


Glossary of Terms

WAST -		Welsh Ambulance Services NHS Trust
NHS -			National Health Service 
ER -			Employee Relations
WHO -		World Health Organisation
COVID19 -		Coronavirus 	
UK -		United Kingdom 
HR - 		Human Resources
SWOT- 		Strengths, Weaknesses, Opportunities and Threats
GDP - 		Gross Domestic Product
PPE - 		Personal Protective Equipment
ONS - 		Office for National Statistics
EU - 		European Union
















Executive Summary 

This research report outlines the impact that the recent global pandemic has had on the employee relations climate at the Welsh Ambulance Service NHS Trust (WAST).
The author will critically analyse the effect that the Coronavirus (COVID19) pandemic, has had on the organisation as a whole and the effect that the pandemic has had on the wellbeing of its workforce and how it has changed the way in which the organisation operates forever. 

The findings suggest that in the current VUCA world, an environment that is “volatile, uncertain, complex and ambiguous”, and the impact of COVID19, there is an urgent need for organisations to ensure their staff remain engaged throughout.   
With the current economy heading towards a recession and threat of further lockdowns there is a need for WAST to be able to adapt in readiness for these changes. 
The main conclusions from the study are that research demonstrates that ensuring employee engagement is maintained the WAST can prepare itself for the issues it will face in the future.  
The main recommendations arising from this report are to promote employee engagement and allow the employees to have a voice and support the organisation in decision making which is proven by the research which is referenced within this report to improve engagement, employer of choice. 
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1. Introduction  

The Welsh Ambulance Services NHS Trust (WAST) is a public sector organisation that provides pre-hospital emergency treatment and care to the people of Wales, 24 hours a day, 365 days a year.  

The WAST employs over 3,500 people, plus volunteers, throughout Wales. The workforce is made up of several different staff groups; operational staff make up to 76% of its workforce, and the remaining 34% are within non-operational office based roles. The WAST receives over 250,000 calls per year, 50,000 urgent calls and transports over 1.3 million non-emergency patients to over 200 treatment centres throughout Wales and parts of England.  There are currently 90 ambulance stations, 3 clinical contact centres, 3 regional offices, 5 vehicle workshops, and a national training college.

The WAST is a public sector organisation that provides pre-hospital emergency treatment and care to the people of Wales, 24 hours a day, 365 days a year.  

The WAST is a non-profit organisation, performance is measured not by trade or finance as described above, but it depends on the work of man, therefore human capital is an integral part of its success (Kicova, 2019).

The World Health Organisation (WHO) was informed on the 31st December 2019 that there had been several pneumonia cases of unknown cause discovered in the city of Wuhan, in the Hubei Province of China. The virus COVID19, which was subsequently named SARS-CoV-2, had originated from bats and thus transferred to humans (Ikejezie, 2020).

On the 11th March 2020, the COVID19 was declared a global pandemic (Ghebreyesus, 2020).
The aim of this paper is to evaluate and critically analyse the effect that the recent COVID19 pandemic has had on employee relations within the WAST. The author will outline and define the issues arising from COVID19 against theoretical understanding, megatrends, technological impact, and the broader employee relations climate within the UK.  It will also consider the terms and conditions of employment and the roles of the parties in terms of best practice guidance, legislative obligations and the financial implications associated with these. 

The recommendations within this report are made to understand how the WAST can improve its approach to employee relations with regards to employee engagement to account for the constant changes in the ever changing turbulent environment that COVID19 has brought to the WAST.  



































