (Statistics, 2020).  It is not just the UK who have fallen into a recession. Germany's economy has also shrunk due to manufacturing coming to a halt and household spending reduced (Destatis, 2020). 
The UK government have tried to help reduce the level of redundancies by introducing the Coronavirus Job Retention Scheme (Furlough) (leglislation.gov, 2020).  The government implemented a strategy to help businesses retain its workforce.  












Figure 1 (Treasury, 2020).
[image: Chart showing how the government's furlough scheme will work over the next few months]


The cause of these stark statistics could be due to the government wanting to end the furlough scheme and therefore, leading to a higher rate of unemployment (Partington, 2020). In contrast, the furlough scheme may be preventing redundancies from happening. In November 9.6 million jobs were attached to the scheme' (Gov.uk, 2020).  Compared to the 2009 recession even with the help of the furlough scheme there have been twice as many redundancies. There were 180,000 redundancies in the months January to March in 2009 where there was no furlough scheme in place (McQuiad, 2020).  
The furlough scheme has helped many businesses retain its staff such as JCP. However, for some business this was not suffice. British Airways has come under scrutiny for the way they handled proposed redundancies. The aviation company was accused of “appalling behaviour” on its treatment of staff (Coffey, 2020).  Not all of the aviation industry took such an unfair approach. Manchester Airport Group have tried to redeploy their employees (Baker & Finch, 2020). 
Even though the scheme may cause more financial difficulty, it can be seen that the government are trying to assist, unlike the United States of America (USA). Google are having to set up funds allowing workers to be paid if they have to self-isolate (Morgan, 2020). This shows that the UK government are readily helping its workers compared to the USA where residents have to look after themselves financially. However, as the USA are also entering a recession, it shows that the furlough scheme may not be the sole factor in the UK's financial predicament. 
It can be seen that the pandemic has caused mass redundancies, which can lead to a staggering 67% of existing employees having low morale and commitment issues (Bennett, et al., 2020). Redman and Wilkinson (2008) explain how by addressing the ‘survivor syndrome’ will have a more positive impact on organisational management.   

[bookmark: _Toc60758084]2.4 Best practise in the pandemic 

John Dunlop also suggested that the three pillars management, employees and the government are all responsible for ER (Bennett, et al., 2020) .
[bookmark: _Toc60758085]2.4.1 Management 

Now more than ever it has been vital for communication to be effective . Employers such as LinkedIn have been commended during the pandemic, as they have run free course for employees (Morgan, 2020).  Redeployment is a method suggested by the CIPD (2020) to avoid redundancies which organisations such as JCP and the Royal college of nursing have adopted to try and retain its workforce (Nursing, 2020).  
Employers such as Timpson have showed best practise in the pandemic by continuing to give its 5,500 staff full pay whilst their shops remain closed (Partridge, 2020). The pandemic has increased demand for many industries such as the pharmaceutical and food industry. The Co-op and Lloyds Pharmacy have both recruited over 1,000 new staff members to help with the added pressures of the pandemic (Partridge, 2020). 



[bookmark: _Toc60758086]2.4.2 Employees 

Employees have had to exceed their usual workload as it was found that 37% of key workers had too much work to carry out (CIPD, 2020).  It can be seen that employers are trying to reduce employee stress by acknowledging health and wellbeing in the workplace. 38% of people now say the workplace has a positive impact on their mental health in May 2020 (CIPD, 2020).  

[bookmark: _Toc60758087]2.4.3 Government  

As mentioned the furlough scheme was introduced in order to retain jobs (leglislation.gov, 2020). Grants have also been offered to businesses struggling financially along with payments to individuals who have to self-isolate and are on a low income. The USA are also trying to implement measures to reduce redundancies such as temporary lay offs to try and retain its workforce (Rushe, 2020).  
Legislation was introduced under the Working Time Regulations (1998) to allow key workers to take unused annual leave through to the following year. This has allowed many key workers in organisations such as Timpson and Brewdog to work in the pandemic with the relief of knowing they can enjoy time off when the pressures have decreased (BBC, 2020).  









