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[bookmark: _Toc61037695]Executive Summary

The aim of this report was to examine and critically analyse the impact that the recent global pandemic has had on the employee relations climate across the UK and within MAWWFRS. 
Through an analysis of available literature regarding employee relations, a few key themes were identified. The need for empathetic managers, that promote wellbeing and leaders who enable transparent two-way communication were seen as key to promoting engagement, fostering a positive employee relations climate. 
A SWOT analysis of the impact the pandemic had on MAWWFRS revealed that leaders had responded effectively to the threat in the external environment, putting their people first. 
The main conclusions from this report point to a need for managers to be trained to develop ‘soft skills’ like empathy and emotional intelligence and for leaders to adopt more effective ways of managing employee voice through alternative channels of communication. 
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[bookmark: _Toc61037696][bookmark: _GoBack]1. Introduction 
This report aims to examine and critically analyse the impact that the recent global pandemic has had on the employee relations climate across the UK and within MAWWFRS. Mid and West Wales Fire and Rescue Service (MAWWFRS) is made up of 58 fire stations, covering almost two thirds of Wales and operates within the public sector. Employees of the Service are made up of a variety of operational and non-operational roles (MAWWFRS, 2020a). MAWWFRS has a vision ‘to be a world leader in Emergency response and Community Safety’ (MAWWFRS, 2020b).
The report will apply employee relations theory to consider the issue, whilst remaining mindful of the influence’s megatrends, technology and finance have had, and continue to have on the broader employee relations climate within the UK. The roles of those involved in the employment relationship will be discussed, as well as drawing on best practice examples and appropriate legislation.
The report will go on to develop recommendations to enhance the employment relations climate within MAWWFRS, utilising methods that encourage employee engagement and voice. 
As a starting point, the importance of the employment relationship within a wider context will need to be considered. 
[bookmark: _Toc61014014][bookmark: _Toc61037697]1.1	Employee Relations
Employee relations refers to the interactions, behaviours and outcomes at work, and involve employees, employers and political entities that influence the working relationship (Bennett, Saundry and Fisher, 2020). These are influenced by the economic environment in which they operate and are impacted by technological advances (Bingham, 2016) and environmental emergencies like the Covid-19 pandemic. 
[bookmark: _Toc61014015][bookmark: _Toc61037698]1.1.2	The employment relationship
It should be acknowledged that an imbalance of power within the employment relationship exists that falls in favour of the employer in most cases (Bennett, Saundry & Fisher, 2020) who, it is suggested can easily replace workers, leading to exploitation. Examples of these include ‘fast-fashion’ brands including Boohoo, Sports Direct and Primark where working conditions were poor and unethical practices were uncovered (Rickson & Norton, 2020). In such circumstances, external parties including trade unions and pressure groups may represent the views of the workers collectively to better the conditions of employees and negotiate improved terms and working conditions (ACAS, 2019).
[bookmark: _Toc61014016][bookmark: _Toc61037699]1.1.2	Defining Employee Relations
The two types of definitions that are widely accepted within the literature are the relationship-based definition, which describes employee relations as the maintenance of positive relationships within the workplace (amongst an organisation and its employees), through the formation and delivery of good people practices (CIPD, 2020a). And a more regulatory definition which suggests that employee relations is about developing, negotiating and implementing rules and processes which are used to conduct and regulate the employment relationship (Gennard et al, 2016, p.12). 
Taken together, these definitions provide a flavour of the complexity and number of contributing factors that influence the employment relationship. 
[bookmark: _Toc61014017][bookmark: _Toc61037700]1.1.3	Frames of Reference
Fox (1966) argued that behaviours and attitudes could be divided into unitarist and pluralist perspectives when considering the matter of employee relations. 
A unitarist perspective sees an organisation as a single entity, with management and staff working together to achieve common interests. This perspective perceives there to be no conflict as employees trust and work with management to achieve the common goals. Trade unions or external representatives are not seen as necessary due to the high levels of cooperation between the parties. Pure Wafer can be described as a unitarist organisation, where management power is seen as legitimate to reach the shared goal (Kaufman et al, 2020). 
On the other hand, Fox reported that a pluralist perspective assumes that conflict is inevitable, with organisations made up of complex social systems and powerful subgroups (Geare et al, 2014). Trade unions are accepted and work with management to limit and resolve potential disputes (CIPD, 2020a). Examples of such organisations can be seen in the public sector. 
