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Levels of employee engagement 
While Pembroke Refinery has several programmes in place that are traditionally thought to 

contribute to high levels of employee engagement, the effectiveness of these programmes is 

unknown, as levels of employee engagement are not currently measured. Although Taylor 

and Woodhams (2016) argue that employee engagement is “universally beneficial” (p. 85) 

unfortunately the Refinery Leadership Team (RLT) would not endorse an engagement survey 

or focus group at this time. They were concerned about measuring employee engagement at 

a time of crisis, particularly with preparations for the cracking and olefins turnaround at a 

critical stage. [EV 1] 

 

During the period March through July 2020, the RLT received 99 submissions through the 

‘Ask the RLT’ portal, an online forum where employees and workers submit business related 

questions and suggestions anonymously. The RLT discuss the submissions and respond 

through the portal. Although only 49 of the submission were coronavirus (COVID-19) related, 

this is still a significant increase when compared to the same period in 2019 and 2018, where 

36 and 29 submissions were received respectively. The increase in submissions was indicative 

of the difficulties the Refinery was facing as a result of COVID-19. However, it also 

highlighted the Refinery’s failure to communicate proactively. It was during this time that the 

RLT endorsed a COVID-19 employee survey, to gain a better understanding of employee 

morale. A survey was drafted and endorsed by RLT, and the VP and General Manager 

encouraged the workforce to take part in the survey. This survey, coupled with HR analytics, 

such as HR metrics on sickness absence rates and staff turnover data would provide 

sufficient insight into levels of employee engagement. [EV 2] [EV 3] [EV 4] [EV 5] [EV 6] 

 

Employees were given 14 days to complete the survey to ensure all shifts had the 

opportunity to take part. The survey consisted of ten questions, seven of which were multiple 

choice style, and three were open questions. The overall response rate was 58% (295 

employees), with the majority of respondents (151) working in the operations department 

and working on site during the pandemic. [EV 7] [EV 8] 

 

Only 78 (26%) employees who were working from home, or a combination of working from 

home and on site, responded to the survey. They were asked what the top three challenges 

they encountered during this time were, with the responses reporting Social Isolation / Lack 

of Interaction, Communication, and Childcare / Dependent Care issues as the most common 

challenges. Similarly, employees working on site were asked what the top three challenges 

they have encountered during this time were, with the responses reporting Maintaining 

Social Distance, Childcare / Dependent Care issues and Personal Well-being as the most 

common challenges. [EV 9] 

 

The survey asked employees to rate Pembroke Refinery’s response to COVID-19, with the 

option to select Poor, Average, Good or Excellent. The respondents answered Poor (5%), 

Average (46%) and Good (41%) followed by Excellent (8%), meaning almost half of the 

workforce rated above average, which is a positive outcome. Employees who were working 

from home were asked to say in one word how they felt about returning to work on site as 

lockdown eases. Most responses were fairly negative, such as ‘anxious’, apprehensive’ and 

‘worried’, highlighting the uncertainty employees felt about the pandemic. The responses 



were collated to share with the RLT and Tier 2 leaders, so transition back to the workplace 

could be handled with compassion and understanding. [EV 9] 

 

A Deloitte article looks at what COVID-19 has taught employers about employee 

engagement, recommends organisations take a supportive approach to management and 

inspire trust in leadership to improve employee engagement. Employers must “introduce 

work methods and policies that nurture the emotional connections between employees and 

their workplaces” (Kewalramani, 2020) to maintain long term commitment. The pandemic has 

forced Pembroke Refinery to find new ways of working, including introducing remote 

working and amended shift patterns of work to ensure minimum impact on business 

continuity. 

