















“The pandemic requires us to redesign the economy, rethink our obsession with growth, find ways to protect the most vulnerable, use apps we can trust to trace our contacts, share research and learning, and redesign everything to put people, not profits first.” - Enrique Dans, Forbes, 2020
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EXECUTIVE SUMMARY 
In March 2020, the United Kingdom was not prepared for a global pandemic.  
There was a rise in wellbeing concerns, unemployment, and home working and with that came the challenging, yet critical role of Human Resource Management (HRM). Jacobs (2020) suggests that HR leaders have needed be dynamic in their response to the pandemic both in terms of transactional tasks and strategic decisions but there is a plateau of evidence that shows that the people profession has proved its organisational worth by stepping up.  

The following report examines the impact of the global pandemic specifically on the employee relations function and more so the impact on a police force and how they strived to adapt to maintain the service they provide.  
Creative recommendations are made to contribute to performance whilst improving employee commitment, engagement and maintaining the employee voice.   
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1. INTRODUCTION 
This report aims to consider the impact of a global pandemic on the employee relations function with findings and recommendations in the context of Dyfed-Powys Police (DPP).  Employee relations can simply be defined as the interactions of actors within an employment relationship. 
In 2020, coronavirus caused a global pandemic causing countries worldwide to enter unprecedented lockdowns. Governments led on new policies, guidance and legislation that changed the context of everyday life overnight. The Coronavirus Act 2020 was created as a reaction to the pandemic with the aim to protect public health by increasing NHS capacity, strengthening social care, and supporting the public (CPS,2020). This had a direct impact of the employee relations function.  
1.1 Brief overview of DPP 
DPP has a recognised trade union (TU), Unison and adopts a hierarchical structure with a vertical chain of command.  Organisational policy decisions are made at the top and disseminated down to action by managers. Staff Support networks exist and membership is encouraged on entry to DPP.  A command-and-control management approach is commonly exhibited however work is ongoing to move towards entrusting employees to make evidence-based decisions considering the needs of individuals involved. Adopting a new management culture does not happen overnight however the impact of a global pandemic has accelerated some aspects, by forcing managers and employees to adopt new working practices. It is key to note that due to the nature of the employment terms of Police Officers, who are not employed under a contract of employment (Marston 2020), only employees known as Police Staff will be considered as part of the findings and recommendations of this report. 
The literature review aims to explore the employee relations function and how it has been impacted by a global pandemic. 
LITERATURE REVIEW 
2. What are ‘Employee Relations’? 
Employee Relations (ER), formerly known as industrial relations, can be defined by CIPD 2020(a) as “focusing on both individual and collective relationships in the workplace, with an increasing emphasis on helping line managers establish trust-based relationships with employees”. Whilst Gennard and Judge (2005) define the purpose of an ER activity is to determine the ‘rules’ that govern the employment relationship.  

It is sensible to suggest that ER is a mix of both rules, regulations and agreements intertwined with the importance of developing good working relationships with line managers and the wider stakeholders; Bennett, Saundry & Fisher (2020p.17) suggests that ER must fill the gap which an employment contract cannot. 

2.1. Employment Environment 
Fox (1974) suggests that a framework for ER is the concept that there are three ‘frames of reference’; unitarist, pluralist and radical/Marxist.  

A unitary perspective assumes the employer and employee are working together to achieve success; assuming actors work harmoniously together (Hollinshead et all 2003).  This approach is typically linked to the working conditions of the late nineteenth century where workers were forced to move in search for employment, becoming dependent on the employer for work (Gospel, 1992).  
Although typically now associated with small family-run businesses, Netflix arguably operates within this perspective. McCord (2013) suggests that if you knowingly hire the right people; people who will put the interests of the company at the forefront, then 97% of them will do the right thing. McCord assumed annual pay bonuses did not make employees work smarter; trusting employees to make their own decisions by adopting a high trust, low process management style.  Arguably conflict still exists however it would be portrayed as an employee exiting an organisation due to not aligning to the core interests/values of the employer. 

In contrast, the pluralist perspective recognises the differing interests that arise in an employment relationship, assuming conflict can be resolved through ‘institutions (Bennett, Saundry & Fisher, 2020p.35). This is common for public sector employers who have a recognised TU, whereby the process of collective bargaining is standard practise.  This pluralist approach does not force the employment relationship as it creates ‘institutions’ to manage and nurture the relationship. 

