Managing Employment Relations  -  Blackhills Caravan Sales
Sarah Pozzi
0451967
Word Count: 4786
[image: ]

“Always treat your employees exactly as you want them to treat your best customers.”
Stephen R. Covey 



Glossary of Terms
BCS - Blackhills Caravan Sales Limited
PESTLE - Political, economic, social, technology, legal and environment
SME – Small medium enterprise















Executive Summary
The following report outlines the position of the organisation called Blackhills Caravan Sales (BCS) in regard to managing employee relations with specific emphasis on “employee voice” as a construct to boost productivity and employee engagement. A Pestle and Swot analysis were conducted in order to highlight current influences.
The context of BCS is within the leisure industry. It is an organisation that aspires to become local leaders in innovative sales with excellence in customer service.  The report considers the current and urgent need for an employee relations strategy that aligns itself with business goals and is apt for the current context of Employment Relations in the 21st century.  
The literature search highlights current best practice in employment relations, how outdated models can be adjusted to be applicable to the time and considers priorities of Employee Voice, employee engagement and the balance of power within the employer/ employee relationship in order to align with business goals and the addressing of current challenges within the working team.
The report concludes that there are gaps in the skillsets, relationship procedures and policies of management currently in regard to nurturing healthy, productive employment relations. These will need to be addressed to sustain and grow the business at this time, overcoming current conflict and decreased engagement among the workforce.  
With this in mind, Recommendations for an employment management strategy are made which include that it is a priority to identify with clarity the business strategy with the assistance of a business consultant,  put an employment relations strategy in place so that the identified gaps such as employee voice, conflict management, communication and engagement will be addressed.  Also, that leaders are advised to invest in a leadership development programme that will give them the capabilities to bring out the best in their talent as well as attract the best skills and talent in the future to sustain the business at this time.  Added to this, that employee surveys are incorporated and written statements of employer / employee relationships are issued as well as discussed openly in a team meeting context.
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Introduction
Blackhills Caravan Sales Limited (BCS) is a privately owned small enterprise (SME) which employs 12 people with 4 directors as part of the working team.  
The organisation runs on a unitary basis; the idea of “one happy family” sharing common goals between management and employees (Tirinitetaake, 2017); decision and authority comes from the top and the idea of conflict is discouraged (Chand, 2017).  This is in contrast to a pluralist philosophy where different groups of people with different interests are taken into account.  Within this ideaology, conflict is viewed as necessary and inevitable and the power is diffused between employer and employee (Chand, 2017).  It will be discussed within the literature review whether the hierarchical nature of a unitary philosophy is effective in the current climate of employment relations in regard to employee voice and employee engagement maximising business potential (CIPD, 2017).  
The aim of this paper is to analyse the specific employment relations issue at BCS of conflict and breakdown of relationship between a senior member of staff and one of the directors specifically but also as on ongoing issue with the other two directors.  This unresolved conflict is resulting in disengagement of the member of staff to the point of actions that are deserving of disciplinary measures as the member of staff is neglecting certain aspects of his role.  BCS do not want to lose this member of staff as he is a key person in bringing in money into the organisation via contacts and 15 years of relationship building with customers.  As a result of the ongoing nature of this issue, many other members of the working team are admitting that they feel disillusioned and disengaged along with a fear of arising conflict should they raise issues with the organisation.
