
























Executive Summary 

Within this report there is a discussion surrounding employment relations, the concepts and how they should be managed or applied to an organisation. These concepts are applied to the events of the Coronavirus pandemic to analyse how the employment relationship may have been impacted as a result of the different challenges the pandemic has created. This analysis was then applied to how G D Harries & Sons responded to the pandemic and practices that would have impacted the ER within the organisation. The result of the report concludes with recommendations that would enable GDH to improve ER within the organisation as a result of the findings produced. 
Abbreviations:

· Employment Relations – ER
· Trade Union – TU
· G D Harries & Sons – GDH
· Coronavirus – COVID-19
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1.0 Introduction 

Employment Relations (ER) refers to the relationship between the relationship which is created between the employee and the employer, however, as discussed by the CIPD (2019) this can now be seen on a more individual basis as well as collective relationships. Within this report there will be a discussion on the impact that macro factors have on ER (most specifically the coronavirus (Covid-19) pandemic) and how a company such as G D Harries (GDH) could effectively adapt ER as a result of the changes taking into consideration aspects such as best practice. The result of the report will provide GDH with recommendations as to how to manage ER relations in the future as a result of their response to Covid-19. 
GDH provide aggregates, concrete and tarmac from six quarries throughout Wales for construction and highway maintenance programmes (GDHarries.biz, no date). Established in 1977 the company originally began as a small haulage and plant hire operator but has experienced rapid growth over the last decade as they now own nine locations including quarries, tarmac and concrete plants. Their overall vision for the future is to retain and expand on their customer base while continuing the growth of the company, which will be emphasised by Sigma Roc who acquired the company in 2020. The business operates with around 250 employees who undertake a number of different roles from different departments including transportation, civils, operatives etc. Throughout the pandemic the business operated as normal as possible with only a few departments such as civils being unable to work under the original lockdown restrictions. 
The general macro factors will be highlighted in the PESTLE analysis (Appendix 6.1) that would have impacted on the organisation which would result in changes in ER. The PESTLE also highlights megatrends and megatrends would be seen as major changes that have a global impact and usually shift individual, social and technological structures which can then have major knock-on effects to how future markets (Hessel, 2014, p.99).
2.0 Literature Review 
2.1 History of ER and Trade Unions  

Hall and Purcell (2012, p. 1) stated that the history of ER and the consultation between employee and employer whether it be in an individual context or a collective can go back as far as 150 years but has always been quite difficult to define. On the other hand, although throughout the history of ER these consultations have been present there are barriers that can prevent the success of these interactions such as differing expectations. 
In terms of the history of ER within the UK, when looking at industrial relations a radical pluralist approach would have been adopted (Ackers, 2014, p.2608). Issues with radical pluralism is that it can put an emphasis on power and employers being provided with opportunities to further their own goals, this puts an emphasis on the need for trade unions (TU) as it provides the employees with a sense of power and opportunity to express their voice as a collective (Labour Unions, no date). However, in more recent years the power of TUs themselves has diminished due to tighter legislation and the change in job trends such as an increase in gig economy and self-employment (Independent, 2018). TUs also seem to have less influence over the creation of new policies, within a CIPD research report (2017, p.15) it was found that the steady decline of manufacturing employees using TUs who typically were part of a sector that was highly unionised has resulted in them having less influence over the states policy making procedures. It can be argued that the decline in the use of TUs is just resulting in weaking a force that was holding work and employment relationships together (Kochan et al, 2019, p.7) 
TUs provide a way for employees to act together as a way to ensure their employer will listen to what they have to say, it can be seen as an effective way for employees to win a better deal at work (TU Congress, no date). Within GDH we are mostly a non-unionised organisation, which reflects the findings of Parkinson (2019) who discussed that TUs are being used significantly less than in previous decades which is down to employees struggling to see the benefits of using TUs. This benefits GDH as an organisation as it means our ER practices become a lot more personal and individualised, however, there are a small number of employees within the business that are a part of a TU. Sharp (2019) stated that good HR operations are displacing the need for TUs and with the increase in the demand for HR with all of the changes in the workplace brought along by Covid-19 (Modgil, 2020) employees may look to HR departments to create some certainty surrounding their personal work which creates opportunities to develop ER within a business.   
2.2 COVID-19 