Later, in 1974, the radical perspective was born which is often referred to as ‘Marxism’ and concerned with society surrounding the organisation (Bennett, Saundry & Fisher, 2020). Based on the assumption that companies exist in a capitalist society where the sole purpose of labour is to make money for owners and shareholders, this perspective believes that conflict occurs between social classes and the unequal distribution of wealth (Fox, 1974). 
The literature widely accepts these three frames, but they have also received criticism from scholars calling for a more nuanced interpretation (Cradden, 2011). However, in terms of creating a better employment relations climate, organisations with common interests have been found to have better employee relations (Kaufman et al, 2020).
According to the CIPD, a positive employee relations climate will play out through high levels of engagement, commitment and involvement that contribute to business outcomes. They suggest that these are facilitated through transparent practices, law and effective management of the employment relationship (CIPD, 2020a).
[bookmark: _Toc61014018][bookmark: _Toc61037701]2.0	Literature Review
The report will now consider how the employment relations climate has developed over history and utilising the above frames of reference will move on to assess the impact the Covid-19 pandemic is having on the external environment in which organisations operate. Finally, translating this into how MAWWFRS are responding to the effects on its internal employment relations climate and make recommendations to enhance engagement and employee voice.
[bookmark: _Toc61014019][bookmark: _Toc61037702]2.1	History of Employment Relations
While contemporary employee relations make reference to collective and individual workplace relationships (CIPD, 2020a) historically, ‘industrial relations’ were dealt with on a collective basis with heavy trade union involvement, and little individual workplace rights. 
Throughout the industrial revolutions, a clear shift in the employment relations climate across the UK can be observed (Singh, 2010). When considering the changes in the external environment including; political parties in power; legislation; the changing demographics in society and disruption caused by technology (Farnham, 2000), one might agree that it is only natural that the relationships between employers and employees has evolved in response. 
While these changes in the external landscape progressed, internally, leadership styles have developed from command and control systems (French & Raven, 1959) to more distributed forms (Bolden, 2011), promoting engagement, commitment and employee voice (Sharp, 2020) leading to more individual employee – employer relationships.
[bookmark: _Toc61014020][bookmark: _Toc61037703]2.1.1	Macro Environment
PESTLE is a useful tool that can be utilised to scan the external environment and enable organisations to examine the impact external forces may have on the business and inform future strategy required to respond effectively (Farnham, 2015). 
In line with the views of other authors regarding the value in complementing a PESTLE examination with a SWOT, due to the risk of recommendations being overgeneralised  (CIPD, 2020c; Summut-Bonnici and Galea, 2017), this report will later consider a SWOT analysis of MAWWFRS to assess the impact of the Covid-19 pandemic on the employment relations climate within the Service and develop recommendations to enhance employee engagement and voice.  
[bookmark: _Toc61033192]Figure 1: PESTLE Analysis
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[bookmark: _Toc61014021][bookmark: _Toc61037704]2.2	Covid-19
[bookmark: _Toc61014022][bookmark: _Toc61037705]2.2.1	The Outbreak
On 11 March 2020, the World Health Organisation (WHO) declared the Covid-19 a pandemic (WHO, 2020) and by 23 March 2020, the UK government had instructed the population to ‘stay at home’. The passing of the Coronavirus Act (2020) enabled government to close down large industries in the UK to protect the health of its citizens (Gov.uk, 2020a). These included hospitality and other consumer-facing services (ONS, 2020c). 
[bookmark: _Toc61014023][bookmark: _Toc61037706]2.2.2 	The Response
The Covid-19 pandemic has had differing impacts on each industry within the UK. For example, due to the numerous lockdowns hospitality and aviation have been worst affected, while information technology companies have entered the growth phase of their business lifecycle (ONS, 2020c). 
It is therefore important to consider the industry, sector and market conditions for specific organisations when assessing the impact, the pandemic has had on employee relations climates within organisations.
Businesses across the UK were required to act quickly, adopt an agile response to this threat in the already VUCA world, and adapt strategies to protect their people and move their businesses forward. 
Best practice guidance has been issued and updated by Government and devolved nations across the UK and in the main has been followed. However, a simple search of the Gov.uk website presents a page titled, ‘Report a business behaving unfairly during the Coronavirus outbreak’ (Gov.uk, 2020b). This hints that some businesses have failed to act in the interests of their people and the law when responding to the pandemic.