[bookmark: _Toc60758088]2.5 Bad Practise 

As seen above, many organisations have used the pandemic to their advantage in demonstrating best practise. However, this is not always the case either in the UK or globally. 
Employees at a hospital in the USA raised concerns regarding their health and safety. Workers were not given the correct PPE which led to 60 members of staff contracting the virus which ultimately led to some deaths (Jewett & Lewis, 2020). This shows how the hospital was not providing staff the necessary equipment to carry out their roles safely.  This response led to conflict with employees urging for changes to be made immediately.  
In the UK the pandemic has also illustrated the strain on businesses which has resulted in strike action. British Airways (BA) employees are set to strike for nine days because of  pay issues which have been affected by the decrease in demand for the aviation industry. BA have announced they will introduce their fire and rehire policies in order for staff to agree to pay changes (Gibbons, 2020).  
Both responses from BA and the USA hospital show disregard for both their employees health and safety and wellbeing. It shows that approaches like these both create conflict where employee voices can’t be heard. It can be seen that no conflict resolution has been done in these organisations to reassure their employees. 








[bookmark: _Toc60758089]2.6 Megatrends 

The pandemic has changed the way in which people work. It is therefore inevitable that new trends will form to reflect what has happened. 
The CIPD have forecasted some megatrends (CIPD, 2019).   

[bookmark: _Toc60758090]2.6.1 Working from home and Flexible Working 

The number of people working from home has rapidly increased during the coronavirus outbreak. Almost half of the population worked from home according to (Statistics, 2020) compared to around 9% before the pandemic (CIPD, 2020). This trend is speculated only to grow as it was found only around 12% of people would want to return to the office full time (Slack, 2020). 
Statistics show this trend is growing. However, the CIPD have reminded businesses that home working is not suitable for all jobs. A suggestion was made for businesses to combine flexible working with the traditional working environment (CIPD, 2020). Many people in the manufacturing industry are unable to work from home due to the nature of their roles (Duncan, 2020). If this trend is set to increase it is important to ensure flexible working is adopted across all sectors. Consideration may need to be made with regards to start and finish times, and workers allowed to work from home. 

[bookmark: _Toc60758091]2.6.2 Job Security 

Today, more than ever job security is a concern for many employees. The UK’s labour market recorded that payroll was down by 782,000 with an unemployment rate of 4.8% (Statistics, 2020).This megatrend can also be seen as affecting other countries working through the pandemic. In the USA it was recorded in September 2020 as having an unemployment rate of 8.4% (Rushe, 2020) .This trend will only increase with retails giants such as Debenhams and the Arcadia group going into administration and thousands of jobs being lost (BBC, 2020).       


[bookmark: _Toc60758092]2.6.3 Ageing Workforce 

The CIPD have forecasted in 2019 that there will be an ageing workforce allowing businesses to create more opportunities. Adversely, more problems could potentially arise. This megatrend may have an impact on flexible working during the pandemic as many employees have caring responsibilities (CIPD, 2019).  
Flexible working may also arise with an ageing workforce as they may want to reduce their hours before retirement and experience a positive work life balance before retirement.
It is evident from the CIPD that the megatrend set to only increase significantly is flexible working. This could, as suggested above relate to the pandemic where people who have previously worked in an office environment five days a week having the opportunity to work more flexibly. The pandemic has hit many businesses detrimentally with regards to redundancies. However, the positive aspect of the pandemic would be the increase in flexibility employers are giving to employees. Evidence should demonstrate that flexibility in the workplace will bring about benefits such as job satisfaction and commitment. By introducing flexible working employers may also see cost saving opportunities  in both offices and with technology (CIPD, 2020). 
 







3. [bookmark: _Toc60758093]Findings and SWOT Analysis  

A SWOT analysis will be used to assess JCP’s position on their response to the pandemic. A detailed analysis can be found in the appendices.  

Like many other global businesses JCP has also been affected by the pandemic. 

[bookmark: _Toc60758094]3.1.1 Remote working 

With immediate effect staff were sent to work from home. JCP’s strength was that they were proactive in a trial where working from home was implemented weeks before. This clearly showed employees how their health and wellbeing was important to JCP. 

The majority of employees at JCP work from the office and therefore working from home was a very different way of working. The change in the way employees work could replace how employees traditionally work from the office. Law firms in Australia will continue to work flexibly but understand that time in the office is needed for collaboration (Niesche, 2020).  

JCP may also seek the opportunity to continue with flexible working as it is forecasted as a megatrend, but they must also understand the advantages of working in an office. If JCP fail to achieve this balance it could lead to employees not feeling trusted,- having been allowed to work from home throughout the pandemic, but denied flexible working in the future. 