 

The union represented operations employees work a 5-shift system, whereby each shift team 

works two 12-hour days, followed by two 12-hour nights, then 4 days off – after the third set, 

there is a ten-day break at which point the 30 days schedule is repeated. Each shift team is 

able to cover its shifts time off entitlements and employees are expected to provide 

reasonable overtime cover for sickness and unanticipated absence. If, for any reason, a shift 

cannot provide the necessary cover a member of another shift is called upon to ensure the 

12-hour shift system can function. The Refinery had to put measures in place to ensure safe 

and reliable operations. This involved temporarily disbanding E shift to create 4 ‘over-

manned shifts’, which involved operations working 7 day shifts then 7 days off, followed by 7 

night shifts and 7 days off. This schedule was implemented to reduce the risk of cross 

contamination between shifts, and to ensure as much as possible that sufficient manpower 

was available to cover critical positions. As the operations employees are represented by a 

union agreement, the terms of the temporary work schedule had to be negotiated. While the 

rest of the Refinery groups showed discretionary behaviours by changing their working 

arrangements at the request of the business, in an effort to keep themselves and colleagues 

safe, the Union represented employees took the opportunity to negotiate enhanced terms 

for financial gain. This is a typical outcome of the relationship between Pembroke Refinery 

and the Union represented employees. 

 

Jim Clifton, CEO of Gallup and Gerry Anderson, Chairman and CEO of DTE, discuss how to 

engage a unionised workforce. Anderson (2017) argues that there should be no difference in 

engagement levels between unionised and non-unionised workgroups, because while 

“collective bargaining changes the terms and conditions” the work environment should be 

the same. However, the survey results, together with sickness absence data indicates that 

employee engagement levels across the unionised workforce is lower when compared to the 

non-unionised workforce. While the maintenance workforce was more negatively impacted 

by the business’ decisions around COVID-19, their discretionary behaviours to go above and 

beyond, plus lower sickness absence shows that they are more likely to be engaged. 

 

 

 

 

 

 

 

 



Evidence 

EV 1 

Emails with Director Refinery HR 
 
From: Gough, Melanie 
Sent: 21 October 2020 13:33 
To: Hicks, Denise <Denise.Hicks@valero.com> 
Cc: James, Joanne <Joanne.James@valero.com> 
Subject: Employee Engagement 
  
No worries, thanks for asking.  
  
Mel  
  
  

From: Hicks, Denise 
Sent: 21 October 2020 13:33 
To: Gough, Melanie <Melanie.Gough@valero.com> 
Cc: James, Joanne <Joanne.James@valero.com> 
Subject: Employee Engagement 

  
Mel; 
  
As requested, I asked RLT if you could issue an employee engagement survey, but as expected they 
were not happy to endorse at this time. 
  
D 
  
 

From: Hicks, Denise 
Sent: 20 October 2020 09:26 
To: Gough, Melanie <Melanie.Gough@valero.com> 
Cc: James, Joanne <Joanne.James@valero.com> 
Subject: Employee Engagement 

  
Mel; 
  
I will raise at RLT tomorrow and get back to you. 
  
D 
  
 

From: Gough, Melanie 
Sent: 20 October 2020 08:50 
To: Hicks, Denise <Denise.Hicks@valero.com> 
Cc: James, Joanne <Joanne.James@valero.com> 
Subject: Employee Engagement 
  
Denise 

mailto:Joanne.James@valero.com
mailto:Georgia.Williams@valero.com
mailto:Melanie.Gough@valero.com
mailto:Georgia.Williams@valero.com
mailto:Melanie.Gough@valero.com
mailto:Georgia.Williams@valero.com
mailto:Joanne.James@valero.com
mailto:Georgia.Williams@valero.com


  
As discussed, I need to assess employee engagement levels for my CIPD course. I know this isn’t 
something we do as a matter of course, and I know you're not terribly keen given the changes the 
workforce have been through over recent months, but is there any chance you can see if you can get 
RLT buy-in. I would need to send out a survey to all employees, or a group of employees, e.g. I could 
assess engagement levels within the Technical group or similar. 
  