John Lewis Partnership (JLP) operates within this perspective by releasing power of ownership to its employees who ultimately share the profits (Kingsley, 2012). Partners/employees are asked to not only undertake their day job but actively take part as an owner; electing a membership partnership council, made up of departmental representatives (Henley, 2010). Local concerns are raised for consultation to the council; this is how conflict is managed. Arguably the ethos adopted at JLP creates a unitarist culture as they are working together to achieve a common goal. Heery (2016) draws on the work of Bradley to reinforce that a worker-employer's interests are aligned from a belief “that performance will be maximised therefore working in unitary”.  

Originally Fox (1974) only determined two frames of references. He later added a third perspective, the radical perspective. This capitalist approach states that employees leave the labour market, becoming part of a controlled system where power is given by a few to the many; likening “Google to a soviet like system” (Varoufakis,2020). To transcend capitalism, something different must be achieved. Nagin (2018) describes the way of achieving socialism is to use “moral arguments to persuade the rest of the society” reducing the hold that capitalism has over monetary gains; the concept of individual's doing the right thing without any individual gain. However, the possibility of creating effective economic agenda from a democratic socialist perspective is low (Varoufakis, 2020). Employees need to earn money in some capacity to maintain a standard of living, therefore doing the right thing with no gain could transpire as volunteering however the monetary gain would then need to be supplied by the state in forms of universal credit.  
2.2 Employer and Employee Relationship 
The relationship between the employee and the employer is managed by terms of an employment contract which establishes what the employer and employee must do. In 2020, the Employment Rights Act 1996; section 1 was amended to identify the timescale in which an employer must legally provide these terms (ACAS, 2020). However, the employment relationship extends further than what is written.   
A ‘psychological contract’ is not a legally binding contract of employment and “encompasses individuals’ expectations, ambitions, and obligations”. Although not usually enforceable, it can cause conflict within the workplace as it is “based on individualist expectations, views, and perceptions”. It is likely that within a large organisation, the employee will perceive a ‘psychological contract’ with their direct line manager. (CIPD, 2020b).  

The management style is influenced by organisational culture, managers behaviours/values and the sector (Bennett, Saundry & Fisher, 2020p.112). With line managers becoming responsible for the delivery of the “psychological contract” and the rise of a VUCA world, future leaders will need to adapt their skillset to be able to exhibit a change mindset, have strong people management skills and be able to work collaboratively with an authentic sense of vision (Hurley, 2020).   

Employers want HR to play a pivot role in becoming a strategic thinker and consideration should be made to the adoption of the ‘business partner’ model. This approach coined by Ulrich in the mid-1990s has become crucially more prevalent in HRM styles today (Bennett, Saundry & Fisher, 2020p.121). CIPD (2020c) state that the essence of true business partnering is:  
“understanding the organisation’s strategy and goals, appreciating people demographics,  the organisational culture, and developing people solutions that help achieve business objectives while enabling employees to flourish”.  
HR need to be proactive by setting the agenda of workplace issues related to people management, creating policies specific to the company, considering current issues and acquire business knowledge, developing strong skills in data analytics (Cappelli, 2015).  
Strategic HRM, defined by the CIPD, 2020(e) is the perspective where managing people is planned within a framework that supports the long-term goals of an organisation, leaning towards the approach of ‘business partnering’ as being a strategic move away from the transactional and traditional conceptions of ‘personnel’ and towards an approach where HR make evidence-based decisions based on adding value to the organisations bottom line. For an ER strategy to be effective, it is crucial to consider the notion of employee engagement.  

2.3 Employee Engagement
Employee Engagement is a term where both practically and academically there is disagreement on its definition (Briner, 2014). CIPD (2019) states that employee engagement should focus on mutual gains for the employer and employee with the strategy concentrating on potential key themes of motivation, commitment, and job satisfaction. Incorporating employee engagement as part of a HR strategy is in theory a sound HR decision, however securing buy-in from other organisational strategic leaders may be problematic, due to the difficulty in measuring effectiveness. Briner (2014) suggests that if the measure of engagement does not measure anything new or different then the purpose of measuring engagement is redundant and pointless.  WERS (2011), research shows that since 2004 there has been a growth in employees feeling committed and engaged in their workplace. Figure 1 shows the measures for engagement with employees, providing a framework for which employers could emulate; evaluating their employee engagement by allowing employees to use their voice.  

Figure 1: Methods for engaging employees (WERS,2011)
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Employee voice is one of the four drivers of engagement, stating that being listened to reinforces a belief that individuals actions have an organisational impact building a sense of belonging (MacLeod and Clarke, 2009).  WERS (2011) reports on employee involvement in decision-making processes by seeking views on the employees’ rating of management’s active consultation in terms of seeking views, responding to suggestions, and allowing influence over decision making. The report cites that although overall, 43% of employees were satisfied with the level of involvement in a decision-making process, 20% were dissatisfied. 