Within the literature review of this report it will be necessary to define employment relations and explore a theoretical understanding of the current employee relations climate and to apply this understanding to both parties involved to arrive at a conclusion and also recommendations toward best practice in a constantly evolving work environment (Clark, 2018).   Recommendations are made to put in place first and foremost a talent strategy as at present, there is none.  This is directly impacting on Employment Relations within BCS as more structure and clarity is being demanded from employees.  Regardless of an organisation’s size and sector, a talent plan is critical to helping employers match skills development with internal needs (CIPD, 2017).  Specifically in regard to talent management strategy with some urgency a written statement of employer / employee relationship with the intention to bring clarity to job role and the fulfilling of it is recommended to be devised for all members of staff helping consolidate psychological contract and hence having a direct impact on engagement and innovation (Huggett, 2009).
It is recommended as a priority to take measures that will develop the directors in their handling of staff via coaching training from a consultant as themes of poor communication, poor conflict management and reference to “bullying” keep arising with employees generally.  ILM (2014) found that 93% of respondents said that low levels of management skills were having a direct impact on their business achieving its goals.  ILM (2014) claim that this deficit is the result of a lack of talent strategy and an inability to aid the development and flow of management and leadership skills throughout organisations. (Coy 2015) claims that businesses that do not invest in learning, suffer from decreased employee performance and engagement so much so that they can expect to realise half the median revenue per employee which of course has a direct impact on business. In regard to employee performance management, organisations that do not have a focused strategy can waste up to 34 days each year managing underperformers. Based on an example of one manager’s salary of £25,000 per annum plus just one employee on £20,000 per annum, this equates to a loss of £4192 per annum.  Where multiple employees are underperforming this figure is could be considerably larger.
Added to this, it is recommended that BCS directors take measures to boost the morale and engagement of the team by introducing mechanisms such as continuous feedback strategies and appraisals but in general nurturing a culture of employee voice as a key to a successful business particularly in line with current trends (CIPD, 2019; ACAS, 2019; Sharp, 2018; Newcombe, 2012; MacLeod and Clarke, 2009). 
Employment Relations strategy for BCS is informed by external factors (PESTLE); Appendix (i) p. 35) paying particular attention to megatrends such as technologies that can assist employment relations and engagement (humanresourcestoday.com, 2018).  Also, sociological factors inclusive of demographics and age.  Mechanisms such as performance review and training and development will facilitate retainment and engagement of the existing team as well as building on organisational culture that values employee voice.  Such practice lends itself to developing a strong employer brand as integral factors toward robust employment relations (Faragher, 2018). 
This aim is with consideration toward the success of the mission of becoming local leaders in innovative sales with excellence within the context of the leisure and tourism industry. 
The methodology adopted is limited to a critical review of secondary literature due to the restraints of time, cost and word count disallowing a research that involves primary research. No previous research has been undertaken within this organisation on this subject.

