[bookmark: _Toc60758095]3.1.2 Technology 

Like many other organisations JCP had to rely on digital communication. JCP saw an opportunity to invest more in technology which ultimately had a positive impact on the environment.  




[bookmark: _Toc60758096]3.1.3 Decrease and increase in services 

The needs of the UK changed and therefore there was a vast spike in conveyancing, wills and family law.  As with many other businesses’ the commercial side of the business had a decrease in demand. To avoid redundancies JCP had an opportunity to redeploy employees from quieter areas within the business to busier areas where they had previous experience in training contract seats or past paralegal positions. This reaction made employees at JCP feel valued. Redundancies were a last resort for the management at JCP. This led to employees having more trust in their employers. 


[bookmark: _Toc60758097]3.2 Redundancies 

In other law firms such as Irwin Mitchel (Tillay, 2020), redundancies were inevitable and a threat even with the help of the furlough scheme.  
Here, there were 4 voluntary redundancies and 5 compulsory compared to larger firms such as Denton’s where nearly 30 employees were made redundant (Malpas, 2020). 
It could be seen that JCP’s opportunist response helped reduce the number of redundancies.  In order to support departments with greater demand a central support team was created alongside more home based roles.  
Even though JCP reduced the risk of redundancies by  redeploying staff, there may still be the feeling of survivors syndrome in the organisation. This may have an effect on employees. Feelings of low morale or lack of commitment to the business may emerge if they fear more redundancies may occur as a third lockdown has been announced (Telegraph, 2020).  



[bookmark: _Toc60758098]3.3 Health and wellbeing /Engagement 

From the announcement of lockdown JCP strived to create an environment where employees wellbeing was at the forefront. It was evident that employees were feeling anxious. Employees who preferred to work from home when the advice was just to wash your hands were allowed to do so. 
JCP successfully coped with the challenges of lockdown when more serious mental health issues developed such as stress, anxiety and depression.    

To ensure staff felt valued and supported, weekly calls were made to all employees. The mode of communication showed that most of peoples anxiety was linked to isolation, and initiatives were put in place to attempt to reduce these levels of anxiety 


[bookmark: _Toc60758099]3.3.1 Initiatives 


In March HR job roles were redesigned so that the only duties of HR East, HR admin and HR officer were wellbeing checks and action.  

Regular surveys and consultation were conducted on major changes such as a new annual leave policy to deal with leave accruing, even though there was no legal requirement to do so. This shows how JCP were  transparent in making decisions affecting its workforce. 

Transparency was a key strength to ensure employees knew what was happening. The CEO sent weekly updates on how the pandemic was affecting business performance including potential redundancies even if they were not in the selection pool. It can be seen that communication was a strength for JCP. The firm was transparent with its employees and this promoted a mutual trust.
 
The Staff community group picked up weekly contact, and mental health champions shared regular information to get people to talk. As the majority of JCP staff worked in the office with colleagues, working from home was a new phenomenon. In order to ensure staff felt still part of a team a Facebook page was created for driving colleague to colleague comms, HR comms on support services, zoom bingo and quizzes. JCP saw different opportunities to engage with its staff This shows how quickly the organisation was able to adapt to a new normal allowing employees to become more engaged with the organisation. 


[bookmark: _Toc60758100]3.4 Conflict 

The Thomas-Kilmann mode instrument was introduced to understand the five conflict handling models which are shown in the below diagram.  
Figure 3: (Thomas & Kilmann, 2008)

[image: The Thomas Kilmann Model (TKI) - Conflict & Challenge]









At the start of the pandemic when there was uncertainty over rules, staff over 70 were sent home for their safety. This could be seen as age discrimination as they were fit and well and therefore could be deemed a threat towards JCP with the possibility of a claim occuring. Similarly those with health conditions, which could be seen as disability discrimination, were also sent home. A compromising model was used to ensure employees were safe when rules were not yet introduced. Reflecting upon the decisions made JCP could have consulted with employees. This would have put JCP as a more accommodating model listening to how employees were feeling before inflicting a decision.    

Conflict arose when JCP issued a questionnaire to gauge feedback on their response to the pandemic. Reports showed that not enough contact was made from team level.  However, line managers were told at the start “to make the business decisions to get the team through the pandemic and HR would ensure the team members were looked after, checking in on and referred to services if need help”.  However, this had some negative kickbacks as people then felt their line managers were not empathetic. In this instance JCP’s HR team used a compromising approach to ensure their line mangers were not put in uncomfortable situation if they were unsure how to communicate with their staff. Due to HR ensuring the line managers felt comfortable, this may have damaged some relationships between employees and their line managers which could be seen as a weakness.  

