


[bookmark: _Toc68671592]Glossary of terms
CIPD		Chartered Institute of Personnel and Development
CT		Chwarae Teg
ER		Employee Relations/Relationship
PESTLE		Political, Economic, Sociological, Technological, Legal and Environmental
VUCA		Volatile, Uncertain, Complex and Ambiguous
[bookmark: _Toc68671593]Executive summary
The following report analyses the impact the global pandemic has had on a third sector organisation operating in Wales.   
The paper looks at the external influences which has impacted on the employment relationship at Chwarae Teg.
The literature review identifies key areas of focus and is followed by recommendations for action.
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1. [bookmark: _Toc68671594]Introduction  
1.1. [bookmark: _Toc68671595]Background
Chwarae Teg (CT) is a third sector organisation based in Wales employing 78 people in a wide range of roles such as accountants, trainers, managers, auditors, consultants and advisors. The main areas of service include providing leadership training and consultancy, and research into gender equality within the Welsh economy. 
In April 2014 the organisation transitioned from being predominantly office based, utilising a Time Off in Lieu system, to a more flexible autonomous way of working that they named ‘Achieve’.  This way of working means the whole workforce can decide where and when they work if they strive to ‘Achieve’ the objectives they are set, which are reviewed quarterly. This has given all employees autonomy about how they fulfil their objectives and the freedom to collaborate across teams to access the resources they require. This has resulted in a high trust organisation.
In January 2020 CT entered a period of formal consultation where a new structure was proposed. The proposal was on the basis that three of their four offices would be closed to save jobs. This was due to a reduction in grant funding (see PESTLE analysis within the Appendix). The new structure was accepted and implemented in July 2020. 
1.2. [bookmark: _Toc68671596]Employee Relations
Employee Relations describes the relationship between employers and employees. It concerns the contractual and psychological relationship between the two parties as a collective and as individuals. Trust based relationships and high levels of employee engagement have been linked to improved business performance and employee wellbeing (CIPD, 2020).
Historically, Employee Relations is associated with large scale collectives joining together sometimes even resulting in conflict and industrial action. For example, starting in 1839 with the ‘Newport Rising’ where thousands of men marched into Newport town centre, armed, to fight for better working conditions and voting rights. In 1968 the Dagenham Ford plant strikes took place where women protested for equal pay which resulted in landmark legislative change and immortalised in cinematic film (Davies, 2011) . The 1984 Miners Strike is another prominent feature of our unionised history when looking at the relationship between the employer and the employee. In the present day we can see continued support of the trade unions. Articles reporting on the unions representing employees for fair pay (Unite The Union, n.d.) or teachers for safe working conditions amid the pandemic (The Independent, 2020), are commonplace in todays’ media. Therefore, collectivism equates with trade unionism (Bacon & Storey, 1993).
That said, what we have seen is a decline in union membership within the private sector (Department for Business, Energy & Industrial Strategy, 2019) indicating a rise of individualism which is associated with non-unionism (Bacon & Storey, 1993). It is suggested that this rise in individualism is associated with globalisation, privatisation and a change in workforce demographics (Homan & Wood, 2003). Additionally, a change in management approach often labelled as ‘high-involvement, high-commitment, high-performance’ has coincided with the increasing rise of individualism which could negate the need for collectivist approaches (Machin & Wood, 2005).