2. Literature Review
2.1  The current climate in Employment Relations
The term “Employee relations” has replaced the term 'industrial relations' which referred to collective relationships between employers and their workforce. A current definition of employee relations is much wider and refers to individual as well as collective workplace relationships. It reflects the increasing individualisation of the employment relationship following the rise of individual workplace rights and a decline in trade union influence (CIPD, 2018).  
In regard to the business of BCS, trade unions have never been a factor in influencing management decisions.  BCS is identified as an organisation whose philosophy is based on Unitarianism rather than pluralism where a hierarchical model of leadership is valued and little employee voice is encouraged (Dundon and Rollinson, 2011; Chand, 2017).  
For employers, employee relations can be identified as a skill set in place to manage workplace relationships and practice on both an individual and collective basis.  With this in mind, the concepts of “employee voice” and the “psychological contract” are generally accepted and a reflection of employment relations policies with the goal of achieving enhanced levels of employee involvement, commitment and engagement toward enhanced business outcomes as well as better health and well-being for employees (CIPD, 2018).
Traditional approaches to work and employment relations face challenges in an era of globalization and therefore there is increased need to understand the changing nature of work and employment relations toward economic growth and harmony.  Lansbury (2018) suggests that a multi-level perspective is needed which takes into account the interaction between national, sectoral and transnational spheres of work and employment relations.
The UK Commission's Employer Perspectives Survey (2016) demonstrates the changing nature of work at this time with examples such as changing work patterns; growth in particular for part-time working and zero-hour contracts and flexibilisation  (Standing, 2011).  In regard to subcontracted work, employees can work alongside others with different terms and conditions.  As a result, boundaries around line management can become blurred. Such changes bring challenges to employment relations calling for clarity over individuals’ changing work environment. For employers also there is a strong need to adapt to a more temporary and dispersed workforce (Dundon et al, 2017; Weil, 2014; Donaghy, 2005).
Currently, evidence suggests that the informal workplace climate appears to have a strong influence on employee satisfaction and commitment levels. Therefore, employers are advised to pay attention to the practices and behaviours that contribute to good employee relations, such as clear strategy to nurture employee voice including two-way communications, project teams and joint consultation and attitude surveys as examples (CIPD, 2018).
There is also a need to recognise that employers need to make priority of training necessary to develop managers and leaders to nourish good working relations cultures.  CIPD (2013) research suggests that the two skills that line managers find most difficult to apply in their role are ‘managing conflict’ and ‘managing difficult conversations’. It is evident that there is a need for organisations to provide better training for line managers to equip them to confidently and effectively manage employees. 
Events in the global economy in recent years demonstrate that external factors have impact on what happens internally in organisations in areas such as degree of formality, levels of trust and employee commitment (Dundon and Rollinson, 2011).    Blyton and Turnbull (2004) maintain that in order to have a full understanding of employment relations, broader contextual factors must be incorporated into the framework for analysis.  Please see below figure (i) diagram illustrating contextual influences on employment relations (Dundon and Rollinson, 2011).
This includes the role of different labour market institutions inclusive of the state, unions and CSO agencies which can all impact on the capacity of employees to influence their working conditions (Dundon et al, 2017).  For example, the steady decline of manufacturing employees who would have once had a high degree of union and voice are now less impactful in regard to state policy making.  Shifts in state orientation in the UK from a collective worker rights framework, directly alters the propensity of employee voice and engagement (Williams and Scott, 2016).   Market factors such as the quantity of jobs, mobility of employees, employer leverage are all affected by contemporary Capitalism.  In the aftermath of neo-liberalism, deregulation and growing shareholder influence, these factors hold major implications for employment (Dundon, 2017).   Rubery (2016) argues that demands toward employees have increased in terms of effort, commitment and emotional engagement whereas organisations because of more general state influences have retreated from human capital investment which has again reduced the quality of employment in regard to matters such as security, career development and pensions.
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Employee engagement plays an extremely important role in the current climate of employment relations.  The organisational goals and achievements are very much dependent on the delivery and productivity of individual employees, therefore understanding individual’s contributions, skills and how they are best engaged is key to the operation of an effective team.  (MacLeod and Clarke, 2009).
For BCS, there are simple and manageable steps to take to strengthen the employment relations climate of the organisation in the form of leadership development and talent management strategies to give the growing business more structure and opportunity for increased productivity and engagement.  In line with these objectives, we will now take into consideration the “psychological contract” between employer and employee.


