Understanding the Management of Employment Relations – On the job training task

From experience, employee relations at Capita are good but these relationships have obviously been tested during the coronavirus pandemic. Ellis (in Taylor and Woodhams 2016) implies modern organisations must be agile, prepared for uncertainty and prepared for change, conflict and co-operation. 

Luckily, my division at Capita who work in partnership with the British Army were able to supply staff with appropriate equipment in order to work from home. Some colleagues argued that a laptop is not good enough and that desks, chairs and screens were also needed. This type of conflict was managed appropriately as were staff completed personal risk assessments from management were able to identify who needed what. To which, the CIPD (2020) advise this minor issue was solved effectively and interally. Staff were able to speak to their managers to raise their concerns and the CIPD (2021a) disclose employee relations is all about trust. No staff were furloughed within the organisation. Although all staff were given the go ahead to work from home and to this day we are still encouraged to work from home where possible, our contracts and remote working policy has not been updated or changed. Some senior managers, such as my line manager the Recruitment Operations Manager have since had their contracts amended to home workers.

Communication within the organisation has increased massively in my opinion and engagement has improved. Even though the majority of staff started to work from home in agreement with Brown and Serle (2020) the transition period was smooth. There were a lot more communication updates delivered through email and engagement activities which got staff involved such as ‘Christmas Jumper Day’ and ‘The Great Summer Challenge’ were particularly successful. Kendrew (2020) advises organisations need to do things differently in order to engage with employees and Capita have definitely done this. The Great Summer Challenge’ allowed offices, teams and departments to come up with their own challenge to keep them motivated throughout the summer, some completed daily step goals, and others donated to charity. My region walked the entire Welsh coastal path in segments which was pretty impressive, and it was great to come together even though it was separate. I believe this was an excellent example of employee engagement. Even though the pandemic took away the much-needed face to face interaction with colleagues and friends, there are still ways to communicate, and some methods will remain post pandemic. Team meetings became a lot more frequent during the pandemic. Staff were able to communicate via telephone, email, Skype, Microsoft Teams and Zoom. Personally, I believe team meetings happened more often than before the pandemic and some members of staff have found them a bit too much.

It became apparent that employees thrived while working from home and many admitted to working harder. Calnan (2017) states those working from home were more likely to put more hours in and this was noticed. To which, employee health and wellbeing became a hot topic. Staff wellbeing became a priority. Not that it wasn’t important before the pandemic, but it was highlighted along with monitoring mental health and the CIPD (2021c) echo this. There has been a lot of focus on mental health recently and staff were given the opportunity to train to become mental health allies within the organisation, something I have signed up to do in order to support my colleagues and as part of my personal development. 

To my knowledge, there hasn’t been much conflict regarding the pandemic within my organisation. It was sudden and like many organisations, we had to adapt and overcome overnight so giving that, I think it’s gone relatively well. Lazarus (2019) states that management are essential when it comes to employee engagement, and I couldn’t agree more. Throughout the pandemic, my line manager has gone above and beyond to make sure the team are ok and has made reasonable adjustments for particular team members where needed. This links back to the important of a high trust partnership between the employer and employee as suggested by the CIPD (2021a). There is no trade union or union representation within my organisation which follows a unitarism perspective rather than a pluralist approach according to Ellis (in Taylor and Woodhams 2016). With the roll out of the vaccine and the return to the offices, it has been a gradual process and staff have not been rushed into doing some. My line manager has still advised the team we will still be able to work from home as and when needed which the CIPD (2021c) suggest demonstrated great management skills.
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