Literature Review 

2.0 	Employee Relations

2.1 	The History of Employee Relations
Industrial relations emerged from the industrial revolution which commenced in the UK during the 18th century with the creation of free markets and large, unified movements of workers. This created a need for powers that could regulate the subsequent conflicts between employer and employee which escalated from this. (Zone, 2019).
Labor unions were created in order to assist the workers in negotiations with their employers with these work-related difficulties such as low pay, unsafe or unsanitary working conditions, long hours, and other situations. (Drane, 2008). 
The Trade Union Act 1871 was an Act of Parliament which was developed which then legalised Trade Unions as they had previously been subjected to prosecution under various statues. This has now been superseded by the Trade Union Act 2016. (Simpkin, 2020)
The WAST is strongly unionised; the following Unions are nationally recognised and have members within the Trust: GMB, RCN, Unison, and Unite.

Trade Union membership levels have deteriorated considerably since their peak in the 1970’s.  The reduction of memberships have decreased from some 13million in 1979 to approximately 6.4 million in 2019.  (Department for Business, 2020)
Some may argue that the demise of the unions were due to the introduction of Human Resources (HR) and Industrial Relations Directors were replaced with HR Directors. 
Others consider the decline of trade union membership is due to the increase in employment law negating the need for trade unions.  This is due to the fact that employment rights are now set by legislation rather than through collective bargaining. (O'Sullivan, et al., 2015)
Good HR was seen as the requirement for displacing TU. (Sharp, 2019) Others perceive the reason for the decline is due to the reduction of heavy industry following the conservative government’s reform in the 1980’s. (Bryson & Blanchflower, 2008)
as most employment rights are now set by legislation rather than through 
collective bargaining
as most employment rights are now set by legislation rather than through 
collective bargaining

2.2 What is ‘Employee Relations’?

Employee Relations (ER), also previously known as industrial relations, according to the CIPD (2020), is the relationship between an employer and its employees. It encompasses not only the contractual and emotional elements of working, but also the physical and practical relationship between an employer and employee.  (Bennett, et al., 2020).  ER reflects the increasing individualisation of the employment relationship with the increase in individual workplace rights. (CIPD, 2020)

Several theories have been developed in order to explain the dynamics of Industrial relations. Some theorists have viewed Industrial relations in terms of conflict, some have viewed it in terms of mutuality of interests, and others have viewed it as a consequence of both factors, both internal and external to the organisation. (Parul, 2020)

There are a several approaches to Employee Relations as seen in Figure 1 below.  The main theories that are discussed to this day is that of the Systems Approach, Unitary Approach, Pluralist Approach and Marxist Approach (Prachi, 2019).

Figure 1: Approaches to Employee Relations
[image: Approaches to Industrial Relations]


The Systems Approach was one of the first theories of Industrial relations which was developed by John Dunlop in 1958.  He saw the Industrial relations framework as a ‘web of rules’ that would govern the industrial relations relationships between the managers, employees and organisations. The theory describes how the actors that are working together and interact, share a common belief which bind the theory of industrial relations together. Dunlop believed that every individual formed part of an independent social system of culture working together, promoting good employee relations (Cara, 2015).

The unitary approach differs from that of Dunlop’s system theory.  This approach does have an element of the systems approach in that they both consider the benefits of working together to achieve a common goal.  The Unitary approach however is a management driven organisation, who owns the decision making processes within the organisation.  It demands loyalty from its employees and views any conflict that arises as poor management of its employees.   The unitary approach does not see involvement from the government or trade unions as being necessary to achieve effective employee relations ( Swayambika , 2020)

According to Prachi (2019), the pluralist approach is the opposite of the unitary approach. A union is not only seen as being desired but essential in this approach.  The organisation is perceived as being made up of smaller opposing sub groups such as employees, shareholders, consumers and society. Within the pluralist approach the unions are the mediators between management and employees.  They believe that conflict is inevitable and unavoidable and is viewed as essential in the innovation and growth of an organisation.


