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[bookmark: _Toc69291674]Executive Summary
The study seeks to identify significant factors which influence Employee Relations within the workplace specifically employees within professional services units, identifying the most significant areas of impact. Swansea University has a workforce of approximately 4000 employees, including a mixture of professional services and academic staff. Currently there are no methods in place to understand the factors which contribute to employee relations issues within the University. The literature gathered will be used to inform the Senior Management Team at Swansea University so that they can build a platform to address the areas which significantly contribute to Employee Relations concerns. Key findings include the critical need for a communication strategy to be embedded within the organisation, upskilling leaders to help their teams understand how to accept the diverse needs and view of others.
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[bookmark: _Toc69291675]Introduction
Swansea University is a public sector organisation which is one of the UKs largest research- led Universities, employing approximately 3800 employees. It consists of 8 academic colleges and 10 professional services directorates (Swansea University, 2018). This study identifies some critical areas that can be considered as having a significant impact on employee relations issues within organisations. Swansea University currently maintains engagement with three Unions who represent a large proportion of employees, these are UCU, Unite and Unison (Swansea University, 2020). An extensive literature review has been conducted exploring the different factors which impact on employee relations and the positive effects that managing employee relations can have on an organisation, specifically Swansea University. Previous studies have identified that positive relationships between employees and their organisation result in fewer employee relations matters such as underperformance, employee retention and absence (Baumruk & Gorman, 2006; Clifton, 2008; Kaliannan & Adjovu, 2015; Markos & Sridevi, 2010; Simha & Vardhan, 2015). 
[bookmark: _Toc69291676]Literature Review
The purpose of this literature review is to explore factors which influence employee relationships within the workplace and identify ways to mitigate employee relations issues.