Many thanks, 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 



EV 2 

Ask the RLT – examples 

 

 

 

 

 



 

 

 

 



 

 

 



 

 

 

 
 
 
 
 



EV 3 

Emails with Director Refinery HR 
 
From: James, Joanne 
Sent: 04 November 2020 15:17 
To: Gough, Melanie <Melanie.Gough@valero.com> 
Cc: Hicks, Denise <Denise.Hicks@valero.com> 
Subject: RE: Coronavirus Survey 
  
 I'll call you shortly mel 
  
  

From: Gough, Melanie 
Sent: 04 November 2020 15:08 
To: Hicks, Denise <Denise.Hicks@valero.com> 
Cc: James, Joanne <Joanne.James@valero.com> 
Subject: RE: Coronavirus Survey 
  
No problem!  
  
Jo, do you have time this week at all?  
  
Mel  
  
  

From: Hicks, Denise 
Sent: 04 November 2020 12:48 
To: Gough, Melanie <Melanie.Gough@valero.com> 
Cc: James, Joanne <Joanne.James@valero.com> 
Subject: Coronavirus Survey 

  
Mel; 
  
The RLT have decided to send out a COVID related employee survey - thought this may be suitable 
for your CIPD? 
  
The RLT have drafted the attached questions, but they need tidying up - please could you and Jo 
review? 
  
Ed is drafting a communication to all employees. 
  
D 
  

DRAFT Questions 

for Review.docx
 

 
 

mailto:Melanie.Gough@valero.com
mailto:Joanne.James@valero.com
mailto:Joanne.James@valero.com
mailto:Georgia.Williams@valero.com
mailto:Melanie.Gough@valero.com
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EV 4 

Email from Ed Tomp, VP & General Manager 
  
From: Tomp, Ed 
Sent: 09 November 2020 14:01 
To: GR-PEM Valero Employees (014) <GR-PEMValeroEmployees014@valero.com>; GR-PEM Valero 
Employees Operations (006) <GR-PEMValeroEmployeesOperations006@valero.com> 
Subject: Employee Survey 
  
Colleagues, 

  

During the coming weeks, we will be conducting an employee survey in order to gain a better 

understanding of employee morale and engagement. The survey will be used to help us: 

  
1. understand the challenges you are currently facing 

2. improve our response to the coronavirus pandemic 

3. support you better during these difficult times 

  

Once the survey data has been collated, we will share the results on the Pembroke Intranet. If you 

have any questions, I encourage you to speak with your Director.  

  

An email will be sent early next week with a link to complete the survey. We would like to assure you 

that the survey is anonymised and there is no traceability to individuals. As this is an opportunity for 

you to share your opinions, feedback and suggestions with us, we encourage you to participate in the 

survey. 

  

Thank you for your continued commitment to Pembroke Refinery. 

  

Best regards, 

  

Ed 
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EV 5 

Email from RLT endorsing the survey questions 
  
From: Jevons, Tony 
Sent: 12 November 2020 07:11 
To: Gough, Melanie <Melanie.Gough@valero.com> 
Cc: GMfg - PEM Refinery Leadership Team <GMfg - PEMRefineryLeadershipTeam@valero.com>; 
James, Joanne <Joanne.James@valero.com> 
Subject: RE: Covid Survey  

  
I endorse 
Tony 
  
  

From: Allen, Richard 
Sent: 11 November 2020 14:04 
To: Gough, Melanie <Melanie.Gough@valero.com> 
Cc: GMfg - PEM Refinery Leadership Team <GMfg - PEMRefineryLeadershipTeam@valero.com>; 
James, Joanne <Joanne.James@valero.com> 
Subject: RE: Covid Survey  

  
Endorsed by me. Thanks Mel 
   
  

From: Gough, Melanie 
Sent: 11 November 2020 11:26 
To: GMfg - PEM Refinery Leadership Team <GMfg - PEMRefineryLeadershipTeam@valero.com> 
Cc: James, Joanne <Joanne.James@valero.com> 
Subject: Covid Survey  
  
RLT, 
  
Please find attached the final version - please could you endorse the attached survey questions 
ready for distribution. 
  
Many thanks, 
  
Mel  
 

 

FINAL Survey 

Questions.docx
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EV 6 

Email to Marcus Blair  
  
From: Blair, Marcus 
Sent: 12 November 2020 10:44 
To: Gough, Melanie <Melanie.Gough@valero.com> 
Subject: RE: Covid-19 Survey for distribution 

  
Hi Mel,  
No problem. 
  