Like the pluralist approach, the Marxist approach also believes that conflict is inevitable. Conflict from a Marxist perspective however is based on the difference in classes.  The two classes considered under this approach is that of labour (the employee) and capital (the employer) and both have different interests in an organisation.  These interests are perceived as conflicting under the Marxist approach.  It is perceived that both classes are endeavour to gain power over the other to have greater bargaining power (Parul, 2020).	Comment by Deborah Rees: If you wanted to bring in some critical thinking you could talk about the radical perspective opposing capitalism, and that since COVID there has been an increase in interest in this perspective – due to the inequality that has been evidenced since COVID, much of which has it’s origin’s in our capitalist society – RSA and Yanis Varoufakis podcast are great sources for this debate.

Most of an employee’s expectations are set out in the employment contract (salary, hours and place of work etc.), but actually the entire relationship is formed from much more (Mitchell, 2016). 

Since the declaration by the WHO on the 11th March 2020 that COVID19 had become a worldwide pandemic, the VUCA world, an environment that is “volatile, uncertain, complex and ambiguous”, has become more prevalent than ever in the world of ER during the COVID19 pandemic (Koshemani, 2020). 

In such a VUCA world the psychological contract has never been so fundamental.  The psychological contract forms part of the unwritten set of expectations between the employee and the employer. (Stevenson, 2018) 

An employees behaviour can be significantly affected by a breach in the psychological contract and it can in turn impact  the commitment and engagement of an employee towards their organisation. (McInnis, et al., 2009)

The psychological contract is not only affected by internal factors. External factors such as economic uncertainty, such as Brexit and the effect that it may have on the economy. Technological advancements and automation reducing and reshaping skill demands.  Employers are required to understand the importance of the psychological contract in order to retain attract and retain key talent. (CIPD, 2020)

Further external influences such as the realities of the new COVID19 world finds organisations managing more challenging and unprecedented demands. Organisations have found themselves in a situation where they have had to change the way in which they work (Worley & Claudy, 2020).

This has never been more prevalent for the WAST who at the start of the pandemic were faced with being the first resource to attend any 999 calls relating to COVID19 patients within Wales. As Covid-19 was new and unpredictable, for communities and individuals the number of emergency ambulance calls within Wales related to Covid-19 increased enormously at points during the first wave of COVID 19. In some areas, the volume of calls tripled. 

With the introduction of lockdown and isolation policies, many businesses have also been forced to downsize. It was reported that around 7.6 million jobs were placed at risk.  Nearly 50% of these jobs were in occupations earning less than £10 per hour (Allas, et al., 2020).
As part of the response to COVID19 the Government established the Coronavirus job retention Scheme.  The scheme allows all UK employers with employees who are on PAYE to access up to 80% wage contribution from the Government to protect employees from redundancy.  The scheme originally was only due to last several months but due to the ongoing pandemic this has been extended to April 2021. (CIPD, 2020)
Even with the Government’s furlough scheme, organisations have had to make redundancies due to the closure of their organisation or in order to make financial cuts to sustain themselves during this period of uncertainty. (CIPD, 2020).
This however differed for the public sector, with the shortage of employees able to deal with the pandemic the government launched an appeal for volunteers to step forward to support the fight against the pandemic.  Over 405,000 UK wide volunteers had responded to the ‘call to arms’ within 2 days. (Wharton, 2020)
Due to the majority of volunteers supporting the NHS hospitals within Wales approximately 90 Royal Logistic Corps and the Royal Army Medical Corps soldiers were deployed to help deal with the growing pressures of Covid-19 within WAST.
The amount of redundancies within nonpublic sector organisations in the UK were at 240,000 as at the end of June 2020 and it is predicted that these figures will increase up to over 700,000 by the end of 2020 and to over 1 million by the end of the COVID19 pandemic. (Jones, 2020)