2.2  The Psychological Contract
Within the employment relationship, the questions that arise for the employee must be ‘What’s in it for me?’ The flip side of that for the employer is ‘What’s in it for the organisation?’ Often the answers to these questions are not clearly articulated but form the basis of the psychological contract between the two parties. The employment relationship is  driven by the business and the social environment at a macro level, the business strategy and goals along with individual needs and desires at the organisational and individual level respectively (Roehling et al, 2000).  The relationship is not only transactional in nature but is influenced by what each believes of the other. It is interdependent and a fundamental component of the employment relationship and acts to sustain the employment relationship over time by influencing employee engagement and employee voice (Rees et al, 2013; Patrick, 2008). 
The psychological contract may be more influential than the legal contract as it describes the perceptions of the relationship between employers and workers and influences how people behave from day to day. Interpretation and perception requires communication skill to allow agreement between the two parties (CIPD, 2019).  Having a basic understanding of psychological contract leads us to discussing the idea of employee voice.
2.3  Employee Voice and Engagement
Employee voice is the means by which people communicate their views to their employer, giving them the opportunity to influence issues that affect them in their place of work. It has a benefit to employers also when implemented effectively, voice contributes toward innovation, productivity and organisational improvement, as employees experience increased job satisfaction, greater influence and better opportunities for development (CIPD, 2019).
“An effective and empowered employee voice is where employees’ views are sought out; they are listened to and see that their opinions count and make a difference.  A strong sense of listening and of responsiveness permeates the organisation, enabled by effective communications” (MacLeod, 2009).
Therefore employee voice within the context of employment relations is a key factor to be considered in order to increase employee engagement.  The state in regard to policies and laws, the employer behaviours and the employee personality each impact on this relationship and the frequency of employee voice (Le Pine and Van Dyne, 2001; Kleynhans and Labuschagne, 2012).  Sonenshein (2006) highlight that issues that are deemed necessary to voice from employees need to be crafted in such a way that there is perceived value to leadership along with a likelihood of realistic implementation.  This suggests that employees also require communication skills to raise issues to management.  However where leadership communication skills are low, conflict will surely arise where issues are sensitive to raise (Luthra and Dahiya, 2015).
Whereas previously, traditional management paradigms of command and hierarchy reigned, due to a changing business environment that demands agility and flexibility, these old paradigms are no longer fit for purpose.  Employee voice is one of the things that can revolutionalise outdated paradigms and bring trust into organisations where it has been lost or never featured (Newcombe 2012). Employee voice can improve performance and help deliver sustainable business success by acting as a key enabler of employee engagement and driving innovation (IPA, 2012).  The success of any organization rests on the quality and engagement of it’s employees (Bridger, 2015; Quirke, 2008). Leaders can facilitate a culture where they are open to learning from employees about problems and ideas for improvement enabling them to take corrective action, improve working functionality and make more effective and strategic decisions that will develop their business (Burris et al, 2017; Dutton and Ashford, 1993; Morrison, 2011).   In short engagement is linked to competitive advantage (Mishra et al, 2014; Macey et al, 2009).
However, despite the research that highlights the necessity of employee engagement to productivity and success in business, Catalano (2015) states that in the UK, organisations are not successfully engaging their employees.  Achievers (2015) Workforce Report: The greatness gap found that 68% of employees are unhappy at work.  70% of employees do not understand the organisational culture and 60% of employees reported that they do not feel acknowledged for their contributions and achievements within their workplace.  It is difficult to pin point what engagement might mean for different people with these figures in mind however, as perceptions are so diverse.  As Macleod and Clarke (2009) point out, there is in excess of 50 different definitions on employee engagement.  Bridger (2015) suggests that key themes include participation, commitment, discretionary effort, teamwork, enthusiasm and enactment.  Gennard and Judge (2010) include employee voice in their pragmatic view of the evidence of employee engagement within an organisation saying that when employee voice mechanisms  are implemented effectively, the employer gains from perceived common advantage (referred to in the psychological contract above), also resulting in increased retention, lower absenteeism, increased profitability as a result of improved productivity.   Employees respectively benefit from increased job security, reduced stress, improved teamwork and relationships and a work/ life balance.