[bookmark: _Toc61014024][bookmark: _Toc61037707]2.2.3	The impact of Covid-19 on the Employment Relations Climate in the UK
Survey data from the CIPD showed that as a result of the pandemic, 21% of respondents had been furloughed and 61% had moved to home working (CIPD, 2020b). A unitarist perspective to being placed on furlough would interpret the decision as ‘for the good of the business’ and agree. On the other hand, a pluralist perspective might infer that the inequity be unfair, leading to conflict. 
Organisations that received a positive response, communicated openly with their staff and provided forums for them to voice concerns. On the other hand, some FTSE 100 companies were seen to utilise the scheme to protect their profits (Cundry, 2020). Some might say that this capitalist response reinvigorates the need for a Marxist approach to employee relations and goes against the ethos of creating a ‘social enterprise’ (Deloitte, 2019). 
2.2.3.1		Redundancy
Whilst it is acknowledged that the Covid-19 pandemic has had a detrimental impact on organisations across the world and closer to home in the UK, with the ONS reporting the highest number of redundancies since records began (ONS, 2020b) and the Office of Budgetary Responsibility predicting unemployment to grow by 7.5% by mid-2021 (BBC, 2020), this factor will not be analysed further due to MAWWFRS operating within the public sector, which as a sector has seen the least number of redundancies (ONS, 2020a), and have instead taken a blended approach to home and remote working.
This report will therefore move on to consider the impact the pandemic has had on employee wellbeing in the UK, and later analyse this within MAWWFRS, before developing recommendations to enhance employee engagement and voice. 
[bookmark: _Toc61014025][bookmark: _Toc61037708]2.2.4	Impact on employee’s relationship with work
The CIPD survey referred to above went on the observe that work-life balance, job security and wellbeing were the biggest challenges facing employees (CIPD, 2020b). 
2.2.4.1		Wellbeing
Poor mental health and wellbeing can have a negative impact on organisational performance (Bennett, Saundry and Fisher (2020). Put more positively, individuals that report higher levels of wellbeing are more engaged in their work and foster a positive employment relations climate, resulting in increased performance for their employer (PersonnelToday, 2018).
With 70% of respondents to a UK survey reporting that their employer had taken steps to address their mental health and wellbeing (Williams, 2020) it would appear that UK employers have, on the whole been proactive in supporting their key stakeholder. 
According to a recent study, individuals rated engagement higher when their manager exhibited ‘servant leadership’ traits such as caring about their well-being (Hu, He & Zhou, 2020). The study suggested that organisations should be paying just as much attention to the mental wellbeing of its staff as it is to making workplaces physically safe.
This response to the pandemic illustrates a best practice approach and positively impacts the employment relations climate within organisations.
Employee engagement, or ‘employee experience’ (Timms, 2015) has become a crucial component of the employment relationship due to the individualist nature of the relationship (CIPD, 2020a).
Positive remote corporate cultures have been created to help with mental and physical wellbeing in highly supportive organisations. These include; regular one-to-one calls, company-wide video calls and and virtual team lunches.
[bookmark: _Toc61014026][bookmark: _Toc61037709]2.2.5	Employer’s Response
It has been suggested that the changes in the employee relationship since the 1980s is as a result of the increasing involvement in management (Sisson, 2010: 235). The skills required by leaders and managers has changed over the years, with ‘soft skills’ including empathy and emotional intelligence essential to building effective relationships (Marquet, 2013).
2.2.5.1	Leadership
Throughout the Covid-19 pandemic leaders have had to make quick strategic decisions, aligned to government guidance, based on incomplete information and uncertainty, while remaining empathetic to their people (Baltzley, Newhall & Dessing 2020). 
Companies that have fared best through the pandemic have communicated openly and transparently, utilising the benefits of technological advances to keep stakeholders fully informed (Weiss & Vossen, 2020). In addition, they have encouraged bottom-up communication through employee voice and acted upon recommendations provided, enhancing employee engagement (engageforsuccess.org, 2020).
2.2.5.2	Managers
While the importance of managers in the modern employment relationship is widely accepted, the pandemic has required them to acquire new skills around empathy and emotional intelligence to support the wellbeing of their employees (CMI, 2020). 
However, the move to remote working, increased workloads and lack of training around the importance of promoting employee wellbeing has resulted in a negative impact on the employment relationship, with only 32% of employees reporting that their managers had specifically asked how they were feeling (HRD, 2020). 