With so many employees at risk of becoming unemployed the drop in economic spending has had a substantial impact on unemployment throughout the UK and in August 2020 the unemployment rate was at 4.8 percent, this is the highest it has been since October 2016. Prior to the arrival of the COVID19 pandemic, the UK had relatively low unemployment rates, which were comparable with the mid 1970s (Clark, 2020). 
In the UK, the Gross Domestic Product (GDP) is estimated to have fallen substantially more compared to other countries. The UK economy is 9.7% smaller than it was before the pandemic. The UK's decrease compared with other countries is down to a longer lockdown. (King , 2020)
Following the substantial decrease of the GDP, Britain is to be declared in recession for the first time since the financial crash of 2009.  (news, 2020)
According to Machin, (2020) The current recession is having a greater impact on individuals who are young, low-paid, black, in self-employment and those who have low education levels or live in large families. Statistics show that 65% of families in the lower income jobs had either no savings or savings below £1,500. This is due to the pandemic recession having led to more job losses within these groups. (Ro, 2020)

3.0	Employee Engagement

3.1	What is Employee Engagement?

According to the CIPD (2020), strategic HR and the development of policies and procedures have always been linked with the long term goals of an organisations. It describes the process of being able to focus on longer-term people issues, aligning resources to any future needs, organisational structures, quality, culture, values and commitment.  

This has, however, changed since the emergence of COVID19.  Organisations have no longer been concentrating on the longer term plans in relations to policies and procedures, but have transitioned into “crisis mode” and have changed and adapted their working practices to deal with the “here and now”, concentrating on short term plans due to the future being so unpredictable. Agility and adaptability are the key to the future success of any business in any industry at present (Brown, 2020).

As stated by Brown (2020), working in “crisis mode” has never been more prevalent in today’s current working practices.  The WAST was not prepared or could even envisage the impact that COVID19 would have on the organisation.  
The engagement of all employees, regardless of their length of service, has been crucial throughout the pandemic.  According to Corbett (2020), organisations need to develop and implement new employee engagement practices in order to support workers through times of uncertainty and ensure engagement is sustained throughout.
Ensuring continued employee engagement throughout a pandemic is a priority for the WAST.  With the sudden increase in COVID19 related calls, the drop in resources due to staff isolating, staff absence, shortage of Personal Protective Equipment (PPE) and ongoing negative feedback from the media due to delays in hospitals can have a dramatic impact on an employee’s commitment to the organisation. Frontline roles that are also exposed to new or additional trauma have a higher risk of mental health problems such as depression and anxiety and possibly Post Traumatic Stress Disorder (PTSD), which could result in long-term sickness absence, either now or in years to come.  (Association, 2020)

The WAST endeavors to build a high trust, low process culture, to empower its workforce. This is demonstrated through consultative processes (e.g. for policies and organisational change), partnership working, regular engagement (e.g. staff surveys, workforce appraisals) and the use of the latest technology (e.g. iPads, remote working software, e-learning) to assist with quickly adapting to change. However the pace at which the organisation needed to adapt due to the COVID19 pandemic was unforeseeable.

Senior managers need to ensure they are demonstrating compassion and empathy, giving guidance and instruction, and communicating clearly more than ever. It is also recognised that it can create internal advocates who promote their organisation to team members and people external to their organisation.  Engaging with employees is vital for engaging and building employee commitment. (Laker, 2020)

Engaging employees in this way will help organisations maintain their culture and team cohesion.  Engaged employees will increase productivity, lower costs and ensures that WAST continue to be an employer of choice during this time. (Alexander, et al., 2020) 

3.2 	Barriers to Employee Engagement
 
Lack of engaging leaders and management is the main cause for poor employee engagement within organisations. This was closely followed by the constantly changing teams and structures within an organisation.  (Goss, 2013) 

People are naturally motivated to do a good job however when they feel overworked, unsupported or frustrated this becomes a key factor in a barrier to employee engagement. (CIPD, 2019)

3.3 	Implementing Effective Employee Engagement Practices

Implementing effective employee engagement practice are critical to maintaining engagement with your employees at such a turbulent time.  Solutions such as an employee engagement platform, to increase internal communication are often popular, along with a focus on employee advocacy and making sure that everyone has a voice. 
(Terry, 2020)
For the majority of the WAST these can be easily implemented.  However with the additional challenges faced by remote and home workers; there is a need to recognize and address these implications to ensure employee engagement across every area of the Trust is achieved. (Terry, 2020)