Marcus Blair 

  
Sr Training Administrator 
Learning & Development Department 
Valero Energy Ltd 
Pembroke Refinery 
Pembrokeshire 
SA71 5SJ  
  
Telephone: 01646 649225 
Mobile: 07900598915 
Marcus.Blair@valero.com 
  
Registered office 27th Floor, 1 Canada Square, Canary Wharf, London E14 5AA.  Place of Registration: England and Wales.  Company No. 
8566216 
  
This message may contain confidential information and is intended only for the use of those parties to whom it is addressed.  If you are not 
an intended recipient, you are hereby notified that any disclosure, copying, distribution or any use of any information in this message is 
strictly prohibited.  If you have received this message in error, please notify me immediately at the telephone number indicated above. 

  
  

From: Gough, Melanie 
Sent: 12 November 2020 10:17 
To: Blair, Marcus <Marcus.Blair@valero.com> 
Subject: Covid-19 Survey for distribution 

  
Hi Marcus 
  
Please find attached the approved Covid-19 survey. When you've created the survey please could 
you send to all staff - we need it open for 14 days to catch all the shifts. 
  
Please let me know if there's anything I can do to help! 
  
Many thanks 
  
Mel 
 

FINAL Survey 

Questions.docx
 

mailto:Melanie.Gough@valero.com
mailto:Marcus.Blair@valero.com
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EV 7 

Email to All Employees to Complete Survey 
  
From: Blair, Marcus 
Sent: Sent: 16 November 2020 10:13 
To: GR-PEM Valero Employees (014)<GR-PEMValeroEmployees014@valero.com>; GR-PEM Valero 
Employees Operations (006) <GR-PEMValeroEmployeesOperations006@valero.com> 
Subject: Employee Survey 

  
Dear all,  
  
Please complete the employee survey, which can be accessed using the following link: 
  
https://www.surveymonkey.co.uk/r/KV7NCT2 
  
The survey will close on Sunday 29th November 2020. 
  
Kind regards, 
  

Marcus Blair 

  
Sr Training Administrator 
Learning & Development Department 
Valero Energy Ltd 
Pembroke Refinery 
Pembrokeshire 
SA71 5SJ  
  
Telephone: 01646 649225 
Mobile: 07900598915 
Marcus.Blair@valero.com 
  
Registered office 27th Floor, 1 Canada Square, Canary Wharf, London E14 5AA.  Place of Registration: England and Wales.  Company No. 
8566216 
  
This message may contain confidential information and is intended only for the use of those parties to whom it is addressed.  If you are not 
an intended recipient, you are hereby notified that any disclosure, copying, distribution or any use of any information in this message is 
strictly prohibited.  If you have received this message in error, please notify me immediately at the telephone number indicated above. 
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EV 8 

Screenshots of Survey 
  

 
  

 
  



 
  

 
  

 
  



 
  

 
  

 
  

 
  

 
  



EV 9 

PowerPoint Results of Survey 
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Current organisational approaches to employee engagement  

Valero Pembroke Refinery has a traditional approach to employee engagement, and 

promotes employee engagement through a number of outlets. The CIPD stress that 

communication is a critical element of employee engagement as it helps to develop trust 

and transparency. Pembroke Refinery communicate through various channels, with the main 

forms of communication being the Employee Consultation Forum (ECF), the Employee 

Handbook and ‘Ask the RLT’. 

 

The ECF is a form of employee voice, which is “the means by which people communicate 

their views to their employer and influence matters that affect them at work”. (Peters, 2020) 

The group meet regularly to discuss issues of a common interest, such as terms and 

conditions of employment, policies and health and safety with a view to making Valero “a 

better place to work - better for its employees and better in its business.” (Valero, n.d.) [EV 

10]  

 

Valero’s Employee Handbook is issued to all staff during onboarding and is available 

electronically on the Pembroke intranet. It is updated in line with developments in 

employment law and changes in Valero’s policies and benefits information. The Employee 