[bookmark: _Toc69291677]The Role of Employee Relations
Employee relations continues to play a critical role in organisations, defined as “the relationship between employers and employees…. Focus[ing] on both individual and collective relationships in the workplace, with an increasing emphasis on helping line managers establish trust-based relationships with employees” ( CIPD, 2016b). According to The Human Resource Certification Institute employee relations is the development, implementation/administration and evaluation within the workplace which supports the balance of employee/employer needs with their rights (Siler, 2012). When a conflict exists between employees which cannot be resolved informally, leaders engage with HR professionals to mediate and facilitate a positive outcome (Bohlander & Snell, 2004; CIPD, 2016a; SHRM, 2017; Siler, 2012).  
Alagaraja (2010), suggests that HR professionals spend a significant amount of time dealing with conflict in the workplace and this distracts from the more strategic work. Research carried out by CIPD (SHRM, 2015b), shows that four out of ten employees in the UK have experienced workplace conflict and, in most cases, it involved their managers. Studies completed by the Workplace Bullying Institute in 2014 demonstrated that “most workplace bullies continue to be bosses” (SHRM, 2015b, para. 6). Research exploring workplace bullying and aggression found that in most cases the conflict had occurred between the employee and their manager (Henderson, 2013), and through leaders who used their authority and power to bully employees and additionally HR managers (Daniel, 2009). How an organisation deals with employee relations plays a key role in how successfully complaints are resolved, mitigating the risk of court involvement (DelPo & Guerin, 2015). An employment related claim can be expensive and time consuming for employers, requiring resource from legal, HR and in-house witnesses (England, 2015; Guerin, 2016; Norman, 1998; Rivlin, 2001). DelPo & Guerin (2015) suggest organisations may also suffer from negative public relations, poor morale and increased turnover. In contract, employees may suffer both physical and psychological effects results in financial stress, unemployment and depression (Cowan, 2009; March, 2015). HR professionals are responsible for protecting the interests of their employer, including protecting against litigation claims by remaining legally compliant with employment laws (DelPo & Guerin, 2015; Bohlander & Snell, 2004; Siler, 2012). To be a successful HR professional providing this level of protection you must have the ability to coach and influence at all levels of an organisation so that leaders trust and follow your advice (Deloitte, 2011). HR professionals today conduct the critical role of managing conflict within an organisation although this where possible is often shared with competent leaders (Deloitte, 2011; Obeidat et al,.2016; Thompson, 2013). During the past two decades, practitioners and researchers (namely, Cascio, Drucker, Legge, and Ulrich) align the HR profession with strategic work (Carpenter, 2012, p. 41). 
[bookmark: _Toc69291678]Organisational Values 
Studies have sought to identify causes of negative emotions that lead to employee disengagement. Johnson (2016) states that the workforce currently inhabits four generations; Silent, Baby Boomers, Gen X and Gen Y who all have different values and therefore different reasons for disengaging from an organisation. This research is based on Victor Vroom’s Expectancy Theory, which indicates that an individual will choose to behave one way over another if it has a positive result for them personally (Johnson, 2016). Also suggesting that motivating factors of disengagement were due to experiences of poor management, quality of leadership, physical environment, technology and confidence in management. Brolin and Heatherly (2001) state that behaviours such as company contempt, theft approval and the intention to leave employment allow organisations to predict potential employee relations issues and take action to prevent employee defiance. Bonny, Goode and Lacey (2015) carried out studies highlighting disengagement factors which relate to gender suggesting that females are more likely to engage in deviant behaviour in the workplace. However, males are more likely to participate in more severe offences (Bonny et al., 2015).  Disengagement can occur when an employee experiences a break down in the perceived psychological contract between themselves and the organisation, often a result of an employee intending to leave employment or becoming dissatisfied with leadership (Christian & Ellis, 2013). Unethical leadership can also play a significant part in an employee becoming disengaged, leading to an employee behaving unethically themselves and potentially creating a number of employee relations issues (Bonner & Greenbaum, 2016). However unethical leadership may also result in an employee becoming morally disengaged and motivate protection their self-image and to reduce any burden of guilt (Martin et al., 2014).
[bookmark: _Toc69291679]Employee Engagement in Higher Education
Research on levels of engagement for “blue collar” workers, within Higher Education is limited. The research studies that have been carried out include administrators and professional staff. Less research has been conducted into engagement levels for lower skilled roles such as roles employed to improve the physical appearance of the campus however the appearance of the campus plays a critical part influencing student choice. The sustainability of Universities are dependent on student enrolment to operate and the disengagement of employees who are responsible for the presentation of the University may impact on the required enrolment numbers and therefore funding (Campbell & Bigger, 2008; Noel-Lewitz, 2011; Smith, 2005). The culture of Higher Education assigns value in a hierarchical way creating the impression roles at lower grades have the least impact on organisational goals (O’Brien et al., 2004). Higher Education institutions can be perceived as hierarchical, as employees influencing student success directly occupy higher graded roles while the majority of employees who work indirectly influencing student attraction occupy lower graded roles. This culture may lead to employees feeling devalued and less engaged, losing sight of the impact they have on the organisations overall success. Schaufeli, Bakker, and Salanova (2006) suggest that “blue collar” workers are consistently less engaged compared to workers occupying professional roles within higher education. Smerek and Peterson’s (2007) conducted a survey on 2700 employees within a large research led University including the following departments; IT, facilities, operations, finance, human resources and administration. The survey showed that the employees within operations and facilities were by far the most disengaged ranking lower on all environment indicators with the biggest factor being the effectiveness of senior management and opportunities for professional growth. Employees within faculties identified as disengaged, devalued and cynical. There was clear silo behaviour creating a “them vs us” perception to performance on organisational outcomes (Haslam, Eggins, & Reynolds, 2003; O’Brien et al, 2004). As a direct result, these employees were perceived to meet organisational engagement plans with feelings of distrust and general disbelief. In order to change the mind set of these employees it is critical that they feel empowered, valued and included as recognised for contributing positively to organisational goals (Pajares 2006). Van Knippenberg (2000) suggests employees identified themselves in line with the social identity theory. Their view of them being valued or devalued links to how an employee relates personally with the organisation and their colleagues in other areas. The Social identity theory does rely on how aware an employee is of their status within their area and effects overall levels of engagement and performance. For example employees who do not feel appreciated or recognised become less committed to exerting effort to deliver within their area. Resulting in disengagement and identifying with the organisation in a negative way, increasing the risk of employee relations issues. 