4.0 	Employee Relations During COVID19

At the time COVID19 was declared pandemic we were being led by a conservative government.  Boris Johnson had preceded Theresa May on the 24th July 2019 to become Prime Minister and by promising that he would deliver a BREXIT deal by the 31st October 2020. (BBC, 2019)
As well as the effects on people's health and the healthcare services, the consequences of COVID19 on the UK is having a significant impact on businesses and the economy. (Thorlby, et al., 2020)
The Covid19 pandemic will have a significant impact on demographics in the future.  The Office for National Statistics (ONS) are unable to predict the full impact and consider that this may take several years due to ongoing research and infection rates. (Crofts, 2020) 
Demographics will also be heavily influenced following Brexit. As of the 1st January 2021, the UK is no longer form part of the European Union (EU).  The UK voted to leave the EU in 2016, but both parties agreed to continue as it was until the 31st December 2020.  Following months of negotiations, the UK and European Union agreed a deal that will define their future relationship (BBC, 2020).
EU, EEA or Swiss citizens and their family members, can apply to the EU Settlement Scheme to continue living in the UK after 30 June 2021, when the transition period ends.  In order to be eligible for this, individuals must be residing in the UK by 31 December 2020 (GOV.UK, 2020).

The reduction in global economic activity results in reducing export demand and affecting international supply chains. Organisations will then result in reduced revenue.  This will cause the organisations to make redundancies and household income will fall and as a result of this causing the UK to enter into a recession. (Shadbolt, 2020)
It was previously predicted that prior to the COVID19 pandemic that two-thirds of the world’s population would live in urban areas by 2050 (Hing, 2014). Following the COVID19 pandemic, however, urbanisation will have slowed due to restrictions on travel, movement and homeworking.  (Matrone, 2020).
The increase in homeworking will also have an effect on these figures.  Agile working is becoming more popular as people do not require to be office based to undertake their role.  In April 2020, around 46.6% of people in the UK were working from home, with the majority (86.0%) working from home due to COVID19 (Cameron, 2020).  

Many managers are now leading remote teams for the first time. (Caligiuri, et al., 2020) COVID19 created additional concerns for managers who have been compelled to trust their employees and measure productivity through outcomes instead of presence. (Livigne, 2020).

Remote working can also be perceived as a positive for organisations. Companies such as Google, Twitter, BP and PWC have actively taken steps to offer their employees more flexibility of how and where they work in the future giving the employee more control and flexibility over their work (Livigne, 2020).

The COVID19 pandemic, however, has had a substantial effect on organisations from a technology perspective.  It has compelled many organisations around the world to transition into virtual organisations overnight (Gigauri, 2020).
Remote working, and social distancing due to COVID19 has created a demand for technology that organisations were not prepared for (Yang & Yamazaki, 2020).
Barry, (2020) states that the use of teleconferencing such as Zoom and Microsoft Teams have seen a vast increase in their usage since COVID19.  Zoom has had an increase of over 378% in its daily activity and Microsoft has had a 775% increase teams calling and meetings.  This has also placed undue pressure on organisations to ensure their systems are safe. It is believed that cybersecurity risks are likely to rise as a result of more people working remotely (Lohman, 2020).