More recently we have seen an example of what has been termed as ‘social activism’ where individual employees have come together with the sole mission to bring about lasting social change. Wayfair employees staged a mass walkout after discovering their employer had sold furniture to a third party who runs a US-Mexico border detention centre (Personnel Today, 2019). Foster Back of IBE describes this is an example of employees holding their employer to account over a perceived gap over what they say and what they do. What is particularly interesting with this case is how this was organised. The employees used technology to mobilise themselves – not an organisation or union (ibid). 
Whilst it appears that collective bargaining still has its place in an ever-growing individualist world, this proves that the use of technology is vital if unions wish to engage with the modern workforce.
In November 2020 CT entered a second period of formal consultation to change employment contracts to ‘working from home’ because of closing three offices. Whilst the new structure had already been accepted, the organisation had to consult again because it is a legal requirement to consult with employees when making changes to their employment contracts (Legislation.gov.uk, 1996).
This consultation was met with a significant degree of negativity from employees. Their feedback was predominantly channelled remotely, via the Employee Forum. (CT is not a unionised organisation. The workforce has self-elected Employee Representatives who collectively are referred to as the Employee Forum.) One of the main complaints was that some employees didn’t feel properly consulted with regarding the decision to close offices and become permanent home workers. 
Whilst employment contracts refer to employment conditions, rights, responsibilities and duties; the psychological contract goes beyond this and can have a significant impact on the employment relationship. The psychological contract refers to the unwritten expectations from both parties however expectations may not be congruent. It is here that we are likely to witness a breakdown in the working relationship (Rousseau, 1989). There can be both internal and external influences on the psychological contract which will be explored further within the literature review.
1.3. [bookmark: _Toc68671597]The impact of Covid-19 
While CT was working through these formal processes, the UK foreign and Commonwealth Office began issuing guidance to the public considering the COVID-19 outbreak. In February cases of COVID-19 were being confirmed in the UK and advice was being provided by the UK and Welsh governments restricting the movements of people across the country. 
In March the UK saw a significant increase in restrictions of movement as more and more people were being diagnosed and on the 9th of March 2020 the Footsie 100 plunged by more than 8% amid concerns over the spread of the virus (The Guardian, 2020). 
The UK Prime Minister, Boris Johnson, advised everyone in the UK against non-essential travel in a bid to reduce the rate of infection. Employers were encouraged to enable their staff to work from home and it was at this point that the Chief Executive of CT issued an instruction to all staff that as of the 16th of March 2020 all four of CT offices will be temporarily closed and all employees were to work from home. By the 23rd of March, the UK went into a national lockdown. CT continued to keep their employees working from home for the remainder of 2020. 
External influences such as this can be examined using the PESTLE model. Originally developed by Francis Aguilar, the model has evolved to analyse the Political, Economic, Sociological, Technological, Legal and Environmental impacts on organisations (Turner, 2002). Figure 1 provides further detail on the factors considered. 
[bookmark: _Toc64650297]Figure 1 Factors considered in a PESTLE analysis (Ibid)
	Political
	Government rules and regulations
Tax policy
Trade and tariff