[bookmark: _Toc69291680]Motivation- hygiene Theory
The Motivation-hygiene theory is used to facilitate the understanding of employee engagement, it provides an insight into engagement and disengagement by examining the environment within which a task is performed by an employee (Herzberg, 1965).  When assessing commitment and engagement among employees, it is critical to consider both family and work domains, supporting an organisations need to increase the importance of work-life balance initiatives (Alegre et al., 2016).  An employee’s personal life is considered as a factor within the motivation-hygiene theory, indicating that although an employee’s personal life will not create job satisfaction it may create dis-satisfaction (Herzberg, 1965). Supporting the motivation-hygiene theory, Alegre et al. (2016) suggests that when an employee is not satisfied with their work-life balance there is consistently a negative relationship towards their organisation.  
[bookmark: _Toc69291681]Engagement and Employee Relations
Employee Engagement is a critical workplace outcome as engaged employees are more likely to be high performers, have decreased stress levels, lower absenteeism and better relationships with their employer (Steel, Schmidt, Bosco, & Uggerselv, 2019). Employee engagement refers to job satisfaction and an employee’s attitude to the work environment including likes and dislikes (Herzberg, Mausner, & Snyderman, 2007). Engagement is multi-faceted due to the fact that individuals will feel differently about their roles therefore this is evaluated based on their emotions (Yalabik, Rayton, & Rapti, 2017). Some common indicators are leadership, pay, duties, promotion and how the organisation deals with employee relations issues (Gounder & Govender, 2018; Herzberg, 1965; Yalabik et al., 2017).  According to Colquitt et al., (2011) employee engagement is key to the day to day success of an organisation including retaining talented employees, attracting new talent and effective management. Biswas and Mazumber (2017) suggest that increased engagement can have positive effects on the mental and physical wellbeing of employees, leading to increased productivity, reduced absence, lower turnover and positive employee relations. This is supported by Sajid (2017) who suggests that indicators for disengagement are stress, mistakes on the job, intention to quit, absenteeism and increased reporting of employee relations issues. The impact of disengaged employees on an organisation means that human resources are pivotal to managing employee engagement, providing coaching and policy guidance to leaders (Hauff, Richter, & Tressin, 2015).  
[bookmark: _Toc69291682]Organisational Culture
Sears and Humiston (2015), suggest that incivility is a major factor impacting on organisational culture and influencing emotional disengagement. How an employee perceives the culture within the organisation has a significant effect on an employee’s productivity. Leadership is a key influencer in shaping the culture of an organisation (Bono, Foldes, Vinson, & Muros, 2007) as well as developing an employee’s emotional resilience to support stability (Diefendorff, Richard, and Yang, 2008). Mishra (2012) suggests that employees lacking emotional resilience are more likely to become disengaged resulting in underperformance and low productivity. Specifically how an employee identifies with the organisation relates to how they react to a breach of the psychological contract which forms between the employee and the organisation/leadership (McGrath, Millward, and Banks, 2015). Incivility has been defined as behaviour outside of expected workplace conduct, the intend to cause harm is typically not clear (Porath & Pearson, 2012). Organisational culture is negatively effected by workplace incivility which sometimes manifests as rude behaviour or disrespect also referred to as deviant behaviour (Sears & Humiston, 2015).  Porath and Pearson (2012) suggest that these types of behaviours are demonstrated by leaders within an organisation more often than employees. Consequences of incivility can be widespread across the organisation lowering productivity and increasing staff turnover by 12% (Porath & Pearson, 2012). High levels of emotional intelligence amongst leaders help to mitigate the effects of a negative workplace environment, adopting strategies and coping mechanisms to regulate emotions (Rispens & Demerouti, 2016). Some researchers  believe that employees with high levels of emotional intelligence and engagement were able to detach from workplace conflict (Duefendirff et al. 2008). Pastor (2014) believes there are strong links between emotional intelligence and performance suggesting that it is critical that an organisation focusses on how to increase the levels of emotional intelligence within leadership teams.  It has been suggested that investing in the growth of an employee’s emotional intelligence will have significantly positive effects on the organisational culture (Wong and Law 2002). 
According to Powell (2018) an unhealthy organisational culture will impact negatively on employee retention and that organisations must drive change by encouraging employee voice. A recent example of unhealthy culture is fashion giant Boohoo, facing allegations of "lockdown breaches, exploitation, and modern slavery" over working conditions and pay. Reports have suggested that workers in Central England were being paid below minimum wage and being put at risk of COVID, it was found that although Boohoo had adopted unacceptable practices, they had not broken the law and were not exploiting employees intentionally. (Dean, G 2020).
Locke & Latham (2018) suggests management teams are responsible for nurturing their employees, creating an environment where profitability and productivity are components such as materials, money, equipment and human capital all playing a key role in the economics ends. Drucker (2017) suggests that providing individual objectives to employees helps direct their creative energy towards organisational goals. Drucker (2017) also believes that the relationship between a manager and employee is one capable of releasing potential, encouraging growth and removing obstacles. Clampitt (2017) suggests that an employee builds trusting relationships through positive interactions with leaders, indicating effective communication and collaboration with the organisation and fewer employee relations issues. Colquitt, LePine, & Wesson (2011) suggest that organisations need leaders who have the communication skills to harness and stimulate an employee’s ideas through working as a team. According to Young-Hyman (2017) employee relations are impacted positively by leaders who facilitate employee development, through coaching, career progression and increased responsibility.