COVID-19 began to make an impact within the UK at the beginning of 2020 and when the cases began to increase, with around 400-500 cases appearing at the beginning of March we have seen a huge increase in the number of cases over the year with over 20,000 cases being reported on some days in October (Gov.uk, 2020). 
There was a shift in the way workplaces operate with millions working from home with many employees looking for flexible working indefinitely as a result of the pandemic (Partridge, 2020). Employers have begun to adapt to an increase in the desire for flexible working opportunities as 44% employers now having some kind of flexible working policy in place (Yildirmaz and Klein, 2020, p. 14). Additionally, only 34% of UK workers who had the opportunity to return to the office have actually done so with many employers looking to work from home indefinitely (Seal, 2020). As a result of this some employees actually feel they have a better work-life balance with the option of flexible working introduced as a result of the pandemic and feeling that they are trusted by their employer means they are just as effective and productive (Lundberg, 2020). A study by Brown et al (2015) found a link between employee trust and workplace performance, from an ER perspective it would be important for managers to understand that putting trust into their employees may result in positive performance. Home working and allowing employees to manage their own activities and goals could amplify trust between employees and managers (Davis, 2020). 
The pandemic has encouraged governments to think ahead towards a post-pandemic working environment, MP’s have considered implementing a 4-day working week to help combat the economic crisis we are left in as a result of the pandemic and to reduce stress while boosting mental health (Murray, 2020), this is also something which is beginning to be advised by TUs in countries such as Germany (World Economic Forum, 2020). However, as found by the Independent (2018) the power of TUs influence on such decisions have diminished over the years so implementation of 4-day working week is more likely to lie in the hands of the government. The government are a key influence over ER through the construction, passing and implementation of laws and policies (Danshaw Consulting, no date).
Naveen (2017) expressed that being inflexible within the workplace environment is a contributor to poor mental health as well as having the lack of communication between colleagues, which are two of the many aspects of the workplace which would have been altered by the pandemic. Looking further into the lack of communication between those working from home, a report by Deloitte Insights (2020, p.26) expressed that virtual workers felt that one of the biggest challenges when working at home would be loneliness. The pandemic in itself proved to have a massive negative impact on employee’s mental health, for example, nine in ten of ambulance workers had experienced stress or bad mental health which resulted in higher absences (Kirk, 2020). Barr et al (2012) found that increases in unemployment related to the recession of 2008 resulted in an increase in the suicide rates (especially in men), for every 10% increase in the rate of unemployed men there seemed to be a 1.4% increase in male suicide rates. With statistics showing the impact a recession can have on the mental health of people throughout the UK, this would be important to take note of as the UK has found itself in a recession for the first time in 11 years since the previous 2008 recession (Chan and Plummer, 2020).  The importance for managers and employers to communicate more effectively throughout the pandemic or when managing a larger workload/tighter deadline has been highlighted as questions surrounding how their employees feel about their workload should be asked as a way to avoid burnout (PagePersonell, no date). 
2.3 Employee Relations During COVID-19

Businesses throughout the UK were faced with uncertainty with the beginning of the Covid-19 pandemic at the beginning of 2020 with the first confirmed cases appearing in the UK at the end of January (Perraudin and Weaver, 2020). With the country going into lockdown, schemes such as the COVID-19 Job Retention Scheme (Gov.uk, 2020) also known as furlough were implemented and working from home was encouraged as a way to keep people employed and the economy moving with 9.6 million benefiting from the furlough scheme at some point or another (Plummer and Palumbo, 2020). The change in working environments influenced the thinking of managers, who are a key party in the employment relationship, as shown in Appendix 6.1 managers began to have a more positive outlook on implementing flexible working policies in the workplace (University of Birmingham, 2020). 
The uncertainty surrounding the pandemic meant that those businesses that plan for the long-term would have made plans to make redundancies before other options were introduced by the government which has pushed many either into unemployment or facing uncertainty surrounding their job security (Webber, 2020). Even though redundancies under circumstances such as a global pandemic might seem an essential part of long-term planning, there are many ways for businesses to take steps to avoid making these job cuts such as redeployment, reducing hours or cutting pay or benefits (Palmer, 2020). Virgin would be an example of a company that redeployed staff to avoid job cuts, hundreds of Virgin employees were sent to perform different roles within the NHS to provide additional support (Steere, 2020). Wilson et al (2020) enhanced the importance of the employer’s role in acknowledging the anxieties that employees make have surrounding their job security that arise from situations such as Covid-19. 
2.4 Best Practice and Theories of ER 