ACAS (2015) state employee voice as one of the seven levers of productivity; typically shown by employees communicating with managers and by employee involvement in workplace consultative committees/TUs.  To ensure that organisations have good employee voice mechanisms it is important that managers are committed to letting employees voice their opinions, union representatives are trained and involved, and that communication is two way between employers, both systematic and regular (ACAS, 2015). 

CIPD (2020d) view that both government and employers can do more to improve the employee voice. CIPD concentrates on actions for the government and recommendations for employers.  It is crucial to be mindful that the employee voice will exist, whether we choose to listen or not.  

The IPA (2020) suggests that for the employee voice to be effective, it must be informed; emphases is given on two-way communication. Mechanisms need to be in place to ensure that communication is cascaded down from the top, whilst giving opportunities for the employee voice to be heard. This re-enforces the key role that line managers play in employee engagement by ensuring employees are given opportunities to use their employee voice. 

UK labour market has transformed over the past half a century; employee relations functions evolving with it. There are many micro and macro factors which have influenced this; a growth in the service sector, increase in women in the workplace; female economic activity has increased by nearly 2.5 times over the period 1951 – 2018 (ONS, 2019), globalisation and social attitudes as individuals have moved away from collective bargaining and towards individualism. (Bennett, Saundry & Fisher, 2020).  

3. External Influences on Employee Relations 
Without dispute organisations are working within a VUCA world with external factors amplifying how an effective ER function can be successfully delivered. A rise in globalisation, increase in technology/AI capabilities and the challenge of continuous change for leaders with evidence showing that traditional leadership method of command-and-control is too rigid to deliver fast and evidence-based decisions (Arkenburg, 2019). Whilst managers play a pivotal role in navigating this dynamic landscape, it is the external factors ultimately causing this extended period of VUCA.  

To gain insight into external factors influencing an organisation, a PESTLE analysis can be undertaken. Organisations are not only being measured against their financial gains but their impact on the physical environment, customers, and employees as we move into an era of social enterprise (Volini et al, 2019). Labour behind the label (2020) wrote a damming report on a Boohoo factory where they exposed the company for putting employees at risk in terms of health and safety; thus, putting profits before people to sustain revenues. Following this report in June 2020, large retailers suspended the Boohoo label on their website (Guardian 2020). Consideration should be made by organisations to include ‘Ethical’ into the PESTLE analysis by either adding it as an additional standalone factor (STEEPLE) or considering the PESTLE factors through an ethical lens.   

A PESTLE analysis for DPP can be found in Appendix 1. One of the largest external factors that impacted organisations in 2020, is the global pandemic.  

3.1 What is the Global Pandemic? 
Coronavirus is a respiratory infection first detected in Wuhan, China in late 2019. The outbreak quickly spread worldwide and on 11th March 2020 the World Health Organisation (WHO) declared a global pandemic. Frustratingly at the World Government Summit in 2018, the WHO director general urged countries prepare for a pandemic and in January 2020, when the WHO declared coronavirus a Public Health Emergency of International Concern (PHEIC), he reminded countries that we had a window of opportunity to test and follow contacts of the infected person and yet little was done.  WHO continued to stress this message until they finally announced a worldwide pandemic (WHO, 2020). 

With the news a UK vaccine has been approved for use (Gov.uk, 2020), it is hard not to reflect on the disastrous impact this virus has already had on the global economy and draw comparisons to the financial crash in 2008/9. Figure 2 shows an alarming picture; Q2 of 2020, GDP fell 20.4% which is the most since records began. 
Figure 2 - Quarter on Quarter Growth in the UK (%) (Guardian, 2020).
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When considering the macro factors included within a PESTLE analysis, arguably the global pandemic has had an impact on all those areas, none such more than the political environment.

3.2 Political Environment 
The 2020 political landscape was always going to impact employee relations. Uncertainty on the impact that the UK leaving the EU would have on HR legislation, as the UK cannot adopt national laws not compatible with European Law (Gross, 2020). With a trade agreement now in place between the EU and the UK, Churchill (2021) states that EU-derived employment rights can be changed by the UK government but with some caution such as the principle of non-regression.  A business orientated think-tank believes that the annual cost of adhering to Temporary Agency Workers Directive and The Working Time Agreement cost £6.3billion every year and in typical conservative government fashion, employment regulation is a viewed as a barrier to economic efficiency (Bennett, Saundry & Fisher, 2020 p.57). Assumption can be made that UK HR legislation will be reviewed. 