A feature of the workplace of the future is that it will be increasingly diverse and will require the capability for staff to work collaboratively with flexibility and creativity.  Incidentally all of these factors feature in research that relates to the engaging of millenials (forbes human resource council, 2017).  Millenials  happen to be 50% of BCS workforce at this current time.  Prossack (2019) states that millenials crave feedback, recognition and conversation that increases their sense of team and belonging; impacting on their engagement within the organisation.  Styles of leadership that enable and support the development of Employee Voice will produce ideas for innovation, progression and competitive sustainability (Tomorrow’s place 2011

In order to achieve a culture that incorporates employee voice, a model is needed that enables individuals and teams, avoiding blame and facilitating inclusion and innovation.  Added to this, a leadership style that models constructive behaviours in openness, good communication and approachability, providing an environment of safety to speak up without fear of ‘ getting it wrong’ or being victimised if there are those holding power who hold an opposing view (Clarke and Manwaring, 2012).  With this in mind, the next section explores how manager communication can assist or devalue this aspect of employee voice.

2.4 Manager Communication; addressing the power balance

In work and employment relationships power has been defined as the ‘ability of an individual or group to control their physical and social environment; and as part of this process, the ability to influence the decisions which are and are not taken by others’ (Hyman 1975, p26).  In this respect, managers who have power by definition need to be mindful in their communication to empower their people and balance the power dynamic, hence rewarding themselves and their teams with respect, role modelling trustworthiness, credibility and  humanity (Smith, 2013).  Managers who do not express appreciation or regard in communication to their workforce quickly lose respect which impacts on levels of morale, engagement and productivity.  Good people leave jobs because of bad managers (Smith, 2013).  Foster (2017) reinforces these points making reference to aspects of employee voice and communication of information with respect.  Highlighted is the need to praise publicly and punish privately as to not humiliate and create a culture of resentment and blame which is toxic to engagement and productivity and can be deemed as bullying and harassment (Foster, 2017).  
2.5 Defining Bullying and Harrassment
Acas characterises workplace bullying as; 'offensive, intimidating, malicious or insulting behaviour, an abuse or misuse of power through means that undermine, humiliate, denigrate or injure the recipient'.  (ACAS, 2015).  Such examples might include:  spreading of malicious rumours, unfair treatment, regularly picking on or undermining someone or denying someone training or promotion opportunities.  (GOV.UK, 2019).  Views however, are likely to differ on such matters as what is insulting behaviour, or where the distinction is between robust management and abuse of power, or where a strong personality becomes an intimidating one.  However, humiliation and lack of respect toward employees will cost the organisation in terms of levels of morale and engagement and as a result, productivity (Foster, 2017). 
2.6  Culture of Positive Communication
Employee relations issues are inevitable and the best thing to do is to have clear policies in place. These may include a Code of Conduct, leave policies, bullying and discrimination policies, behaviour policies, privacy policies and more.
Keeping open line of communications including opportunity for one to one chats in openness to feedback will also encourage an open culture where employees are free to offer their solutions. Treating everyone equally and letting your employees know that you value their hard work will also add to this culture of positivity (Foster, 2017).
Low level communication skills are an issue when addressing an employment relations strategy and is something that needs investing in if leadership are to have contact with people management.  ILM (2014) found that 93% of respondents said that low levels of management skills were having a direct impact on their business achieving its goals.  ILM (2014) claim that this deficit is the result of a lack of talent strategy and an inability to aid the development and flow of management and leadership skills throughout organisations. (Coy 2015) claims that for example, businesses that do not invest in learning suffer from decreased employee performance and engagement so much so that they can expect to realise half the median revenue per employee which of course has a direct impact on business.




















3.  Conclusion
In order to gain understanding of how BCS can introduce a more defined Employment Relations strategy in alignment with the business strategy, it is necessary to understand the context and skills required.

It is understood that BCS operates under a unitary philosophy where a traditionally hierarchical model of leadership has prevailed allowing little opportunity for the voice of employees (Chand, 2017), the literature review suggests that this philosophy is somewhat outdated in examining the evolvement of employment relations over time (Dundon, 2017; Weil, 2014; Donaghy, 2005).  Added to this, the old unitary philosophy is no longer in alignment with the business mission of being local leaders in innovative sales as there are different groups of people with different interests, diverse working arrangements and a working population of sub-contractors, part time workers, full time workers, along with a significant demographical change, namely 50% of worker are millenials who require a different form of leadership to be engaged and productive.  

As discussed in the literature review, time wasted managing poor performers can be partly blamed on having no clear business or talent strategy.  Levels of management skills directly impact the business achieving it’s goals (Coy, 2015;ILM, 2014).  