The main purpose of ER is to ensure that the people practices within an organisation create and maintain positive working relationships and that these practices are fair and transparent to employees (CIPD, no date). The role of personnel within ER would be to create a sense of trust between the organisation and the employee, these procedures can be built into the organisations strategy to benefit both the employee and the employee. However, as pointed out by Bennett et al (2020) employers tend to have much more bargaining power in terms of ER as they are in the more powerful position. Even though the power balance may be unequal employers should make the effort to use policies to create stability for their employees and create a stronger ER between them. 
According to the CIPD (2020) one of the key aspects of maintaining good ER is to ensure managers are effectively trained in order to create those effective working relationships. Areas that managers should focus on directly revolve around team working and change management to enable to them to keep employees motivated and engaged. In organisations within the UK where managers feel they have not been sufficiently trained to build healthy working relationships 56% feel that they have received enough support from their managers in terms of training, however, 82% feel they have received enough support when they do receive the appropriate training (CIPD, 2020, p.9). Acas (no date) highlighted that all front-line managers whether it be line managers, supervisors or team leaders they all have an influence over staff motivation and performance. This shows the importance with the role of managers and ensuring that they are sufficiently trained to create good working relationships to work towards the objectives of the business while ensuring they themselves feel confident and supported in their positions. 
ER requires HR personnel to take up multiple roles such as supporting through restructure, enhancing engagement and efficiently dealing with any disputes (CIPD, no date). Additionally, set in the Good Work Plan (HM Revenue, 2018, p.11) the government are looking to ensure employers are able to offer individuals sufficient opportunities to develop and progress during their employment by setting this is an objective within their industrial strategy. An organisation should offer opportunities that speak to the employee’s passion and purpose, opportunities that don’t fit these criteria may result in high-skilled workers leaving the organisation (Schrage et al, 2020). Smith et al (2008, p.27) performed a study that looked into retaining staff and in one case study found that the organisation arranging professional development opportunities for them was one of the main reasons why they stayed with the company, this shows that for some a good ER relationship can come through being provided equal opportunities by the employer to further develop within their role. 
Until 2020, the UK had not experienced a recession since GDP fell by 1.5% in the last three months of 2020 (BBC News, 2009). It took the country around 5 years to officially recover from the recession and the economy was 11% bigger in 2018 than it was before the recession began (Office for National Statistics, 2018). This would explain why the UK is being faced with an increase in the number of redundancies with 11.3 per 1,000 employees being made redundant in between the months of July and September (Office of National Statistics, 2020). Countries such as the US have experienced huge loses within their job markets resulting in as many as around 787,000 people applying for benefits in one week (Sainato, 2020). The UK have made efforts to reduce the increase through programmes such as furlough, freezing recruitment, aspects such as wage flexibility and redundancies (CIPD, 2020, p.4).  However, many companies within the UK have had to make plans for the future which may include job cuts as a way to save money, for example, the National Trust announced 514 compulsory redundancies in the wake on the pandemic to allow them to maintain their conservation projects in the coming years (National Trust, 2020). 
Employees experience fears and stress surrounding their job security as they become aware that many organisations have been forced to turn to redundancies and making job cuts in some areas of their businesses (CIPD, 2020). Before a company turns directly to creating redundancies, they should consider other ways to keep individuals within their organisation employed, according to Acas (no date) this could done through methods such as reducing working hours or redistributing staff. During the COVID-19 outbreak some companies were seen to complete abandon their employees and seemingly made no effort to avoid job cuts. For example, J.D Weatherspoon’s were one of the companies to come under fire for ‘abandoning’ their 43,000 workers by refusing to pay wages and the chairman, Tim Martin, stated that their workers should look for work in Tesco (Davies, 2020). A study by institute of employment studies (no date) discussed the negative impact that downsizing can have on employee morale, this could damage the employment relationship as trust in the employer may begin to falter. Further in this study (Institute of employment studies, 2020) it was found that there are strategies employers can adopt to try and combat this issue with morale and find ways to maintain the employment relationship. It would be suggested that employers should think of the variety of responses that may arise from a downsizing situation, how they can monitor the levels of morale in their employees and evaluate the impact of a decrease in moral. 
2.5 Managing Conflict, Culture and Communication 