The global pandemic has caused the government to react in an unprecedented way. Historically until 1960s, the government took a voluntarism approach to ER by supplying a legal framework for organisations supported by ‘free’ collective bargaining between employers and TU (Bennett, Saundry & Fisher, 2020). In 2020 the PM called for a national lockdown. To support this lockdown response, emergency legislation was passed; The Coronavirus Act 2020.  The Institute for Government (2020), states that the act has three main aims “to give further powers to the government to slow the spread of the virus, to reduce the resourcing and administrative burden on public bodies and to limit the impact of potential staffing shortages on the delivery of public services”.  As such the act provides the government with discretionary power to make decisions on policing powers and courts, borders, social and health care (NHS and private), schools, local councils, and funerals (Gov, 2020c). HR professionals had to become agile and learn new skills instantly, whilst dealing with concerns over performance, trust, and wellbeing (Aitken-Fox et al, 2020). There was an increase in HR administrative tasks in managing an organisations response to the new legislation.  

3.3 Trade Unions 
Although the global pandemic has already caused a growth in TU membership (Unison, 2020), the government agenda has historically had a direct impact on TU membership. Membership reached its peak in 1979 prior to Thatcherism (13.2million) and declined through to the early 1990s (National Statistics, 2020). There has been broad stability of TU membership since 1995 with 2019 seeing a growth in membership for the third consecutive year (6.44 million), however the rise in membership was significantly from the public sector. There was also a rise in female membership, but this could be equated to the rise in women in the labour but also females wanting a flexible approach to work, seeking support from TU for representation.  Due to a younger, millennial workforce who are more likely to change jobs and not support collectively bargaining (Prosser, 2019), recruiting younger members should be a concern for TUs, especially as 2019 saw only 4.4% of members aged between 16 and 24 years (National Statistics, 2020). It would be beneficial that TU advertise not only how they can support individualist concerns but how they can provide continuity of support to the employee if they were to change job role into another sector.  TUs have used the global pandemic as a catalyst to engage with differing members of society by marketing how they have assisted with shaping the government's response, contributing to the forefront of economic discussions (Warlock, 2020).  

3.4 Economic Environment 
In March 2020, the government announced the Coronavirus Job Retention Scheme (CJRS) for eligible UK employees to be designated as ‘furlough workers by their employer with the government contributing 80% of an employee's wage up to £2500 per month. Administering the CJRS is an administrative burden for HR as employees needed to be consulted and applications submitted (CIPD, 2021).  
Whilst this economic support has been widely welcomed, Standing (2020) argues that CJRS will become one of “the most regressive labour market policies”. CJRS was created to retain living standards, but disparity may arise between the higher and lower earners by assuming the higher earners will have some savings and be able to claim a mortgage holiday whilst individuals who may be renting; on lower incomes with little savings have not been afforded a break in paying their rent.  Standing (2020) also argues that a “basic income per legal resident would have been a more progressive option” for the government to adopt; reducing inequality, bringing the UK together in solidarity and encouraging essential spending whilst being less administrative for HR to deliver with a smaller risk of fraud.  

The CJRS was designed for employers to retain staff rather than redundancies; this has not been the case.  Between August-October 2020 there were 369,919 redundancies recorded in the UK with the highest redundancy rate amongst those aged 16-24 years (ONS, 2020).   It is not a surprise that the top three areas affected are other services (arts, entertainment etc.), accommodation/food and administrative/support (ONS, 2020).  The estimated UK unemployment rate is 4.6% (ONS,2020b) for the same period. It would be advisable to consider the impact this may have on individuals who are still employed. In the private sector it is likely that terms and conditions will become marginalised and public sector workers are already facing a pay freeze (Unison, 2020). The employee voice may become diminished as employees will become fearful to articulate their concerns as jobs become few; with power shifting to the employer.  

Most public sector employees were required to work through the global pandemic. With public pay freezes being announced, the fear of redundancy can become a prevalent thought which can affect consumer spending. PWC, 2020 states household savings tend to increase as they are influenced by the outlook of unemployment. If consumers continue to choose not to spend for long periods of time, unemployment rates will continue to be high and cause continued issues for the employee relations function.   
Painter (2020) reflects on the RSA economic survey by stating that “16% of workers fear homelessness, rising to a third of insecure workers”.  The rise in the inequality of the virus will be felt in all areas of the UK. 