	Economic
	Current and projected growth
Unemployment and labour supply
Income distribution and consumer spending habits

	Sociological
	Cultural aspects, health, population growth, age distribution
Education, occupations and earning capacity
Work-life balance

	Technological
	Technological developments
Access, licensing, innovation
Artificial Intelligence

	Legal
	UK and European legislation and regulations
Employment Law
Health and Safety regulations

	Environmental
	Environmental issues and regulations
Sustainable resources
Supply chain management



A PESTLE analysis has been completed and can be found within the appendices of this report. A PESTLE can also help feed into the SWOT Analysis (Johnson, et al., 2013). A SWOT has also been completed and is contained within the appendix.
1.4. [bookmark: _Toc68671598]Report Aims
This report will examine and analyse the impact that the global pandemic has had on employee relations at Chwarae Teg with regards to the proposed office closures. It will attempt to explore the possible reasons behind the negative reaction to the office closures and it will critically analyse issues against megatrends and the employee relations in the UK.
This paper will provide recommendations that will contribute to effective employee engagement at organisational level.
 
2. [bookmark: _Toc68671599]Literature Review 
This section will critically analyse relevant information in relation to the employment relationship and the micro and macro factors affecting it.
2.1. [bookmark: _Toc68671600]The modern workforce – a changing demographic
One school of thought is that there are three main stakeholders within the employment relationship: employees, employer and the state. All three brought together by the market often operating under contractual rule (Budd & Bhave, 2010).
1. Employees: the provider of labour, for a fee/wage. Employees generally seek to improve the conditions of their employment and often want to share decision making powers with management.
2. Employer: the purchaser of labour. They posses the power to hire and fire employees. Employers are concerned primarily with imposing motivation and efficiency of labour.
3. The State/Government has a legislative role for both the employee and employer. The state can influence and regulate the employee/employer relationship through laws, regulations and the courts. (ibid) 
There have been significant changes to the make-up of employees for example in 2019 the Office for National Statistics have reported that the number of women within the economy was at a record high (Office of National Statistics, 2019). With a shift in demographic, comes a shift in the needs of the workforce. A study conducted by Chwarae Teg in 2017 suggested that women are often found in low paid, low quality employment (Davies, et al., 2017). A further study by the same organisation in 2020 found that the economic impacts of the lockdown measures had a disproportionate impact on women with women facing significant disadvantage through “gender-blind policymaking” (Paterson, 2020).
In addition, the concept of the ‘sandwich generation’ has been widely recognised as the unique set of circumstances that the modern workplace is now experiencing. This is where an employee (often in their 20s or 30s) has the responsibility for their own children’s care and eldercare simultaneously. This theory has been further broken down to include those in their 40s, 50s and 60s sandwiched between their elderly parents, adult children and grandchildren (Wassel & Cutler, 2016). 
There has been an increased demand in flexible working by both men and women. A piece of research highlighted that more women are concerned about childcare and more men are concerned about eldercare (Bright Horizons, 2020).
The modern workplace is also experiencing multiple generations at work which places varying demands on employers (fig 2). This can bring with it both benefits and challenges to the workplace. For example, millennials are associated with being a “tech savvy generation who also place a high value on relationships and regular feedback” (Graham, et al., 2020).
[bookmark: _Toc64650298]

Figure 2 Multiple generations at work – adapted (Ibid)
	Generation
	Born
	Attributes
	Career Goals
	Retention
	Workplace

	Traditionalists
	Circa 1925 >
	Loyal, obedient dedication, sacrifice
	Job for life
	One employer
	Office only

	Baby Boomers
	Circa 1946 >
	Optimism, work ethic, team orientation
	Career built on upward mobility
	Salary 
	Long hours – office only

	Generation X
	Circa 1965 >
	Positive attitude, goal orientated, world citizens 
	Transferable career
	Security, Salary
	Office/Home, desires flexibility

	Generation Y
(Millennials)
	Circa 1980 >
	Confidence, socially vocal and aware, tech savvy
	Multiple careers, multiple industries
	Personal relationship
	Office/Home, Flexibility

	Generation Z
	Circa 1995 >
	Diversity, social responsibility, global connectivity, technological sophistication
	Communicates via social networks and instant messaging and considers email as dated. Just starting to enter the workforce.



The global pandemic has seen a disproportionate impact on some of these groups. A survey carried out by humanitarian agency Care International, found that 55% of female respondents reported losing their job or income, and were 60% more likely than males to report that Covid-19 as the significant contributor to their unemployment (The Telegraph, 2020).
In a study by the Office of National Statistics, they found that there was a rapid increase in the number of people providing care for another person outside their home. Whilst the division of care between males and females were almost even (51% female), the age group most likely to report caring ay 60% were people aged from 45-54 years (ONS, 2020).
2.2. [bookmark: _Toc68671601]Conflicting priorities between employees and employers
The Employment Relationship can be affected by how leaders perceive their relationship to be with their direct reports and/or their representatives (i.e., trade unions etc). Fox, (1966) identified two possible perspectives: 

i. Unitarist Perspective - assumes that there is a single source of authority within an organisation. It assumes that the common goals of the organisation are shared between all and that employees are loyal to their managers. However, it is also said that conflicts within an organisation can be perceived negatively, and that trade unions are unnecessary (Gennard & Judge, 2016). 
ii. Pluralist Perspective – assumes organisations are diverse and have various values, attitudes and beliefs. Therefore, conflict is inevitable and may be productive. A key difference here however is the role of management as mediators. This perspective acknowledges trade unions as legitimate representatives of employees (Leat, 2001). 