Acas (no date) highlight the importance in dealing with any workplace conflicts that are expressed by employees and ensuring they are fully explored as a way to keep a good working relationship with their employees. This should be a process where the employee expresses the issue and openly discusses what they feel could be done to improve the situation and the employer provides them with their thoughts and solutions on the matter which should be listened to by the employee. Acas (no date) explained that in best practice this process should be kept on record as to how it was resolved and what next steps were agreed as well as following up to ensure the matter is resolved. Meier (2020) discussed that the most effective working teams thrive on cooperation and some conflicts can arise when different members of a team tackle a task in different ways. Bray et al (2019, p.3) also agreed that cooperation is a key part of an effective employment relationship, and in order to have effective cooperation stakeholder visions of cooperation must be aligned rather than a business just relying on processes and structures as a way to sustain cooperation. When looking at Appendix 6.1 Wittbold et al (2020) discussed that communication is made easier through mediums such as Skype and Microsoft Teams being used more frequently as a result of the pandemic but verbal communication is still an easier way to explain complex issues. This suggests that when dealing with a complex issue such as cooperation and communication it may be more effective to discuss this between stakeholders verbally to ensure all visions of what cooperation in the organisation should look like. Amphlett (2019) discussed that an employee relationship breakdown can affect the performance of the employee, a breakdown could be caused from a lack of flexibility or cooperation from the employer to meet the personal requirements of the employee such as childcare. However, some working environments would prevent home working from being an option, for example, in a working environment such as Tesco PLC (no date) with majority of their roles being predominately in store they enforced social distancing and restrictions throughout the pandemic but home working couldn’t have been an option for many employees.  
3.0 Findings 