[bookmark: _Toc69291683]Work-life balance 
Work-life balance suggests the balance between family and work life which allow employees to sufficiently meet demands of both (Casper et al., 2018). Achieving this balance will depend on an individual’s attitude to their role and the interactions between family and work domains (Qu & Zhao, 2012). The significance of work-life balance within an organisation is growing because of the effect it can have on an employee’s relationship with their employer (Omran, 2016), including attitudes towards employee relations issues (Fan, 2018). Work-life balance is vital, as a positive work-life balance fosters productive behaviours which prevent negative employee relationships and workplace conflict (Bhalla, 2016). Research suggests that work-life balance can mediate relationships between workplace conflict and job satisfaction (Pattusamy & Jacob, 2015; Taşdelen-Karçkay and Bakalım, 2017).  Women currently occupy nearly 50% of the existing workforce causing an increasing prevalence for work-life balance (Chen & Fulmer, 2018). Changing workforce demographics has grown an organisations intention understand employee relationships and address work-life balance issues by introducing initiatives which support employees achieve the right balance. 
[bookmark: _Toc69291684]Unionism
The industrial relations literature found on unionism describes the critical role Trade Unions play in organisations (Earle & Pencavel, 1990). Historically unions focused on the length of an employee’s day and working week, more recently they support employee relations issues such as annual leave, absence, and outsourcing to name a few (Bryson & Forth, 2011).  Unions were previously known for representing workers within lower skilled roles however unions are increasingly representing employees with higher levels of education and higher salaried roles (Farber et al., 2018). Evolving employment laws over the past 5 decades have seen a decline in union membership and coverage however they are still perceived as critical to the regulation of issues within the labour market (Andrews et al., 1998). Previous research has demonstrated that more employees who are not members of the union work in organisations covered by a union agreement and conversely more employees who are members work within organisations that are not engaged with any unions (Bryson et al., 2017).
[bookmark: _Toc69291685]Communication and Employee Relations
High performing organisations all have key principles in common, a one team ethos aimed to 1) deliver effective communication 2) address issues to create a healthy environment to work in 3) value staff, recognising their contribution 4) create an environment where colleagues understand what is expected of them and have the ability to both receive and give appropriate feedback. Whitener et. al. (1998) suggests that managers who work with a one team ethos, encouraging open communication and showing a genuine interest in their staff are valued significantly more than managers who do not.  Gallup (Clifton & Harter, 2019) suggest that individuals don’t leave organisations they leave managers, this is supported with previous research that managers play a key part in an individual’s engagement level (Buckingham, 1999; Coffman, 2002; Collins, 2001; Becker & Huselid, 1998). By 1975 approximately 200 books were published exploring managing and leading and by 1977 it was more than tripled and has continued to grow at pace (Buckingham &Coffman, 1999).  There are more than 9000 different languages, communication systems and principles being used to explain leadership and management (Coffman & Molina, 2002). 
Barnlund, (2017) believes effective communication strategies used within organisations play a significant role in creating a positive working environment. His studies focus on the managerial challenges and how communication strategies can result in improved employee relations, specifically within the following areas of business; recruiting, training, competency and multigenerational employees Lewis & Wescott (2017). Kaliannan et. al.  (2016) suggests it is critical for organisations to provide millennial workers with the skills they need to replace the retiring baby boomers. Exploring how managers bridge the knowledge gap by creating communication strategies to improve employee relations by supporting the transfer of information between baby boomers and the millennials. However according to Mintzberg (2011), motivation is impacted by all areas of an organisation and believes it is important for each person to gain their motivation from different combinations of transformational and transactional factors. Mortensen (2017) maintained that all employees have differences, maybe as a result of generational ideals and having an effective communication strategy is critical to managing effective employee relations. Drucker (2017), indicates that understanding an employee’s strengths has not always been a priority and that leaders often focus on their employees’ weaknesses. Additionally, Drucker (2017), noted that developing an awareness of your own strengths is an essential stage to maximising your own contribution in the workplace and employees who engage with feedback are more likely to recognise areas of weakness and take action to develop. Concluding that the best way to improve a perceived area of weakness is through self-awareness. Self-assessment is an approach which enables an individual to remain connected with one’s self. Awareness of others and self-awareness is an understanding that at times it is beneficial to assess your own behaviours, objectives and goals. (Scott, 2013) suggest that for an employee to be truly engaged their goals and objectives must align with the overarching organisational goals. According to Colquitt, LePine, & Wesson (2011) it is the responsibility of management to help their employees recognise their development areas and to provide them with the tools to improve.
Miller (2015) suggests that leaders who communicate effectively have better relationships with their employees reducing the amount of employee relations issues and enabling a more productive workforce. (Benson, Tunga, & Saridakis, 2017) state that a leader’s communication strategy strongly influences employee relations in organisations. Colquitt et al., (2011) suggests that effective communication strategies developed within organisations will lead to improved interactions between employees and their leaders, in turn reducing employee relations issues including workplace conflict.
The performance of leaders is imperative to the profitability of an organisation placing more value on human capital by ensuring effective leadership, motivation, resilience, organisational culture, development and communication (Robbins & Judge, 2016). According to Powell (2018) organisations would benefit from developing a peer mentoring programme, this will provide an opportunity for colleagues to learn from each other and encourage positive working relationships.