Unitarian approaches are often observed in organisations where being ‘on the same page’ is valued and seemingly enables organisations to move forward at pace and with minimal conflict. Arguably organisations that promote diversity of thought and are actively seeking out diverse workforces (pluralist) are likely to experience difference in opinion and therefore conflict is inevitable. Differences of opinion and diversity of thought have been known to lead to more effective problem solving and workforces that are flexible to change such as macro factors (ACAS, 2016).
How employers have responded to the pandemic and have managed their relationships with their employees, will have long term implications for the employer and employee relationship. Industrial Relations expert Andy Cook said that “the decisions made during the crisis and the employee’s perceptions of those decisions and not just important for the short term they will count double as the economy starts to stabilise and recover” (Human Resources Executive, 2020).
2.3. [bookmark: _Toc68671602]Employee Engagement
Employee Engagement is a term used to describe the working conditions that enable employees the capacity to achieve their potential each day (Hirtle, 2016). The benefits of employee engagement have been linked to productivity, growth and profit. Contra indicators include reduced profit, reduced productivity and difficulty in adapting to change (CIPD, 2019). 
A 2009 report (Macleod & Clarke, 2009) concluded that there are four enablers of employee engagement:
i. Strong strategic leadership
ii. Line managers that motivate and inspire
iii. Employee involvement in decision making
iv. Organisation culture and values
CIPD megatrends says that until recently home working increased by 80% in 20 years which still only equates to 5.3% of workers. That said during the pandemic this has increased to 29.6% with an additional 8.5% having access but choosing not to work from home (CIPD, 2020). It goes on to show that the rise in home working was seen across all age groups however the smallest rise was amongst younger workers. It also describes how older workers are more likely to have spare rooms within their homes in which to set up home offices. 
2.4. [bookmark: _Toc68671603]Employee wellbeing
Prior to the pandemic, employee wellbeing was a growing priority for organisations according to 80% of respondents to the Global Human Capital Trends Survey (Deloitte , 2020). 
Since the pandemic employee wellbeing has become of paramount importance with the World Health Organisation stating that mental health and psychosocial considerations must be made (World Health Organisation, 2020). It goes on to advise that physical activity and social interaction can aid quality of life and improved wellbeing.
Psychologist Abraham Maslow’s original hierarchy of needs, often depicted as a five-stage pyramid, set out to explain that “all humans have basic needs that need to be satisfied before the next stage can be fulfilled” (Maslow, 1987). This has since been expanded further as can be seen in figure 2. An important feature of this theory is the needs have a specific order from lowest to highest meaning that the lowest order needs must be fulfilled before the next.
It would only appear logical that if one’s physiological needs (i.e., air, water, food and shelter) are met, then their next priority would be relating to safety (i.e., safe working environment, living fear free) and so forth. 
[bookmark: _Toc64650299]

Figure 3 Maslow’s Hierarchy of Needs, original and updated (Ibid)