It should be noted that, on occasion, individuals are promoted into positions where they are required to manage others, because of competencies in their operational role. In order to enable managers to better manage their staff and nurture the employee relations climate, organisations need to train managers in these soft skills. 
2.2.5.3	Leadership and Organisational Commitment
The relationship between leadership and organisational commitment is widely accepted in the literature and refers to the extent to which an individual’s values are aligned to the purpose of an organisation. These can be affective, continuant or normative (Allen & Meyer, 1990) with committed employees displaying higher levels of engagement, leading to better organisations performance. 
Taking a pluralist perspective, acknowledging that the workforce is made up of individuals from diverse backgrounds and age groups, in order to ‘unlock the black box’ and motivate them, HR must manage the psychological contract. 
When considering the impact, the pandemic continues to have on the economy, and with unemployment rates soaring, employees are likely to become more committed to their employer due to the reduction in available substitutes (CIPD, 2020b).
[bookmark: _Toc61014027][bookmark: _Toc61037710]2.2.6	The State
The Covid-19 pandemic forced the conservative government to adopt alternative strategies to protect the lives of the UK people and limit the negative impact on the economy. While traditionally the conservative party have been perceived as supporting capitalism, with a large rich/ poor divide, the recent pandemic has highlighted a number of stark deviations from this.
The introduction of the Job Retention Scheme, grants for businesses and the stay at home message appear far closer to labour initiatives, and promoting the ‘social enterprise’ suggested by Deloitte’s Human Capital Trends Report (2019) than the pre-Covid conservative government who had been set to reduce social support. 
However, it should be noted that the government decisions have been criticised somewhat due to their decisions not to provide pay rises to nurses on the frontline; their slow response to introducing measures such as social distancing and face coverings, and ‘knee-jerk’ reactions (Guardian, 2020).  
An example of the requirement for trade union intervention was seen when the decision to reopen schools following the Christmas break was overturned, following a joint statement to government from six education unions (TUC, 2021). 
When considering these decisions in the context of employment relations, this leadership by government may lead to distrust and as seen in history, an uprising by the people. The ‘low trust, high control’ nature of the response is not what the literature suggests leads to high engagement by people and has been seen through ‘anti-lockdown’ campaigners in the UK. 
On the other hand, some of the enablers of engagement, as suggested by MacLeod and Clarke (2009) have been seen through the government’s response to Covid including creating a strategic narrative through messaging to make people feel that by staying at home they were ‘saving lives’. 
[bookmark: _Toc61037711]2.3	Summary of Literature Review
In summary, the literature reveals the impact the global pandemic has had on the ever-changing employment relations climate. It emphasises the need for leaders to communicate transparently with employees and enable bottom-up communication through employee voice. 
The importance of developing the skills of managers to improve the wellbeing of their staff has also shone through. As organisations continue to respond to the VUCA environment, it will be important for them to maintain collaborative communication with trade unions and put people at the centre of everything they do.
[bookmark: _Toc61014028][bookmark: _Toc61037712]3.0	Findings
The report will now consider the impact the Covid-19 pandemic has had on the employment relations climate within MAWWFRS. Using a SWOT analysis (Appendix 2), critique will be conducted, before making recommendations to enhance engagement and employee voice. 
[bookmark: _Toc61014029][bookmark: _Toc61037713]3.1	Employment relations within MAWWFRS
MAWWFRS is a unionised environment, who under the Labour Relations (Consolidation) Act (1992) recognise five trade unions for the purpose of negotiation and consultation (MAWWFRS, 2018). The Service work collaboratively through formal negotiating meetings to mitigate tensions in the workplace that might negatively impact on the employment relations climate. 
Taking a ‘best-fit’ strategic approach, policies and procedures are vertically and horizontally integrated to fit with the strategic direction of the Service. In terms of a fit with the definitions of employee relations, MAWWFRS has historically followed a more regulatory approach to managing its employment relations. 
The Service take a pluralistic perspective to managing relations, by accepting that conflict is inherent and manage collective disputes via trade unions and individual conflict at line manager level. 
When considering trade union membership within MAWWFRS, Figure 1 below shows a decline in trade union membership within the Service over the last 10 years and reflects the findings in the wider employment relations climate in the UK. 
[bookmark: _Toc61033193]Figure 2: A graph to show the decline in Trade Union Membership within MAWWFRS from 2011 to 2021