Findings are based on the SWOT analysis (Appendix 6.2) which was based on how GDH responded to the COVID-19 outbreak in contrast to other organisations. 
As identified in Appendix 6.2 one strength GDH had throughout the pandemic was that a large number of employees were able to work as normal and retain their normal amount of pay. However, due to lack of strategies surrounding unexpected events such as the Covid-19 pandemic, redundancies and job cuts were implemented as a way to combat the financial damage caused by the pandemic as did many other companies such as Sainsburys and John Lewis (Butler et al, 2020). The TUC (2020) advised businesses at the beginning of the pandemic to avoid redundancies and protect as many jobs as possible as a way to protect workers in the midst of crisis and the future of the business. In addition, unions such as Usdaw are still currently advising large organisations such as Sainsbury’s to redistribute their staff instead of making them redundant (Lazenby, 2020).  As a way to retain talent and refrain from affecting employee moral GDH in future could consider redistribution as a way to combat being faced with job cuts. Paul (2017) stated that redeployment would be a strong aspect of a talent retaining strategy as it is a way to keep the most-skilled and valuable team members within your business.  An additional threat for GDH (Appendix 6.2) surrounded the fact that redundancies within a business can affect the morale and job security of those throughout the organisation (Wilson, 2020), therefore, finding alternative routes could avoid these feelings of uncertainty. 
Smith (2020) highlighted a piece of research that found that even after the pandemic around a quarter employee within the UK still aren’t happy with the flexible working options that the organisation has provided them with. When assessing GDH’s response to the pandemic one of the key weaknesses was the lack of technology and opportunity for home/flexible working, which as noted by Smith (2020) caused some unhappiness with some workers. Some larger organisations such as Facebook have considered the matter on flexible working in the long term and are expecting half of their employees to work remotely for the next 10 years (Koran and agencies, 2020).  Referring back to Davis (2020) findings that allowing employees to manage their own activities can amplify trust in the employee relationship between the manager and employees, it would be an effective way for GDH to build effective ER and create a greater sense of autonomy. One of the threats which were identified in Appendix 6.2 was that due to the lack of flexible working that currently exists within GDH it may cause employees to look for new employment that can provide them with the flexibility and autonomy that they are looking for. 
In Appendix 6.1 it was identified by Wittbold et al (2020) that non-verbal communication has been made easier with new technologies such as online video conferencing through medias such as Skype becoming more popular. Due to many still being in work GDH did not fully take advantage of using non-verbal communication, however, throughout the pandemic there seemed to be an increase in lack of communication between departments and highlighted poor communications between managers and employees, particularly those that were placed on the furlough scheme. Lack of communication can lead to ER breakdowns and as Amphlett (2019) discussed this can have a knock-on effect to employee performance. Ryding (2020) added to this as he talked about the importance throughout the pandemic of leaders and managers within an organisation being provided and applying training in order to communicate with employees about any issues they may be having as a way to avoid communication barriers and conflict.  As seen in the SWOT (Appendix 6.2) for GDH this would provide an opportunity for them to train line managers, supervisors and team leaders as a way for them to better communicate with those who work under them and how to deal with any conflicts that may arise. Google have an exceptional reputation for implementing good communication and trust throughout their organisation by including all employees in all updates and information surrounding the business, as well as all top management operating with open door policies (Schwantes, 2016). 
4.0 Conclusions 

One of the first challenges that GDH faced was that they had not made a strategy surrounding a situation such as Covid-19, which meant they didn’t have the resources and equipment to implement home/flexible working at the required scale throughout the pandemic. For some employees this created a negative outlook on the management of the business which impacted on the ER and there was an increase in stress, this supports what Naveen (2017) stated that inflexibility can have a negative impact on employee mental health. Additionally, there were individuals within the business that took part in the COVID-19 Job Retention Scheme (gov.uk, 2020), however, this did put further strain and responsibility of those who were continuing to work. There is an importance for managers in a business such as GDH to effectively communicate and ensure employees aren’t overwhelmed with their workload to avoid the existing employees in the business from burnout as a result of adopting the workload of those on furlough (PagePersonell, no date). 
Managers need effective training in order to be able to effectively communicate and handle any conflicts within the workplace as managers within an organisation are key to employee performance and motivation (Acas, no date). GDH managers are trained regularly on matters such as health and safety but not necessarily in communication or handling conflict. Throughout the pandemic top-down communication and communicating with those who were on the furlough scheme was poor, as Meier (2020) discussed this communication is key to effective team working so this lack of communication between management and team members lead to a decrease in motivation and morale. Employees feeling as though they cannot rely on management or colleagues to effectively communicate with them can result in a relationship breakdown which can again affect employee performance (Amphlett, 2019) and conflict could potentially arise. Top management within the organisation haven’t been effectively distributing key information throughout the business throughout the pandemic such as regular email/updates surrounding the steps they are taking to reduce the spread of COVID-19, which may be worthwhile when you consider top organisations such as Google have a transparent approach to communication (Schwantes, 2016).  There are certain barriers to this such as many employees who are operatives etc. do not have personal work emails as this isn’t essential to their work, so again this would be down to managers to effectively communicate important business messages to those who work under their supervision. 
There were a small number of redundancies that occurred as a result o Fthe pandemic within GDH. However, the company should have explored all alternatives before turning to job cuts as a way to preserve jobs and retain talent (Acas, no date). Some options that could have been explored include freezing recruitment (CIPD, 2020) as GDH continued to recruit for new roles throughout the pandemic. Job cuts were more common in particular departments, in GDH’s case many cuts were made within the workshop department which resulted in those left within the department over worked and in some cases not trained to pick up the responsibilities of roles that were removed. Redeployment would have been another way to reduce job cuts throughout the organisation, it would mean that they retain the talent and experience the individual has as well as reducing the amount of job cuts throughout the organisation. GDH has encountered some issues surrounding morale, which is a knock-on effect of implementing job cuts (Institute of Employment Studies, no date) which overall has damaged ER within departments and trust has faltered between employee and employer.  
5.0 Recommendations 
5.1 Training for Managers on Effective Communication and Dealing with Conflict