Transcendence
Deficiency Needs
Growth Needs
Self-Actualisation


One criticism of the model is that it assumes that all human behaviours are universal but of course individuals do not think the same and it does not account for cultural differences. Humans are a complex species and positive emotions have been linked to physical health (Kok, et al., 2013).
Another flaw with the model is that it does not recognise that even the most basic of needs require social connection. Results from a recent study by Swansea and Manchester Universities and the World Health Organisation found people have experienced significant loss. Loss of social interaction, loss of structure and routine, which has led to psychological and emotional losses including motivation and self-worth (Williams, et al., 2020)
Research conducted by Working Families found that working from home was the most common flexible working approach taken during the pandemic and 61% of respondents said life had become more stressful (Working Families, 2020). This was reflected within CT where issues experienced by employees included the difficulties associated with juggling work and family life in the home environment. 
2.5. [bookmark: _Toc68671604]The Micro and Macro Environment 
The Microenvironment is primarily concerned with the immediate environment in which the organisation operates and can affect the day-to-day routine and activities. Whereas the ‘Macro Environment’ is concerned with the external and large-scale environment in which the organisation operates (Soanes & Stevenson, 2008).
2.6. [bookmark: _Toc68671605]Operating within a VUCA world
VUCA stands for Volatile, Uncertain, Complex and Ambiguous and was originally used by the military. More recently it has been used by the world of work as a framework to help leaders to understand the challenges their organisations face (People Management, 2020). The article provides further explanation as follows:
· Volatility – the speed and turbulence of change in the world
· Uncertainty – the extent to which we can confidently predict the future
· Complexity – the number of interconnected factors that need to be considered
· Ambiguity – a lack of clarity about how to interpret something
It would be fair to say that the global pandemic has most definitely resulted in workplaces being forced to operate in a VUCA environment.
However, it is possible to counter the effects of VUCA which requires a focus on leadership skills. A white paper produced by the UNC Kenan-Flagler Business School found that traditional leadership development methods (i.e., on the job training, coaching and mentoring) doesn’t meet the demands of a VUCA environment. It identifies three steps talent managers can take as follows (Lawrence, 2013):
1. Hire agile leaders
2. Develop existing leaders to be agile leaders
3. Foster an organisational culture that rewards VUCA prime behaviours and retains agile employees
The desired outcome would be to focus less on behavioural competencies and more on complex thinking and problem solving.
The Harvard Business Review has stated previously that “businesses were already operating in VUCA environment, prior to the onset of COVID; largely due to Globalisation, technological disruption and for the UK – BREXIT” (Harvard Business Review, 2014). However, with the complexities and challenges of the pandemic, such as the redundancies due to economic contraction, hiring agile leaders may not be possible. Therefore, development of remaining leaders would be a viable option.
Prior to the pandemic, cost was cited as one of the biggest barriers to learning and development (Stewart & Cureton, 2014) therefore investment in learning and development may not sound appealing however low-cost approaches could be the solution. Nick Shackleton-Jones describes how “digital social learning culture can be fostered using existing workplace technologies and bring together mentors within the business as well as those from external sources” (Shackleton-Jones, 2019).
Mentoring has been a popular choice amongst employers where a more experienced employee imparts their knowledge and acquired wisdom with a more junior employee. (Arnold, et al., 2010) Usually, free so of no actual cost to employers, it is the go-to method when addressing in-house skills shortages. Kram’s definition states that the mentor is older than the mentee (Stewart & Cureton, 2014). This traditional approach can be of particular use to those who are new to industry for example. However, there are limitations in it’s use. There is an argument that new creative solutions and ideas will come from younger talent as will the ability to embrace new technology. This is where ‘reverse mentoring’ can be utilised. First popularised by former GE Chairman Jack Welsh, reverse mentoring has increased in line with the pace of technology (Forbes, 2011). 
[bookmark: _Toc68671606]3. Findings
As a result of the global pandemic, CT had to take a directive approach and instruct employees to immediately work from home. It was not possible or discuss or consult on the matter. There was no resistance to this decision. Conversely the long-term solution to avoid job losses by closing three offices was also made with a directive approach and without discussion but was met with significant resistance.  
At the start of COVID an initial unitarist response to the crisis seemingly enabled organisations to survive and employees got on board and complied with requests, often passed down vis employers from the Government. However, as time goes on, the relationship will have to evolve to be more pluralistic as employees begin to understand the bigger picture and find their voices to share their dissatisfaction between those disproportionately impacted by the pandemic.
The timing of CT’s consultation for contractual changes came as the psychological and safety needs of employees were not necessarily being fulfilled because of the pandemic.
When the focus was put on the office closure during the second consultation, employees had experienced home working on a full-time basis for the first time. That said, the home working experience during 2020 was not necessarily reflective of what home working would be if there was no pandemic or social isolation and school closures. It is likely that the social and physiological discomforts have been magnified by the pandemic. However, it has shone a light on the issue of people working for long periods of time without the social interaction of colleagues and possibly living and working in confined/shared spaces such as bedrooms and dining rooms.
We have seen examples of how employees across the globe have utilised technology to communicate and mobilise and it is possible to utilise technology in more proactive ways. 
There is a growing trend to utilise technology in support of communication and learning and development activities. The pandemic has pushed employers to quickly implement and/or adapt tools to better support remote working environments. 