As can be seen above, trade union membership fell from 92% of the workforce in 2011 to just 42% in 2021. Although still quite high, this figure is average for a public sector workforce. It remains to be seen how trade union membership alters as we move into a post-covid world, where the threats of job insecurity and as a result of economic downturn and technological innovation change the structure of work.
[bookmark: _Toc61014030][bookmark: _Toc61037714]3.2	Response to Covid by MAWWFRS
In response to the Covid-19 pandemic, MAWWFRS set up a Critical Incident Team (CIT) which met once a day (and less regularly during times of less restriction) to assess the relevant Covid related guidance from Welsh Government and the NHS. In consultation with the trade unions, some non-emergency services were reduced (for example, entering schools). While this decision could have impacted on employer brand and be perceived negatively by stakeholders, it was deemed the safest option to protect staff and the general public.
Clear strategic objectives were set out by CIT (Appendix 3), ‘Cells’ were formed with clear terms of reference for implementation and were made up of subject matter experts from across the Service. This format was introduced by a number of other public service bodies, including Swansea Council (Swansea Council, 2020). 
CIT reacted quickly and utilised technological innovations to communicate with staff through email memorandums and live webinars. However, given that a large proportion of MAWWFRS workforce is made up of On-Call staff (38%), who attend stations once per week, future considerations should be given for text message communications to promote engagement in this group. 
The ‘People Cell’ created and distributed an engagement survey that was analysed and fed back to CIT for evidence-based decisions to be made. While this best practice approach enabled employee voice and for employees concerns to be addressed, engagement is a transient state so ‘pulse surveys’ may be a better approach moving forward (Taylor, 2017). 
[bookmark: _Toc61014031][bookmark: _Toc61037715]3.3	Relationship in MAWWFRS
Considering the varying roles within MAWWFRS, and the legislative requirements on them to respond to emergency situations under the Fire and Rescue Service Act (2004), operational employees continued within their roles, with measures put in place to improve cleaning procedures and enable social distancing. 
Non-operational employees were instructed to move to remote working and utilise technology to continue with their work tasks. Barriers including access to software systems and electronic documents were identified, but through the communication channels adopted by CIT, measures were quickly put in place to mitigate the risk.
From an employment relations perspective, the inequal treatment of staff could have led to conflict between operational and non-operational groups, however, due to differing terms and conditions of employment and nature of the roles, the decision was widely accepted. 
MAWWFRS to date had communicated to staff that there were no intentions to make redundancies in light of the pandemic. Looking to the future, with the disruptions expected from technology and public sector austerity measures likely to follow, budgetary constraints may require cuts to be made. 
In order to avoid this future risk, the Service should work with staff to redesign roles that are future ready, are more meaningful. 
[bookmark: _Toc61014032][bookmark: _Toc61037716]3.4	Management initiatives to support staff
As discussed above, MAWWFRS’ People Cell were proactive in promoting engagement across the Service. A series of 32 ‘wellbeing’ webinars were promoted at the critical stages of the pandemic which focussed on mental health and wellbeing. As noted above however, access to ICT infrastructure limited the ability of staff to engage in these initiatives.
Future strategy should consider storing these webinars on a cloud-based system and providing access to these via handheld mobile phone devices. It is anticipated that this action would lead to increased employee engagement.
While the links between higher levels of anxiety related sickness absence and ‘unorganised conflict’ have been cited as hinting to a poor employment relations climate (CIPD, 2020a), internal data has shown that just 3 sickness absences had been attributed to anxiety since the pandemic outbreak, and 2% of support staff had left the organisation. One might interpret this as positive and conclude that the wellbeing webinars were a success. 
Delving deeper however, a gap in the Service’s response can be identified. Line managers were largely left to continue with ‘business as usual’, and the response was dealt with at a more strategic level. However, when considering the findings from Hu et al (2020) regarding the role of the line manager in managing the employment relationship and positive impact ‘servant leadership’ had on wellbeing and engagement, MAWWFRS should in their future response introduce training for line managers to develop the empathetic ‘soft-skills’ required to enhance the employment relationship. 