Communication has been identified as a barrier for GDH throughout the pandemic. Training for line managers, supervisors and team leaders on how to effectively communicate and handle conflict would be an effective way to encourage open communication throughout the business. For owners and key stakeholders this would be worthwhile to consider implementing as open and effective communication can increase productivity within the business and build a sense of trust between manager and employee. One issue for managers would be to find the time to undertake a course, for example, all quarry managers could not all be absent on one set day. However, some courses could just be for one day which could be manageable if they were to take part on different days. The course could cost GDH around £400/500 per manager based on online learning, the company could ensure that training agreements are written up to cover costs if the manager leaves the organisation. 
5.2 Implementing Flexible Working Policies 

Due to the operational function of the organisation prior to the pandemic there were no flexible working policies in place to allow employees to work from home which caused some issues for certain employees within the organisation particularly those who had childcare commitments. Management and the owners struggle to see how this can be implemented in GDH due to the majority of roles being operational and employees needing a physical presence to complete their jobs. However, a flexible working policy should be in place for those within the head office where their role will permit them to work from home. This could come at substantial cost for the organisation due to there being a lack of equipment currently and the correct programmes would need to be available to effectively work from home but may lead to lead to greater productivity as these workers feel they have a better work-life balance and greater trust between themselves and their employer. This policy could be implemented within the next few months and the appropriate equipment could be set up which would provide employees with options if another pandemic situation were to occur. Issues with this is it could cause conflict between those who are able to work flexibly and those whose roles prohibit them from doing so. 
5.3 Creating Strategies to Retain Good Employment Relations

The pandemic has highlighted that GDH lacked strategy surrounding unexpected events such as the COVID-19 pandemic, therefore going forward there should be appropriate strategies in place to protect the ER throughout the business surrounding issues that cause significant financial stress or uncertainty. There are procedures that HR and managers should take to retain talent and jobs within the organisation, which can be done through recognising with roles can be redistributed and taking steps such as freezing recruitment as a way to ease those within the organisation who are concerned about job security as this would have an impact on performance. Owners and managers would benefit from forward planning as it could decrease the financial impact of an unexpected event, help to retain the talent within the organisation and aids in reducing stress for employees. Creating a strategy will take up time and input from several managers and stakeholders within the organisation, the main cost of doing so will be through less time for managers to focus on their core responsibilities. Additionally, this strategy would need to be re-evaluated over time as changes in external and internal factors occur to ensure the business’ strategy will be affective. 
6.0 Appendix 
6.1 PESTLE

	Political – 
· 29% of people within the UK are a part of a TU (Law Teacher, 2019). 
· EU leaders are preparing final proposals for trade deal as Brexit approaches, with some leaders preparing for a no-deal (Waterfield, 2020). 
· Travel restrictions implemented throughout Wales to prevent people travelling to areas throughout the UK with high levels of COVID-19 cases (Welsh Government, 2020). 
	Economic –
· Customer spending slowed during October as tighter restrictions in the hospitality sector and local lockdowns impacted on general consumer spending, which resulted in a smaller contribution from service companies (IHS Markit / CIPS Flash UK Composite PMI®, 2020). 
· The COVID-19 Job Retention Scheme (furlough) was extended to the 31st March 2021 (HM Revenue & Customs, 2020). 
· Record numbers of redundancies were seen between July to September 2020 while employment rates continue to fall (Office for National Statistics, 2020).
·  Attempts to try and aid the state of the economy are being made by the Bank of England as the UK are heading towards a ‘double-dip recession’ this winter as growth in the service sectors slows (Inman, 2020).