4. [bookmark: _Toc68671607]Conclusion
The lack of resistance to temporary office closure is likely attributable to it being linked to a Government directive and was linked to an immediate risk to health. Probably seen as ‘we had no choice’. Response to working from home because of Covid is a shared problem from external forces. However, there was a choice with the long-term office closure which employees were not involved with. The decision was made by the Senior Leadership Team as a solution to the proposed re-structure and reduction in funds.
When the re-structure was proposed, it is apparent that the focus of employees’ attention was on the structure itself and not the necessary office closure that supported the proposed structure, from the lack of challenge or concern raised by employees at the time. 
Older workers may find it physically easier to work from home however there may be challenges presented as new and emergent technologies are implemented. As the generational theory suggests, they are more likely to be ‘obedient’ whereas younger workers (millennials) are usually more vocal and socially aware so whilst some of them did not directly experience some of the issues brought up by colleagues, they were quite vocal in communicating the challenges their colleagues faced. Many of the issues raised were by those in shared accommodation or small accommodation such as flats. It would be fair to conclude that the younger workers could be perceived as argumentative or rocking the boat in the eyes of the older workers.  
Current practices at CT involve traditional approaches to leadership development where coaching and mentoring is encouraged and readily available to all employees, not just leaders. Take up historically has been good and it is important not to lose this approach whilst working remotely.
CT could utilise technology to improve employee involvement during decision-making as well as developing others by providing mentoring support online. The benefits could include but not be limited to:
1. Provide development opportunities for agile leaders
2. Intergenerational mentoring partnerships
3. Improved employee involvement in decision making
This could also provide the opportunities for social interaction that employees are missing out from by not being in offices.
For those not wishing to be involved in a mentorship programme, social interaction can be encouraged via identifying groups of interest and creating a platform for people to come together.
[bookmark: _Toc68671608]5. Recommendations
1. Involve employees in decision making.
Employers must manage expectations constantly and keep an open channel of communication with employees. This helps employers set expectations and enable employees to know exactly where they will have to upskill and support a multi-generational workforce. 
Acknowledging and capitalising on pluralist types of approach could benefit. Utilise Employee Forum in a more proactive way prior to formal consultations.
Involving employees to participate in discussions and to partner with leadership teams during change can help with buy in and should have been involved in decision to close offices.
2. Develop a formal mentorship programme.
This can build relationships between traditionalists and millennials, helping these two contrasting groups exchange vital information that can support CT’s desire to grow commercially. It will also help communicate the challenges and needs younger workers face who are currently under-represented within the Senior Management Team.
3. Create opportunities to maintain social interaction.
Identify how social interaction with colleagues can be replicated outside of the home. Look at alternatives to home working for those whose home is not necessarily suited to home working or to break up the home working week for individuals. In future it would be beneficial to consult with employees over the decision to close offices and gain insight which although it may not change the outcome, it could potentially address issues prior to them arising and improve buy-in from all employees.
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[bookmark: _Toc68671611]Appendix A 	PESTLE Analysis: Covid-19 and Chwarae Teg
	
	Factors arising due to COVID-19

	Political
	· Directive approach from Government requiring Chwarae Teg (CT) to be responsive and quick to change
· Government frequently pass temporary laws regarding things like travel restrictions resulting in CT employees made to work from home since March 2020
· New ICT equipment requires correct collection and disposal as requested by funders

	Economic
	· Loose job market
· Change in consumer demand requires new marketing strategies
· Frequent lockdowns cause disruption to income generation, reducing spending