The finding within MAWWFRS is however consistent with the results presented by the HRD survey where only 32% of employees reported that their managers had specifically asked how they were feeling (HRD, 2020).
In summary, it would appear that a positive employment relations climate exists within MAWWFRS who work collaboratively with trade unions to resolve conflict. 
Their response to the Covid-19 pandemic displayed their resilience and effective leadership. They utilised technology to communicate effectively with their staff and developed strategies that positively impacted wellbeing, engagement and employee voice. 
[bookmark: _Toc61014033][bookmark: _Toc61037717]	Conclusion
This report aimed to examine and critically analyse the impact that the recent global pandemic has had on the employee relations climate within the UK and MAWWFRS. It applied employee relations theory to consider the issue, whilst remaining mindful of the influence’s megatrends, technology and finance have had, and continue to have on the broader employee relations climate within the UK. Consideration was provided for each of the parties involved in the employment relationship, and best practice and appropriate legislation were highlighted, where necessary. 
Upon completion of a review of available employee relations literature, the impact the COVID-19 pandemic has had on the external and internal environment in which organisations operate could be seen and best practice approaches to managing this were highlighted. 
The impact of good communication, empathetic management and leadership were noted in relation to the impact they have on wellbeing, employee engagement, and creating a positive employment relationship. 
The report then went on map the findings from the review of the literature to examine how the global pandemic had impacted the employment relations climate within MAWWFRS, assessing areas for development moving forward. 
[bookmark: _Toc61014034][bookmark: _Toc61037718]Recommendations
The report will now move on to consider some costed recommendations, in order of priority for MAWWFRS to utilise as an instrument to enhance the employment relations climate further through engagement and employee voice. 
[bookmark: _Toc61037719]Recommendation 1
Purchase a training package for line managers in the ‘soft skills’ required for effective management through a crisis and into the future of work. 
The literature has shown the positive impact empathetic management can have on wellbeing. It was furthermore highlighted with the analysis of the Service that a skills gap existed in this area. 
This recommendation is being made for consideration by the Critical Incident Team set up to navigate the response to the pandemic, and satisfies strategic objective number 13, to ‘capture progressive learning opportunities and improvement areas for future application’ across MAWWFRS (Appendix 3). The Head of People Development will lead on this recommendation which will be targeted at non-operational line managers (Grade 7 and above) in the first instance, before further role out to operational colleagues at a late date. 
It is anticipated that the training will provide line managers with the skills to improve the wellbeing of staff within MAWWFRS, which will lead to higher engagement levels, better organisational performance and a positive employee relations climate. A target date of 30 March 2021 has been set for sourcing and purchasing this software.
Resources to administer this recommendation will come from resources within the People Development Department. It is suggested that the search for the software package will take 4 hours of a Grade 11s time, at a cost of around £87, with the funds for the package itself coming from an underspend in this year’s People Development budget.
[bookmark: _Toc61037720]Recommendation 2
It is recommended that, in order to promote employee voice, a text message alert facility be set up to enable key messages to be communicated to all staff quickly and efficiently. This is ensuring all communication from the top is received and to enable employees to respond with suggestions and feedback. A deadline of 01 February 2021 has been set for introducing this new form of communication to promote employee voice across the Service.
It is suggested that the action be owned by the Human Resources Manager responsible for employee relations and administered and monitored by a HR Assistant at Grade 5 level. The purchase of a new telephone and ongoing contract costs will come from the existing HR budget. 
An action plan can be found at Appendix 4 and contains some further recommendations for the Service to consider.
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	PESTLE Factor
	Specific Element
	Impact on MAWWFRS