[bookmark: _Toc69291686]Findings
A SWOT analysis can help understand the internal and external environment that an organisation operates within and develop effective strategies to improve positions in the market and can facilitate strategic decisions to be made quickly with little expense in an evolving landscape (Everett, 2014).
[bookmark: _Toc69291687]Strengths 
Swansea University own several family friendly policies and drive initiatives to enable a positive work-life balance sponsoring equality to ensure gender is not a barrier to achieving a positive balance (Swansea University, 2020). Research suggests that work-life balance and career progression are key factors in facilitating positive engagement which in turn reduces workplace conflict and employee relations issues (Christiana & Rajan, 2014; Gounder & Govender, 2018; Haar et al., 2014). 
[bookmark: _Toc69291688]Academic Promotion: To promote diverse, high quality academic colleagues
Swansea University (SU) do employ a promotion process for academic staff ensuring suitable recognition for achievements encouraging the retention of talented colleagues (Swansea University, 2021). As at March 2021 SU have completed the annual round of Academic Promotions where applications are objectively considered fairly. SU continue to positively enable equality, diversity and inclusion across all areas, of the successful applicants: 
· 156 applications received 2021 compared to 153 applications 2020.
· 50% increase in total applications since 2015
· 62% increase in female applicants and 43% increase in male applicants since 2015
· Number of Black, Asian, and Minority Ethnic (BAME) applicants stayed the same and 84% increase in white applicants since 2015.