JCP alongside thousands of employers used the furlough scheme to try and retain its workforce. A scoring matrix was used to identify which teams needed to furlough employees in a fair process. Feedback showed this led to people feeling undervalued and unappreciated but it was necessary to save jobs. Furlough staff also felt they were not communicated to in the same way as those working but they were included in all updates. This may not be due to the communication from JCP, but  the isolation they felt at home which could still be seen as a weakness. Again a compromising approach was used to ensure a fair process was delivered to place employees on the furlough scheme.     

As many employees had worked from home since March, returning staff to offices was difficult. They could not undertake their role at home but did not want to work from the office.  To ensure staff felt comfortable to return, safety was JCP’s main priority. Consultation was used to inform staff of all measures in place to make JCP Covid safe. When faced with conflict regarding safety JCP used an accommodating approach consulting with staff to ensure they felt safe. 

Mediation was not a form of conflict management used to supress the conflict which has arisen due to the pandemic. Employees at JCP may believe that management used only traditional methods of ER compared to modern alternatives. Which could be seen as a further weakness.  

From Thomas Killmans model it can be seen that JCP used aspects of the accommodating and compromising segments of the model making them more cooperative when responding to conflict. 


4. [bookmark: _Toc60758101]Conclusion 

It can be seen that the pandemic has had a significant impact on ER. Many businesses have used the pandemic to their advantage showing best practise and treating their staff with fairness in difficult times. In contrast, many businesses have shown greed by discounting employee health and wellbeing to gain profit.  
Mass redundancies have had an impact on employee mental health with regards to job security. The furlough scheme may be seen to alleviate some stress with regards to job security. However figures still show that redundancies are twice as many as 2009 recession statistics. 
JCP have also used the pandemic to their strength by ensuring their employees wellbeing is their main priority. It can be seen that JCP have demonstrated best practise in the pandemic. However, with new procedures and laws in place the organisation has had to act quickly and proactively. This has led to mistakes being made in these challenging times. 
By looking at JCP and other organisations and their response to the pandemic it can be seen that ER is now as important as ever in ensuring that staff feel valued and secure in a period of such uncertainty. 


5. [bookmark: _Toc60758102]Recommendations 

Recommendations have been made to ensure JCP learn from mistakes made whilst responding to the pandemic. Recommendations have also been made to ensure JCP continue with best practise. 

[bookmark: _Toc60758103]5.1 Redundancies / Health and Wellbeing  

As with many other organisations, JCP were faced with redundancies. Even though there were not as many due to JCP redeploying staff, there could still be employees with survivors syndrome and concerns regarding job security as predicted by the CIPD (2019). 
As JCP have already began to do this, communication is key in alleviating employees concerns. JCP should continue with their transparency, delivering weekly emails informing staff of organisation plans. 
Training should be offered to line managers to deal with responses from employees who have remained in employment. Compassionate and empathetic approaches should be used. As JCP have offices across Wales it would not be practical for HR to carry out these conversations. JCP’s internal and external HR team may want to organise training to guide line managers on difficult conversations. This training would only mean JCP line managers and the HR teams attend an afternoon session's course  which could help rebuild any broken relationships. 
After conducting surveys, employees at JCP felt undervalued. In order to restore the relationship between employees and JCP the organisation may want to reintroduce weekly check ins with employees. This shows the management cares for the employees and only takes a five minute phone call. If line managers are unable to phone their employees an email could be sent. 
The pandemic delayed appraisals in 2020. Therefore JCP’s aim should be to reintroduce this procedure in 2021. The appraisal process allows employees to voice concerns on either workload or mental health. Due to the size of the organisation and taking into account social distancing measures, the appraisal process could take place via zoom. This process for all to be seen should take two to three months. The limitations in this approach is the time scale. However, in order to make staff feel valued all staff must be included, and a way forward can then be considered.