As many companies since the start of COVID19 have transitioned to remote working to reduce the spread of the pandemic, many new starters in organisations will be undertaking their onboarding virtually. (Roepe, 2020)

Recruitment during Covid19 ceased for many organisations but 6.1% of all employed people moved roles in the first half of 2020 and more than half of those transitioned into a totally different role. Organisations have found the recruitment process a challenge whilst having to work from home and maintain social distancing. With the use of technology and interviewing via teams or zoom and conducting inductions via the same platforms, has allowed organisations to continue to recruit throughout. (Faragher, 2020) 
Engagement of all employees regardless of length of service has been crucial throughout the pandemic.  According to Corbett, (2020) organisation need to develop and implement new employee engagement practices in order to support workers through times of uncertainty and ensure engagement is sustained in the remote working environment.
Managers need to recognise the potential for conflict among employees in the current climate.  They should promote fairness and consistency whilst also being flexible in the support they provide to meet people’s individual circumstances. (CIPD, 2020)
The numbers of disputes fell significantly during the first wave of Covid-19 according to Saundry, (2020). He states that this due to the postponement of formal conflict and disciplinary procedures.  The period during lockdown also led to an increase in partnership working between management and unions, improved communications, more agile working and flexibility. 

With the need to recruit additional staff the WAST resorted to an online recruitment process during lockdown.  With the use of technology, including interviewing candidates and completing inductions via Microsoft Teams and Zoom has allowed the organisations to continue to recruit throughout the pandemic.

According to Forster, et al., (2020) the COVID19 pandemic has had a positive effect however on the climate.  There has been a decrease in emissions and air pollution for the first time in several years.  It has seen a reduction of emissions by at least 30% as of April due to transportation and industrial activity. 

The COVID19 pandemic has also had a negative effect in terms of resource scarcity.  The demand for Personal Protective Equipment (PPE) and respiratory equipment and ventilators in the wealthiest countries have been challenging but even more so for low income countries. (McMahon, et al., 2020)

To summarize the pandemic has presented very immediate challenges to all organisations and has an immense impact on the world of work and people management. What is not yet clear is the extent to how COVID will shape employee relations in the longer term. (Lufkin & Mishael, 2020)
5. 	Findings 
In summary, the key findings from the literature demonstrates that the implementation of effective employee engagement strategies is one way an organisation can ensure that the engagement of its employees is placed at the forefront and will prepare itself for the issues it will face in the future.  As stated by Alexander, et al., (2020) improving will help organisations maintain their culture and team cohesion.  Engaged employees will increase productivity, lower costs and ensures that WAST continue to be an employer of choice during this time. 

A SWOT analysis is a planning tool used to understand key factors; strengths, weaknesses, opportunities and threats. It involves stating the objective of the organisation or project and identifying the internal and external factors that are either supportive or unfavourable to achieving that objective. SWOT is often used as part of a strategic or planning process, but can be when applied to aid in the understanding of an organisation or a situation, and also for decision-making for many different scenarios (CIPD, 2018).
The detailed SWOT analysis for the WAST can be found in Appendix 2.
The findings from the SWOT analysis highlight that WAST is not currently efficient at effective employee engagement and giving their employees a voice.
Engaging employees in this way will help organisations maintain their culture and team cohesion.  Engaged employees will increase productivity, lower costs and ensures that WAST continue to be an employer of choice during this time. (Alexander, et al., 2020)








6.	Conclusion 
Employee Relations (ER), also previously known as industrial relations, according to the CIPD (2020), is the relationship between an employer and its employees. It encompasses not only the contractual and emotional elements of working, but also the physical and practical relationship between an employer and employee.  (Bennett, et al., 2020).  
Engaging employees will help the WAST maintain their culture and team cohesion.  Engaged employees will increase productivity, lower costs and ensures that WAST continue to be an employer of choice during this time. (Alexander, et al., 2020) 

Implementing effective employee engagement practice are critical to maintaining engagement with your employees at such a turbulent time.  Solutions such as an employee engagement platform, to increase internal communication are often popular, along with a focus on employee advocacy and making sure that everyone has a voice. 
(Terry, 2020)

It is evident that the WAST faces a challenging time in endeavouring to ensure the WAST employees remain engaged in such a ‘VUCA’ environment. The WAST needs to understand the importance of employee engagement within its organisation to ensure employees feel supported by them and this will ensure its sustainability in the future competitive market.
The literature from within this report demonstrates that as the WAST is a unique employer and the exposure of its employees to traumatic events are inevitable and part of the role.  Ensuring engagement is maintained is a key priority to ensure its ongoing sustainability whilst dealing with the demands of the COVID19 pandemic.