	Social – 
· 69% of adult throughout the UK have had some sense or very intense feelings of worry or mental health issues surrounding the Covid-19 pandemic (Marshall et al, 2020). 
· Barclays (2020) have found that consumers have reaffirmed support to local businesses throughout this year as they’ve witnessed a 50.7% increase in spending at businesses such as butchers etc. 
· Managers have a more positive outlook on the idea of flexible and home working as a result of the pandemic (University of Birmingham, 2020). 
	Technological –
· Use of mediums such as Skype, Microsoft Teams are useful communication tools for HR teams as they allow frequent communication regardless of where you are. However, verbally communicating can make the process of explaining an issue more efficient (Mike, 2019). 
· UK SME’s are rapidly moving toward using contactless card payments and becoming cashless organisations as a result of the COVID-19 pandemic (RBS, 2020). 
· AI was used by some hospitals throughout the Covid-19 pandemic as a way to manage calls from the public who were looking for information regarding the virus (Wittbold et al, 2020). 

	Legal – 
· The TU Act 2016 made it increasingly difficult for unions to operate by increasing restrictions and imposing expensive levy for them to regulated (TUC, 2017). 
· Any redundancies must comply with legislation set out within the Employment Rights Act 1996 (legislation.gov, no date), such as providing the employee with the correct period of notice dependant on their length of service. 
· If individuals feel that their place of work are not complying with health and safety regulations or procedures regarding COVID-19 and they feel unsafe within their working environment these can be reported directly to HSE (no date) which could result in fines for organisations who disregard them. 
	Environmental – 
· Boris Johnson said to be drawing up plans to increase the rate of decarbonisation by 50% over the next decade which would have a big impact on consumers and different industries (CarbonBrief, 2020).
· As aggregate demands rise due to increase in construction meaning they are becoming an important emerging market, pressures begin to lie on them for environmental justice with regards to climate change (Sandberg and Sharma-Wallace, 2013, p.66). 
· As more people were forced to stay at home as a result of the pandemic, within the first couple of months of the pandemic C02 levels were set to see the largest annual fall as emissions in countries such as China were down by 25% in the first two months (CarbonBrief, 2020).



6.2 SWOT for COVID-19 

	Strengths-
· Majority of business ran as normal with social distancing implemented. 
· Managed to keep many jobs secure and many throughout the business remained on their normal pay. 
· Some job opportunities arose throughout the pandemic and recruitment processes continued to take place. 
· Staff become more flexible as they needed to pick up different roles throughout the business where help was required. 
· Health and Safety manager on site to implement policies and ensure appropriate procedures are followed by staff.  
	Weaknesses-
· Lack of equipment and resources to allow employees to work from home.
· Workload being picked up by those who were not placed onto the furlough scheme which increased the risk or burnout. 
· Lack of PPE and procedures at the beginning of the pandemic.
· Civils department shut due to pandemic due to work being unable to commence.
· Uncertainty around job security felt throughout departments as redundancies began to take place and some employees remained on furlough.
· Minor communication breakdowns throughout departments.
· Lack of top-down communication throughout the business. 
· No training for managers throughout the business to deal with issues such as communication or conflict. 



	Opportunities-
· GDH was acquired by Sigma Roc during the pandemic who are looking to drive the growth of the company providing several opportunities. 
· Opportunities to see gaps in the organisation such as HR and implement changes for improving future changes.  
· Create strategies for the future based on how the business dealt with the pandemic and what could be done differently. 
· Provide training for line managers, supervisors and team leaders in order to help them in communicating and dealing with conflict. 


	Threats-
· Lack of autonomy may result in employees looking for more flexible working. 
· Transitioning into the acquisition can create uncertainty.
· Redundancies can affect the morale of those within the workplace (Wilson, 2020) and affect how they feel about their job security.  
· Failing to plan for the future leads the business to not be prepared when events such as Covid-19 take place.
· Not providing individuals with opportunities to grow in their primary role or to focus on that career may mean they leave the organisation. 
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