Handbook is an effective and standardised form of communication and is useful for “spelling 

out the company's policies and expectations in a positive and accessible manner” (Boyce, 

(2018)). [EV 11] 

 

The ‘Ask the RLT’ platform is where employees and workers can submit anonymous 

business-related questions and suggestions to an online portal. The Refinery Leadership 

Team (RLT) discuss the submissions and respond through the portal. The ‘Ask the RLT’ portal 

is accessible to all employees and workers. This is an example of organisational integrity, 

where the leadership team are “actively responding to employee reviews, and explicitly 

stating when changes have been made that were suggested by employees”. (Glassdoor, 

(2016))  [EV 12]  

 

In addition to communication, Pembroke Refinery has several other initiatives that contribute 

to high levels of employee engagement, including the reward and recognition programme 

and opportunities for training and development. 

 

A principle driver for employee engagement at Pembroke Refinery is reducing sickness 

absence and the associated cost. Sickness absence is at a record high, with total hours lost in 

2021 to date at 40,240 hours. This is a significant increase year on year since 2018, when 

total hours lost were 27,100 hours. Of the 40,240 hours lost in 2021 to date, 26,656.5 hours 

(66%) is within the operations department. This is disproportionately high as operations 

represent just 52% of the workforce. In addition, the cost of absence is higher within 

operations compared to other areas of the business as the positions must be covered to 



ensure safe and reliable operations. This means that the additional cost to the business 

includes overtime payment at an enhanced rate, in line with the Union agreement. [EV 13] 

 

One key barrier to employee engagement is inequality of treatment between the union 

represented employees and non-union represented employees. Much feedback from the 

workforce centres around the enhanced terms that Union represented employees have 

negotiated and the wedge between both groups resulting from the more favourable terms. 

This was particularly apparent during the early stages of COVID-19, where temporary 

changes to work schedules were put in place. Operations negotiated a 7 on / 7 off work 

schedule alternating between days and nights, with a payment equivalent to 48 hours per 

month paid at double time. The payment was made in spite of Operations not working any 

more hours than they would have had their work schedule not changed. Maintenance were 

split into two teams and directed to work a rolling 4 on / 4 off shift pattern on 10.5-hour 

days. The rolling shift pattern meant that for half of the time, they were working ‘premium’ 

days, for no additional pay. Adams’ Equity Theory is concerned with the balance between 

how much an employee gives to an organisation, such as effort and commitment, compared 

with what they receive in return, such as responsibility and recognition. When an employee 

feels that they are being treated equally – both to their peers and in compensation for their 

efforts – they will be more likely to be motivated to work hard, have higher morale and will 

perform well. In contrast, if an employee feels that they are being treated inequitably, they 

will become demotivated. The maintenance employees raised several issues in relation to the 

change to their work schedule, including lack of notice – some employees attended for work 

on Monday 23rd March, and were sent home to return to work to Friday 27th March to start 

the new work schedule. This did not allow employees sufficient time to prepare for the 

changes.      

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Evidence 

EV 10 

The Employee Consultation Forum (ECF) 
 

 
  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



EV 11 

The Employee Handbook 
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EV 12 

‘Ask the RLT’  
 

 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



EV 13 

Sickness Absence - Total Hours Lost 
 
  
1st January 2018 – 31st December 2018 

 

27,100.88 hours 

  

 

 
 

  

1st January 2019 – 31st December 2019 

 

28,289.75 hours 

 

  

 
  

 

 

 

 



1st January 2020 – 31st December 2020 

 

36,706.95 

 

  

 
 

  

1st January 2021 – 31st December 2021 

 
40,240.33 hours lost 
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Strategies to raise levels of employee engagement 

Much research exists to suggest that flexible working practices has a positive impact on 

employee engagement. In 2009, the CIPD commissioned a report into employee attitudes, 

and found that those on a flexible working arrangement were more engaged, had greater 

job satisfaction and were more likely to have a positive opinion of their employer when 

compared to those not on a flexible working arrangement. This is supported by a study 

commissioned by the CIPD in 2015, that reported “flexible work arrangements can lead to 

desired employee behaviour”. (Fletcher, (2015)) 

 

The CIPD’s Labour Force Survey reports a “substantial increase” ((2021)) in home working as 

a result of COVID-19, yet there has been a reduction in the uptake of alternative forms of 

flexible working. The CIPD’s research states that 46% of employees reported that “they do 

not have flexible working arrangements in their current role”, (CIPD, (2021)) highlighting the 

inequalities UK workers face.  