Recommendations 

Recommendations for how the WAST can improve its employee engagement to account for the turbulent changes in the environment brought on by COVID19:
· Respond to, and be ready for change in the VUCA environment.
· Ongoing communication.
· Increased investment in promoting the employee voice
The literature review and evidence presented within this report encompasses all of the above, and presents a compelling case for the need to ensure that management encompass employee engagement.
Following the conclusion from this report a recommendation is for WAST to improve employee engagement through its leaders and give the employees a voice in decisions that are made throughout the trust.
This can be achieved through our leaders by:
· Regular surveys with their employees regularly to obtain feedback on their views
· Ensure communication is fed back from all stakeholders
· Promote open and compassionate conversations with your employees
· Showing gratitude for the work that the employees are doing
· Give all employees a voice and invite to regular department meetings
· Ensure communication with remote employees are maintained
 A full summary of the costs relating to the recommendations can be found in Appendix 2.
The cost to the WAST of not implementing these recommendations will result in a breakdown in the psychological contract, disengaged employees, low morale and not being able to continue as being the employer of choice.
The recommendations, as part of this research will be presented to the Executive Team, and wider Trade Union colleagues for discussion and presentation of the key findings from this report. Following agreement by the Executive Board for the recommendations to be implemented it will then be required to go out for consultation with the operational employees of the WAST.
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Appendix 1 – SWOT Analysis on the Welsh Ambulance Services NHS Trust
	Strengths
	Weaknesses

	Partnership working was encouraged throughout pandemic

Local pandemic teams were set up for each area within the organisation to target and resolve queries and concerns.


	Failure to adequately communicate with frontline staff

Failure to develop adequate workplace policies promptly to comply with Government changes

Relying on an annual PADR to keep staff motivated and engaged.

Inability to respond to the increasing demand for PPE

Sustained high levels of sickness absence due to COVID19

Lack of significant engagement tools to ensure staff are kept motivated.

Insufficient stock of laptops, screens and other technology to allow more staff to work from home and to protect them from the risk of contracting COVID19

Insufficient trained staff to support in the non-operational roles such as our Clinical contact centres to cope with increase in demand from calls



	
Opportunities


	
Threats


	Allow employees to form part of the WAST pandemic teams
 

Developing an implementing engagement strategies to engage with our employees

Expand access to homeworking where possible by having sufficient technology available

Training staff in other non-clinical roles to ensure a larger pool of available and trained staff for further instances of this degree.

Ensure OH are available to support staff with any queries or concerns and to reduce Sickness Absence figures

Expand training on technology to increase in home working where possible.  This will also allow people to have access learning and to consider alternative methods to ensure geographical constraints do not hinder their progression. 

Few competitors in our field of work


	No planning completed for a pandemic of this enormity and the forthcoming changes.

Insufficient staff resources due the increase in staff with underlying health conditions having to shield.

Risk of increased absence due to the threat of employees not engaging with the organisation 

Negative Press/ Media coverage of WAST

Turnover of staff due to disengagement and concerns over frontline working









Appendix 2 –Implementation and Costings of Recommendations
	Reason for Cost
	Quantity
	Price
	Total

	Task and finish group to develop communication to inform staff of employee engagement and support.
Representatives from HR, Operational and non-operational Managers, Trade Unions and employee representatives
	4 hours initial set up

	£24.21 per hour average x 5 people
	£484.20

	Locality manager to communicate employee engagement practices to staff
	4 hours initial set up
	£24.21 per hour average
	£96.84

	Total cost of developing a proposal for employee engagement within the WAST
	£581.04
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