[bookmark: _Toc69291689]Weaknesses 
[bookmark: _Toc66719766]Research suggests that practices implemented by human resources play a part in influencing employee engagement, these include; training and development, recruitment and selection, management of employee relations and performance appraisals (M.A. Khan et al., 2019; Uddin et al., 2017). Swansea University currently invest in unconscious bias training aimed to raise awareness of a colleague’s unconscious bias and potentially impact positively on employee relations cases. The completion rates below demonstrate the levels of engagement with the training and essentially the opportunity to increase awareness. Currently the training is only mandatory for professional services staff although the academic community would benefit from engagement with the module.








[bookmark: _Toc69291690]Overview of completion rate for current eligible Professional Services employees participating in the Unconscious Bias e-learning online course.

· 86% of all Professional Services Staff in Directorates have completed the Unconscious Bias e-learning training.
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[bookmark: _Toc69291691]Opportunities
A critical element of the COVID response has been internal communication which has enabled the University’s largely remote working staff to keep up to date and well-informed about the University actions. This includes: 
[bookmark: _Toc66719754][image: ]
[bookmark: _Toc69291692]Annual Professional Development Review 2020 (PDR) 
SU currently implement an annual and interim professional development review (PDR) framework which gives employees an opportunity to discuss training and development needs, reviewing progress against set actions in line with the strategic business goals. The PDR is aimed to enable to development of existing talent promoting an agile and capable workforce.
· 99% (2826 colleagues) Annual PDRs were completed between 1st September 2020 and 30th November 2020.
· The aim is to achieve 100% Interim PDR completion from 1st March to 31st May 2021.
· HR colleagues work in partnership with leaders in each Faculty/Directorate to achieve this outcome. Providing coaching to enable a meaningful PDR discussion, the quality of the PDR must be explored to ensure a discussion is held that is aligned to strategic business outcomes.

[image: ]

[bookmark: _Toc69291693]Threats
Over the last 12 months Swansea University has seen a decrease in Employee Relations issues which has allowed more resource to support cases, in turn enabling a quicker resolution time. The impact of COVID on Employee Relations (ER) at Swansea University will be explored over the next 12 months as this is currently not known.

Swansea University Closed Conduct Cases
Swansea University 
Closed Grievance Cases
Swansea University 
Closed Appeals
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[bookmark: _Toc66719751][bookmark: _Toc69291694]Closed Conduct Cases: 
· 2017 - 2019- Legacy situation of excessive number of working days to complete, entrenched in cultural challenges in progressing conduct investigations with pace.
· [bookmark: _Toc66719752]Since 2019– Average number of working days to complete reduced from 133 to 82.

[bookmark: _Toc69291695]Closed Grievance Cases:
· 2017 - 2019 Legacy situation of excessive number of working days to complete. Culturally, grievances proved to be even more challenging to address as seen as a cultural expectancy. 
· Since 2019 - Average number of working days to complete reduced from 136 to 64.

[bookmark: _Toc66719753][bookmark: _Toc69291696]Closed Appeals Cases:
· 2017 - 2019 Legacy situation of excessive number of working days to complete. Culturally there were challenges in progressing appeals within the required timeframe.
· Since 2020– Average number of working days reduced from 63 to 37.

[bookmark: _Toc69291697]Conclusion
Clampitt (2017), supported that employees who have positive interactions with their leaders are more likely to build trusting relationships and can be considered an accurate indication of where there is effective communication as this builds stronger collaboration between an employee and an organisation. Clampitt (2017) also suggested that support and communication are critical to an organisation achieving employee engagement and fewer employee relations issues. Young-Hyman (2017) agrees that when leaders provide employees with opportunities such as career progression, coaching and responsibility, it will increase communication and trust which can also positively influence employee relations within an organisation. Zheng (2016) suggested that an unhealthy organisational culture is much more likely to have high employee turnover, absence rates, stress creating significant employee relations issues. According to Kuvaas & Dysvik (2009) leaders should maintain visibility and communicate in an open way creating opportunities for employees to problem solve and play a part in organisational decision making. Abstein & Spieth (2014) support the theory that a positive organisational culture can create a strong network of employees who encounter less employee relations issues. Leaders require communication skills to deal with day to day job demands including workplace conflict and other employee relations (Yili & Zhou, 2017). Findings from this report directly relate to the literature used to identify significant factors influencing employee relations. Drucker (2017), states that successful leaders must understand how motivation and engagement can impact on the stability of an organisation including employee relations. Also adding that leaders must learn communication skills and use them to help their employees understand how to work harmoniously with co-workers who have different opinions to their own, improving employee relationships.