	Social
	· Older people traditionally have limited access to online services
· People working from home face frequent disruptions to work/education
· Research suggests certain groups (health workers, children and students) might experience PTSD
· Research suggests relationships and empathy for others negatively affected
· 

	Technological
	· Businesses forced to quickly adapt to new technologies
· Businesses have to quickly move services to purely online delivery
· New communication channels require quick implementation
· Some statutory services have gone online rapidly

	Legal
	· Government Furlough Scheme not available to Chwarae Teg employees, therefore employees can only utilise existing statutory employment rights
· Employers required to implement measures to make workplaces ‘Covid safe’
· Local lockdowns restrict movement in some but not all regions
· Maintaining compliance with GDPR for home workers

	Environmental
	· Reduction in travel improves carbon footprint
· 





[bookmark: _Toc68671612]Appendix B 	Organisational SWOT Analysis: Response to Covid-19
	Strengths
	Weaknesses

	· Workforce already has access to mobile (ICT) equipment
· Remote access to systems already in place
· All employees already had some experience of (enforced) home working at little notice previously, due to inclement weather
· Office 365 already implemented which supports access for consumers
· Diverse range of job roles and skill sets within workforce enabling collaboration and problem solving
· Ability to divert funds to where it is needed
· Reduction in travel expenses enables organisation to divert budget allocation to areas needing it most (i.e., ICT)
· Roll out of printing facilities at home can aid reduction in screen time
· Maintenance of Green Dragon Award achieved through reduced travel
	· Some employees forced to use new technologies without proper training
· Leadership team forced to adapt interview and onboarding techniques to solely online/remote approach with limited preparation
· Gaps in vacancies causing work intensification for those remaining
· Survivor syndrome for those who made it through redundancy process 
· Uncertainty regarding job security during restructure resulted in voluntary leavers
· Cost of implementing systems to replace ‘wet’ signatures on funding documents
· Largely female workforce with known caring responsibilities working from home
· Home workers facing new challenges of balancing work and home life
· Limited access to social interactions as a result of office closures
· Increased pressure of small ICT Team to deliver additional services

	Opportunities
	Threats

	· Quick adaptation to purely online services ensures Chwarae Teg services remain competitive
· Employees experience job security from guaranteed grant income
· Full complement of (non-furloughed) employees
· Utilisation of Office 365 means Chwarae Teg services can be accessed by any organisation/consumer in UK
· Relationship with Government based on mutual trust and respect
· Job security for the majority of workforce for three years
· Home working can increase access to diverse job applicants
	· Limitations to commercial income from private sector
· Limitations to grant funding whilst economy recovers from recession 
· Voluntary leavers due to dissatisfaction of home working arrangements
· Time lost dealing with ER issues arising via Employee Forum
· Maintaining compliance with GDPR for home workers
· Largest source of income is via grant (European) funding which has been reduced, resulting in redundancies and restructure






[bookmark: _Toc68671613]Appendix C Action Plan
	Action
	Resources
	Points to note
	Estimated cost
	Target date

	Involve Employees in Decision Making
	Make better use of Employee Forum
	Review agenda and meeting frequency
Review Terms of Reference
	Zero
	Review after next EF meeting

	Implement mentoring programme
	Existing online HR system to co-ordinate/record

Experienced employees to identify time

Skills analysis to identify anyone able to provide mentor training or cascade training

Mentoring training for mentors and mentees


Approach Board Members to volunteer for mentoring programme
	New system captures CPD






If nobody available, then there will be a need to source an external provider






Involve Board in skills audit to make good mentor/mentee matches
	Zero



Median rate of pay for leads/seniors to be calculated 







Quote required as per procurement guidelines

Zero

	June 2021

	Create opportunities for social interaction
	Identify topics/themes that would encourage interaction

Set up channels on Teams according to themes identified

Diarise company-wide events online and face to face that encourage cross-department networking and interaction
	
	Zero



Zero



Chwarae Teg corporate venue hire 2019 averaged £22.50 per head.
	April 2021
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