 

Pembroke Refinery employees who could work from home, did so from March 2020, in line 

with government advice. However, despite government guidance, the RLT instructed those 

employees to return to work on site on two occasions. The first instruction was cancelled due 

to a second lockdown, and the second occasion was enforced from 1st September 2021. 

Since then, several flexible working applications have been received, although are requests 

to work from home. Historically, very few employees have requested flexible working 

arrangements. Pembroke Refinery is a 24-hour operation, and so there are different work 

schedules in place to ensure safe and reliable operations. Operations, Fire Technicians and 

Laboratory employees work a 5-shift system, on a 30-day rolling work pattern, meaning that 

‘shift employees’ are typically not able to benefit from flexible working because they are 

holding down a safety critical position. For all other employees, a nine-day fortnight policy is 

in place, whereby contractual hours of work are consolidated into nine working days instead 

of the normal ten working days in a fortnight. By working longer hours over nine days, 

employees take the tenth day off (TDO). Generally, the culture at Pembroke Refinery is not 

supportive of the flexible working policy and the TDO schedule has been considered ‘as 

flexible’ as the business can be. Being a male dominated work environment contributes to 

this culture. 

 

Pre-pandemic, 6 employees (1%) had a flexible working arrangement. Since employees were 

instructed to return to site, a further 9 employees have requested a flexible working 

arrangement, bringing the total to 15 (3%). The Diversity and Inclusion Strategy Board are 

working on a strategy to retain diverse talent, and the flexible working policy is being 

reviewed as part of this. [EV 14] [EV 15] 

In 2014, the Institute of Employment Studies and the CIPD collected thought pieces on the 

future of employee engagement. In the report, Peter Cheese (2014) highlights several areas 

that need to be addressed to improve engagement - one key area that requires 



improvement is “paying attention to employees’ physical and mental well-being”. (p. 11) 

COVID-19 has had an unprecedented impact on employee’s mental health and employers 

must respond by investing in mental health support for employees. 

 

Sickness absence at Pembroke Refinery is at a record high and the cost of absence has 

increased significantly, from £246k in 2018 to £341k in 2021 (year to date). Mental health 

related absence has also increased significantly since COVID-19 with 1,861 hours lost (in the 

12 months) pre-pandemic, to 4,348 hours in quarters 1 to 3 2021. However, COVID-19 is not 

the only contributor to mental health related absence in 2021. Between January and June 

2021, the cracking and olefins turnaround (TAR) took place. This was the largest TAR in 

Pembroke Refinery history, and employees worked extended hours to support the event. 

Several unforeseen delays to the TAR, along with the additional challenge of COVID-19 has 

unfortunately impacted the mental health of several employees. [EV 16] [EV 17] 

 

Pembroke Refinery’s charity of the Year is the DPJ Foundation - a local mental health charity 

that supports those in the agricultural sector who suffer with mental health illness. The DPJ 

Foundation regularly visit the refinery to raise awareness of mental health. [EV 18] 

 

Valero’s Private Medical Insurance includes Stronger Minds, which includes counselling 

sessions, specialist consultations for mental health treatment and mental health treatment by 

psychologists and psychotherapists. There is no GP referral needed for mental health 

services, which means that employees can access support quickly.  

 

Unum Lifeworks is a confidential employee assistance service available 24 hours a day, 7 days 

a week. Unum Lifeworks provide a counselling service for all employees to help with any 

issue that affect their health, including stress, alcohol and drug dependency, or career issues.  