[bookmark: _Toc69291698]Recommendations
The research conducted in this study is aimed to help the Senior Leadership Team at Swansea University identify strategies to improve employee relations. Mrudula (2006) suggests that employee relations issues are costly to an organisation, decreasing productivity and negatively impacting morale. 
Recommendation 1 involves implementing effective, sustainable communication strategies that will improve employee relations. Colquitt, LePine, & Wesson (2011), suggest that employee engagement continues to be an aspiration between organisations and their employees and adds that some researchers indicate that employee engagement is a continued obligation between employees and organisations which in turn will create positive employee relations. According to (Colquitt et al., 2011) employee engagement is key to the delivery of day to day objectives, attracting new talent and the retention of existing employees. Organisational leaders in Swansea University would benefit from implementing and maintaining an effective communication strategy aimed to improve employee relations, introducing: an open-door policy, opportunities for employees to provide feedback and additionally an honest and transparent strategy. During the pandemic communication has been critical to the delivery of University objectives. Remote working has made effective communication essential to provide employees with the support they need to deliver in very different circumstances. Critically, effective communication strategies will support improved relations between subordinates and their leaders
Recommendation 2 is based on previous research which suggests that employees and leaders who understand their environment are able to balance cultural differences with the needs of the organisation (Robbins & Judge 2016) also adding that some organisations face challenges providing leaders with the resources needed to develop their knowledge of communications issues and best practice.  To support this Powell (2018) suggests organisations should consider mentor programmes which encourage peer mentoring. Managers should be given time to spend developing internal programs such as cultural workshops focusing on shared values, assumptions, beliefs, behaviours and expectations aimed at improving employee relationships with peers and leaders. Consistently reaching out to employees for feedback to ensure effectiveness of the program (Powell, 2018).
Recommendation 3 indicates that for leaders to positively influence employee relations they must focus on engaging their employees. Locke & Latham (2018) suggests that management are key to influencing an organisations success as they are responsible for essential components such as money, people, equipment and materials. Locke & Latham (2018) adds that without proactive management intervention employees may become resistant to align with the organisational needs. The PDR is an opportunity for leaders to engage with their employees, using this time to focus on their needs and aspirations and how they align to the goals of the organisation. All line managers will be encouraged to carry out a PDR with their employees, with the support of HR to provide coaching on potential discussion points including, employee relations issues, attendance and performance.
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	Ref.
	Recommendation
	Key Action
	Person Responsible
	By When
	Resources Required/ Cost
	Strategic Impact

	1
	Implement and maintain a fit for purpose communication strategy 
	Senior Leadership team engagement to discuss a communication strategy that will be reliable, meaningful and regular. 

Pilot a communication strategy to employees gaining feedback on methods used to ensure maximum effectiveness and reach.
	Swansea University Senior Leadership Team and Senior HR Leaders

Senior HR Leaders 
	01/05/21

01/05/21
	Internal Resource -
No Cost



Internal Resource -
No Cost

	Reduced Employee Relations issues, supporting the retention of high-quality academics, invested in research and teaching to teach our students
and increase SUs opportunity for student recruitment. 

	2
	Create a leadership development framework
	HR to propose a framework which incorporates implementation of the Faculty People Strategy. 
· Consideration to Peer Mentoring, internal programs such as cultural workshops focusing on shared values, assumptions, beliefs, behaviours and expectations aimed at improving employee relationships


Engage with the Senior Leadership team to ensure the consideration of strategic business and financial planning. 
	Senior HR Leaders 





Swansea University Senior Leadership Team and Senior HR Leaders
	01/07/21

	Internal Resource -
No Cost

Delivery for senior executive employees may accrue some cost depending on the level. i.e 1:1 quality external executive coach based on individual leadership outcomes and supported by 3-way contracting would cost between £500 to £1475 per two-hour session per session.


	Development and successful implementation of a people strategy for the Faculty with equality, diversity and inclusivity at its heart


	3.
	100% meaningful PDR (Professional Development Review) completion.

	Senior leaders to lead communication and set expectations around the completion of PDRs.

HRBP and HRA to upskill LMs enabling them to have meaningful developmental conversations with their employees, where they can identify areas of growth, underperformance and recognise areas of strength. Following the completion of the PDR HR leaders will “dip test the quality” to ensure meaningful discussions are held and documented appropriately.

HRBP to identify areas of upskilling and compile a Business Case to request training/development on areas of concern, engaging with L&D colleagues throughout.
	Senior leadership team and HR professionals including HRBP/HRA/L&D
	31/5/2021
	Utilise training budget of £200 per employee per year

	Colleagues feel valued, developed and appreciated, leading to increased engagement, retention of talent, reduced absence, less employee relations issues and increased productivity. 
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