The employment relations issue surrounding conflict with a senior member of staff has been identified as specifically relating to poor communication i.e. no structured policies and guidelines for employers and employees respectively as well as no employment contracts in place (CIPD, 2018).  Also identified as a direct cause of the afore mentioned employment relations issue is a low level of communication skills on the part of leadership resulting in low presence of employee voice across the workforce, conflict arising where issues are raised and an identified low level of employee engagement across the board of the working team.  A failure to address these aspects risks further accusations of bullying and harassment and an environment of low psychological safety (Gov.uk, 2019; ACAS, 2019; CIPD, 2013; Macleod and Clarke, 2009).  A clear strategy to nurture employee voice inclusive of two way conversations, project teams and attitude surveys are recommended (CIPD, 2018).
It is therefore identified that in order for BCS to build a strong employment relations strategy to boost engagement and productivity that they introduce mechanisms to nurture employee voice (CIPD, 2019; ACAS, 2019).  This can be assisted by introducing robust RTM strategy as there is a distinct absence of one at present. Paying particular attention to megatrends of technology identified in the PESTLE (Appendix … page….) to assist employee voice and engagement mechanisms of continuous feedback (humanresources.com, 2018).  Also from the PESTLE,  sociological factors namely an increase to 50% of millenials working for the organisation.   Mechanisms that allow for engagement of this demographic need to be considered (Smith, 2013).  These factors are key to building a culture that values employee voice whilst developing a strong employer brand with robust employment relations as an integral part (Faragher, 2018).  Employee engagement and communication that accounts for perceptions and interpretations of both employer and employees are key factors in addressing the current employment relations climate that result in innovation, productivity and organisational improvement (CIPD, 2019).













4.  Recommendations
Recommendations are made with the understanding that defining the organisational business strategy is the first priority, followed by a talent management and employment relations strategy and leadership development. From this basis, the identified gaps of poor communication, low conflict management skills, low employee voice culture, systems for performance review and continuous employee feedback along with learning and development plans can be put into operation and preliminary recommendations are made to support these mechanisms.
1. Expertise of an HR Consultant deployed:
It is recommended that BCS hire the services of an HR consultant to deal with the immediate employment relations issues.  Added to this, a systematic HR strategy to be recommended in alignment with future goals of innovation and excellence in holiday home sales with particular emphasis on processes improvement and recommendations toward better working environment.
Estimated costs:  Audit + Diagnosis + implementation of Action planning = 12 days over the period of 6 months:  £1200
2.  Executive Coaching Training Programme (see appendix (iii) page 37 for Hays Survey outcomes on coaching as leadership development).
A leadership development programme that will concentrate on the leaders within the business, to coach them practically using formal sessions and individual coaching sessions to maximise their leadership capability in a complex climate with the identified capabilities of sense-making, innovation, emotional and social intelligence and networking in order to tap the potential of their team and address gaps.
  A training coach to carry out 1 day workshops or team coaching sessions for all management roles inclusive of instruction of how to set up effective mentoring initiative.
3 times over the space of 12 months.  
Estimated Cost:  £11,250 as a one off cost for this period.  

These figures have been estimated from the following resources:
i. HR Consultant:  https://www.southwalesconnect.com
ii. Coaching training obtained from 3 different executive coaches online (www.barefootcoaching.co.uk; www.becdevelopment.co.uk; www.tpcleadership.com). 
During a 12 month period, managers need to engage in mentoring groups on the same day once a month to consolidate the learning and maximise the potential of valuable changes in communication and capabilities. 

3. To appoint an HR manager 
The number of permanent staff has grown by 50% in the last 3 years.  This role would play an important part in strategizing with Directors and business goals and so would concentrate on the roles and skillsets of each person within employment both permanent employees and sub-contractors in order to gain insight and knowledge into how potential and existing skills can be utilised as well as streamline ineffective costs and wasted resources. The role would also identify learning and development needs, conduct employee relations, set up opportunities to develop employment relations culture and branding, engagement mechanisms as well as generalist HR duties.  There needs to be time allocated to the managing of people within the organisation. 
The cost of hiring an HR manager would outweigh the costs in having no people management in place where engagement, productivity etc suffers. In regard to employee performance management, organisations that do not have a focused strategy can waste up to 34 days each year managing underperformers. Based on an example of one manager’s salary of £30,000 per annum plus just one employee on £20,000 per annum, this equates to a loss of £4658 per annum.  Where multiple employees are underperforming this figure could be considerably larger.  
There is also the fact that if productivity and engagement were to increase, sales and profits would increase.  In a report carried out by UNC Kenanflager Business School, organizations with highly engaged employees had an average 3-year revenue growth 2.3 times greater than companies whose employees were only engaged at an average level (Cataldo, 2011).
The Workplace Research Foundation found that increasing employee engagement investments by 10% can increase profits by $2,400 per employee per year (Photiades, 2014).