	Political
	Conservative government 
	public sector pay freezes

	 
	trade restrictions
BREXIT
	impact on import of fire service equipment from EU

	Economic
	Recession
	Austerity

	 
	Unemployment
	Higher supply of labour

	Social
	More females entering work
	More diverse leaders

	 
	5 Generation Workforce
	Challenges for different drivers for engagement

	Technology
	Artificil Intelligence / Robotics
	Replace low skilled jobs

	Legal
	Law changes
	Policy changes to keep up

	Environomental
	Covid-19
	Health and wellbeing of staff





[bookmark: _Toc61014038][bookmark: _Toc61037724]Appendix 2	SWOT Analysis of MAWWFRS
	Strengths
	Weaknesses

	Responded quickly
	Continuance commitment amongst support staff

	Communicated with staff
	Rigid policies and procedures

	Promoted employee wellbeing
	silo-working - inability for support staff with reduced workloads to support those with increased workloads

	Good relations with Trade Unions
	Access to PPE at the beginning - impact on trust

	 
	 
	 
	 
	Managers ill-equipped to effectively support employee wellbeing

	 
	 
	 
	 
	Poor ICT infrastructure 

	Opportunities
	Risks

	Utilise technology to harness data from employees to make, evidence-based decisions
	Future budgetary restraints leading to possible redundancies in the future

	Use this time to redesign roles for the future
	Burn-out in support staff with higher workloads

	Training for managers on 'soft skills'
	Impact on employer brand due to inability to deliver all areas of community safety

	More 1 -to - 1 discussions between line managers and team members
	 
	 
 
 
 
 
 

	Pulse surveys
	
	





[bookmark: _Toc61014039][bookmark: _Toc61037725]Appendix 3	MAWWFRS Strategic Objectives in Responding to the threats presented by the Covid-19 Pandemic
	Critical Incident Team Strategic Objectives

	1
	Work collaboratively across MAWWFRS to ensure a co-ordinated, effective and proportionate response

	2
	Undertake dynamic risk assessments of potential health and other impacts

	3
	Use best available scientific advice and evidence from recognised Government bodies to inform our decision making

	4
	Ensure effective messaging is established and maintained

	5
	Ensure effective financial management of the response

	6
	Ensure the wellbeing of staff and the community

	7
	Maintain trust and confidence amongst our people who provide a key public service

	8
	Maintain trust and confidence amongst our communities and those who rely on us

	9
	Minimise the potential impact on society and the economy

	10
	Evaluate the response and take action to implement lessons identified

	11
	Maintain delivery of statutory duties (managed through extant Business Continuity Plans)

	12
	Capture progressive learning opportunities and improvement areas for future application across MAWWFRS

	13
	Plan and coordinate the recovery phases via managed programme of unlocking

	14
	Be cognisant of a potential second wave and associated need to return to the response phase




10 | P a g e 
 
10 | P a g e 
 
10 | P a g e 								Student Number: 1904464
 												
[bookmark: _Toc61014040][bookmark: _Toc61037726]Appendix 4 	Action Plan
	
Recommendation

	
Actions
	
Resources

	
Action Owner
	
Target Date

	Train line managers in the ‘soft skills’ required for effective management.
	Conduct a search of the market for virtual training packages to educate line managers on the importance of developing ‘soft skills’ to enhance wellbeing and engagement. 
Ensure the training becomes embedded as part of the pathways for future line managers 
	People Development Manager time – (4 hours – Grade 11 - £87)
Cost of training package – (estimated £30,000)

	

Head of People Development
	

30 March 2021

	Set up a text messaging alert to keep staff updated on key messages and developments and enable two-way communication. 
	Collate the mobile telephone numbers of all staff, purchase a Service telephone, create a group for instant messaging. 
Check for responses one a daily basis to feed into CIT.

	HR Assistant time to collate the telephone numbers (2 hours at Grade 5 = £26). 
Mobile telephone - £50
Contract for mobile device - £10 per month (unlimited text messages).
	

HR Manager – Employee Relations
	

01 February 2021

	Purchase pulse survey software for measuring employee engagement 
	Conduct a search of the market for best value employee engagement pulse survey software. 
	HR Manager (Employee Relations) time (4 hours at Grade 11 - £87)
Cost of the software (estimated £100,000)

	
HR Manager – Employee Relations
	
01
September 2021 

	Storage of wellbeing webinars on a cloud-based system and access via handheld mobile devices. 
	Create a mobile-friendly web link to a web page where these can be stored, that does not require a connection to the Service’s network. 
	ICT consultant time (3 hours at grade 7 = £46)
ICT infrastructure to enable the connection.
Suppliers fee for storing their content. (Quote to be obtained).
	


Head of ICT
	


01 March 2021

	Redesign roles affected by Covid-19 and technological innovations
	Consider the impact of Covid-19 and technology on support staff roles, consult with employees / trade unions and prepare a strategy and action plan for future implementation.
	HR Manager - Resourcing time - (4 weeks – Grade 11 - £3,200)
Trade union representative time – (1 hour per person affected – grade 8 -£16)

	HR Manager – Resourcing
	

December 2021




2011	Non-union member 	Union member	7.6033057851239663E-2	0.9239669421487603	2021	Non-union member 	Union member	0.58495634654130291	0.41504365345869709	
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