 

The Diversity and Inclusion Strategy Board are creating a Diversity & Inclusion Calendar for 

January 2022, which includes observing several mental health related milestones, such as 

Mental Health Awareness Day, and Men’s Health Week. The Men’s Health Forum argue that 

men are at a greater risk of COVID-19 because they are “are more likely to be in the sort of 

jobs that cannot easily be done from home” and so it’s likely that those in male-dominated 

workforces” “have suffered disproportionately” (Men's Health Form, (2021))  

 

Reducing absence to pre-pandemic levels will be a challenge and while it is clear that 

Pembroke Refinery support several physical and mental health initiatives, the data shows 

that much more needs to be done to support employees. A health and well-being strategy, 

that includes a well-being policy, occupational health support initiatives, signposting to 

external support services and training to upskill supervisors and managers will contribute to 

promoting a culture of health and well-being for employees. It is recognised that managers 

“find it difficult to talk about mental health issues with staff, often for fear of doing or saying 



the wrong thing” (Mental Health Foundation, (2016)) but their role is critical in recognising 

mental health and well-being issues within their team. Shadows Mental Health support 

group deliver workshops to our supervisors and managers to equip them with the skills they 

need to recognise, understand and deal with their employee’s mental health and well-being 

issues. [EV 19] [EV 20] 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Evidence 

EV 14 

Flexible Working Arrangements 
  

 
  

 
 

 

 



EV 15 

D&I Strategy Board - Flexible Working 
  

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



EV 16 

Cost of Absence 
 

Cost of Absence: 1st January – 31st December 2018 

 

£246,158 

 

  

 
 

  

Cost of Absence: 1st January – 31st December 2019 

 

£259,050 

 

  

 
  

 

 

 

 

 

 

 

 

 

 



Cost of Absence: 1st January – 31st December 2020 

 

£324,517 

 

  

 
  

 

Cost of Absence: 1st January – 31st December 2021 

 

£340,381 

 

  

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 EV 17 

Mental Health Related Absence 
  

Working Hours Lost due to Mental Health Related Absence 1st January – 31st December 2018  

 

1,861 hours 

 

 

 
 

 

Working Hours Lost due to Mental Health Related Absence 1st January – 31st December 2019 

 

3,068.5 hours 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 



Working Hours Lost due to Mental Health Related Absence 1st January – 31st December 2020 

 

4,295 hours 

 

 

 
 

 

Working Hours Lost due to Mental Health Related Absence 1st January – 31st September 

2021 

 

4348.5 hours 

 

 

 

 

 

 

 

 

 

 

 

 



EV 18 

Pembroke Times – DPJ Foundation 
 

 



EV 19 

Meeting with Jo James, HR Manager - Strategies to 
improve employee engagement 
  

Discussion: 

  

1. A strategy to promote and encourage flexible working arrangements 

  

What are the barriers? 

• Culture on site does not support 

• RLT apprehensive to encourage flexible working 

• Refinery is headcount driven (Not FTE) 

• Many engineers (particularly female engineers) are reluctant to consider 

flexible working for fear it my negatively impact their career  

• Fear of setting a precedent 

• Many roles on site would not support flexible working (ops, fire, lab etc.) 

  

2. A strategy to promote a culture of health and well-being 

  

What are the barrie? 

• Male dominated workforce 

• Shift workers are generally more likely to suffer from mental health (half the 

workforce) 

• Buy in from supervisors and managers 

• Unum Income Protection not accepted mental health illness in the past 

  

  

Consideration given to both approaches.  Absence data reviewed, including the increasing 

cost of employee absence.  

  

JJ confirmed to prioritise health and well-being as we already have general 

support/awareness, but this needs significant improvement. 

  

Strategy should consider: 

• Well-being policy - Jo liaise with Helen 

• Training for Line Managers - Mel liaise with Tracey  

• OH Support - Jo liaise with Elaine and Pat 

• Signposting - Jo identify external organisations that can provide support (Mind, Acas, 

Redkite, DPJ) 

• Mental Health First Aiders - Jo consider if MHFA adds value  

• Add Mental Health to agenda for Union meetings - Jo 

 

 

 

 



EV 20 

Pembroke Times – Shadows Mental Health Workshop 
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