Cost of hiring an HR specialist:  £30,000 per year (average cost for SME HR Manager in South Wales taken from indeed.co.uk)

4. Ask for feedback by sending out employee surveys with specific topics in mind such as “how are we helping you carry out your role?”.   Make space for regular one to one with employees just used as “check in” time. Innocent Drinks help their employees feel valued and encouraging voice by having a philosophy of communicating with their 370 employees fact to fact on a one to one basis.  Also, they hold that all departments are integrated together to make sure people socialise and get to know each other which encourages feedback and useful dialogue to be carried out in a more organic way.  
Social occasions should have themes such as wellbeing day where everyone gets a laughter therapy session for example.  Not only is this in line with the leisure industry and promoting wellbeing throughout the culture of the organisation but it allows relationship building that is organic and allows everyone to experience each others’ human side.  https://teambuildinglaugh.co.uk  Another idea could be a day long art workshop http://www.thisartofmine.co.uk/corporate-days-out.  
Harrods employ a “Bright Ideas” scheme where employees can actively participate and bring their ideas to a monthly magazine.  It encourages innovation from it’s employees as well as allowing them to be influential on the development of the organisation.  If innovation and creativity is desired as part of the organisational mission, this must be incorporated into employer branding and culture.
5. Celebrating employee successes – Rewarding and recognising by publicly praising employees on a monthly basis who have gone the extra mile for customers, made more sales, contributed to their team (even in quirky ways such as having the best smile).  The important element is creating value and building a culture of healthy relationship between employer and employee.  https://www.monster.com/career-advice/article/6-ways-show-employees-are-appreciated-0304

Please see Appendix (ii) page 36 for an Action plan to support recommendations
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Appendix ii  Action Plan to support Recommendations from the Research Report
Recommendation 1:  6-12 months  Business Consultancy
Key Action:  30-40 days of audit and implementation of plans
Person Responsible:  Directors
By When:  31.05.2020
Resource Required:  £10,000
Strategic Impact:  sets a clear audit, diagnosis and framework for change in the event of the business growing in short space of time and to help determine future goals.

Recommendation 2: Executive Coaching Training Programme (see appendix (iii) page 37 for Hays Survey outcomes on coaching as leadership development).
Key Action:  A training coach to carry out 1 day workshops or team coaching sessions for all management roles inclusive of instruction of how to set up effective mentoring initiative. 3 times over the space of 12 months.  
During a 12 month period, managers need to engage in mentoring groups on the same day once a month to consolidate the learning and maximise the potential of valuable changes in communication and capabilities. 
Person Responsible:  Directors
By When:  31.05.2020
Resource Required:  £11,250 as a one off cost for this period.  

Recommendation 3:  Appoint an HR Manager
Key Action: Write a job description and person profile who would fit the culture of the organisation.  Advertise through job board and Linkedin  or use current internal staff and advertise for replacement Sales Administration. 
Person Responsible:  Financial Director
By When:  Person in post by 31.06.2019
Resource Required:  £30,000 per year

Recommendation 4:  Ask for Feedback
Key Action:  Send out surveys to all staff members in regard to employee engagement and satisfaction to get a picture in readiness for HR consultant and in the event of employing and HR manager to inform the role.
Person Responsible:  Directors
By When:  15.05.19
Resource Required:  No cost.  Just the time needed to utilise a suitable survey from surveymonkey.com and email to staff with prior explanatory email of what and why the survey is being used for.
In regard to Action Planning, the other recommendations listed in the recommendations section are to be put in place in a timescale that will be agreed dependent on audit, business strategy and appointment of HR manager.









Appendix iii
Hay survey outcomes Participants Stakeholder observations 
Positive Reaction to coaching 86%  
Behavioural Change 73% 
ROI increase 75% 
How coaching was used: 
Enhancing interpersonal skills 35% 
Enhancing management skills 18% 
Enhancing business agility/credibility 15% 
Enhancing leadership skills 14% 
Fostering personal growth 12%
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Figure 3.1 Contextual influences on the nature of employment relations
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