[bookmark: _Toc60758104]5.2 Conflict 

Conflict arose in JCP as the organisation was faced with furlough scheme challenges and increased communication and transparency. A grievance policy is already in place and allows employees to raise any concerns with a formal procedure. However, Gibbons elaborated that many employees may not want to use this procedure as it only heightens that conflict will occur with the administrative side of the policy (Bennett, et al., 2020).   
An option JCP may wish to consider to resolve future conflict and the formality of a grievance procedure would be mediation. Mediation has already been included in tribunal proceedings as early conciliation. The alternative dispute tool (ADR) could also be beneficial. 
There are many benefits to mediation such as the opportunity for management to intervene early, saving costs for both the employer and employee. In a tribunal costs could exceed £10,000 in legal fees. Mediation allows for the relationship between both parties to be restored in a cost saving exercise with minimum confrontational manner. 
Bush and Folger (2004) found that staff who train in mediation will gain better communication and conflict management skills. By training internal staff they will be able to understand the organisation structure which may help find a solution more quickly. Mediation training is typically approximately five days (ACAS, 2020). 
An obstacle facing JCP is the cost of an external mediator. Costs are around £2,000 to £2,500 for a session. However, these costs would outweigh the financial implications if an employee were to proceed to tribunal.  
David Liddle (2020) explained how mediation can replace the traditional procedures and aids managers with a clear steer on how to resolve conflict quickly and effectively.
Implementing these recommendations could improve employee voice and engagement and increase job security. It could also reduce the risk of conflict and the financial strain it brings on a business.   
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7. [bookmark: _Toc60758106]Appendices 

Appendices 1 – PESTLE Analysis on the impact of external factors which can effect organisations 

	PESTLE Analysis 

	Political
	Economic
	Social
	Technology
	Legal
	Environmental 

	With a Brexit deal being made many organisations will now have to carry out further checks to ensure employees have the right to work and a new immigration system will apply to people arriving in the UK from 1 January 2021. 
(Gov.uk, 2020)

	The UK recession has led to thousands of job cuts. This external factor will effect recruitment in businesses and therefore impact talent coming into the business.
(Destatis, 2020
	With a rise in death rates globally this will have a significant impact on recruitment. 
(Weaver, 2020).
 
The disruption of education may have an impact on Gen Z and there qualifications when entering employment. 
(Press, 2020). 

	The way in which people communicate. Zoom and Microsoft are the new ways in which people are holding meetings compared to face to face and could lead to face to face meetings being a thing of the past (Times,2020). 

	With changes such as working from home more flexible working requests may be made in order to have a better work life balance. 
(CIPD,2020) 

The Furlough scheme is set to stay until April 2021 which will allow businesses to retain more staff and avoid mass redundancies. 
(leglislation.gov, 2020). 

	
The health of workforces in now paramount more than ever. More initiatives such as private health care may come into place with organisations offering to pay for this.  
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Employees health and wellbeing was JCP’s main priority. It was found that engagement from line managers
HR introduced a scheme to check in on all employees mental health and not just " :

work related. The motto implemented was “check in, don’t check up”. were poor, and staff did not feel valued as it was only
Regular surveys took place to understand how employees were feeling. HR they spoke with.

Itis evident that JCP used their strength as an employer and used any opportunity

they could so that the health and wellbeing of its employees were valued. As JCP Line managers could have communicated better with
have focussed on the health and wellbeing of its employees it could lead to staff N i’

becoming more trusting and therefore allowing staff to be more open with HRand  €Mployees, e.g emails to check in or monthly team
their line managers on other areas of work they were concerned with, for eample  meetings.

if they had a heavy workload and were not coping

Redundancies were also a threat, however, JCP had an opportunity to As the UK has entered into a recession and into a national
retain its workforce and therefore implemented a new team to lockdown redundancies were inevitable with the decrease in

support this. demand for services such as commercial services.
Compared to competitors Red Kite who made redundancies as the

market dipped JCP saw an opportunity to see what would happen
(Gower, 2020). This resulted in the residential team not making any
redundancies, redeploying solicitors from other departments and
recruiting more. It can be seen that similar to the hospitality industry,
redundancy only took place where there was genuinely no work to
give due to offices being closed (Partridge, 2020).
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How the government's furlough scheme wili
work over the next few months

Percentage breakdown of wages for furloughed workers

June Government pays 80% up to £2,500 cap
JuIy Government pays 80% up to £2,500 cap

August Government pays 80% up to £2,500 cap

Employer

September Government pays 70% up to £2,190 cap —  pays 10%
Employer
@leile]olsI@ll Government pays 60% up to £1,875 cap — pays20%

Note: Employers will pay National Insurance and pension contributions from August

Source: HM Treasury B|B|C]