3.5 Social Environment 
In April 2020, ONS, 2020 reported that around 47% of employed people did some work at home, with 86% of those people doing so due to Coronavirus and despite the pressures from lockdown, only 34% of those homeworkers did less than their usual hours. The CIPD (2020f), states that although productivity may be increased research showed that staff had reduced mental wellbeing, issues of working with others and ultimately difficulties in employers managing and monitoring the performance of home workers.  Cheese (2020) reiterates that anxiety and isolation could become an issue and as such managers need to adopt measures where they check on colleagues regularly and signpost where required.  

Although the long-term impact of coronavirus on mental health is yet to be written, it is vital to consider what has happened historically to enable learning to drive future decisions. Savage (2020) likens the current pandemic to other outbreaks where suicides increased and quarantine strategies causing depression, post-traumatic stress, and insomnia. This is on top of the increased pressure of redundancies/pay freezes.  Employers need to make a conscious effort that people focused strategies are considered through a mental health lens. With employer's desiring to see home working increase following a successful implementation period (CIPD, 2020g), innovative solutions need to be sought to address mental health especially with home workers. To recreate the informal engagement between other team members, Profusion created an AI algorithm; Coffee Roulette, where staff were randomly allocated a virtual meetup with colleagues to reduce feelings of isolation (Cramp, 2020). 

3.6 Future Workforce 
The impact of coronavirus on the future workforce is yet to be realised.  Research predicts that annual earning for children caught up in the pandemic will be 3% lower with around a quarter of that workforce acquiring lower skills (Coughlan, 2020). With school closures relying on parents to deliver education, we have seen the widening of inequalities between the rich and poor. Home schooling not only relies on a reliable internet connection and suitable computer to be able to access resources but assumes parents are educated to a suitable level and have time to help (Robson, 2020). A WEF report theorises the concept that 65% of primary school children will inhabit jobs that do not exist today with emphasis on educators to concentrate on skills needed for the future such as creativity, collaboration, and emotional intelligence (Luthra & Mackenzie,2020).  It may be shrewd that employers consider the impact this may have and devise innovative solutions to ensure that a future workforce will not have a skills gap. This could include entry route jobs with a strong training programme or partnering with a social enterprise such as ‘Stemettes’, whose mission is to increase diversity into STEM fields by providing an opportunity for employers to engage with diverse future workforces; ensuring skills required to sustain their organisation are being learnt.

If home schooling is introduced long term, with one parent required to administer education provisions, the gender pay gap may widen. ONS data shows that during the first few weeks of lockdown, women spent 77% more time on childcare than men with 20% of working parents with school-age children citing childcare as a disruption to their working day (Howlett, 2020). Employers should use coronavirus as a catalyst to act against gender inequalities in the workplace by considering provisions such as flexible working, home working and shared parental leave.  

4. FINDINGS AND RECOMMENDATIONS
Considering frames of reference where Fox (1974) suggests an either-or approach, the argument, for Dyfed-Powys Police (DPP) can be made that although organisations may lend themselves to a specific perspective, it does not necessarily reflect this at the employee level, due to leadership styles.  In theory, DPP is a pluralist organisation as processes are in place to manage conflict; with TU being essential to negotiating and restoring any perceived imbalances and managers trusted to always consider the long term needs of the organisation when making decisions.  However, in true unitary fashion, employees work towards the same priorities and hold the same values (exhibited through competency based-value recruitment).   

Some employees experience a stronger command-and-control leadership and although mechanisms are in place for managing conflict, these roles tend to give line managers more power; those employees work within a low trust and high process environment.  

In terms of the people strategy adopted at DPP, HR operate within the context of best practice; whereby policies and processes must be followed with people being held accountable for decisions outside of the ‘written word’. On occasion, this can mean that employees who excel in their roles are not the individuals promoted and strict policies can hinder innovative solutions when supporting an employee.  

A SWOT analysis has been completed to evaluate DPP response to coronavirus. This can be found in Appendix 2. Utilising the SWOT Analysis, recommendations can be found in Appendix 3.
Due to coronavirus, DPP made a move away from their best practice strategy by implementing people focused measures almost overnight. HR played a key role by consulting with TU representatives on their expectations and involving them from the forefront. When schools closed, measures were released to support staff: 
· Increase on flexi bandwidth window - 6am to 10pm.  
· Additional carry over of time accrued at the end of the flexi period from 2 days to 3 days. 
· Carry over of annual leave. 
Historically these decisions would have had long consultative periods. HR were able to eliminate this by the relationships they had fostered with the TU representative. A pandemic planning group was formed and with advice from HR, a subgroup was created to concentrate on people focused issues, with representation from TU and staff support networks. To reduce the workload for employees, statistical reporting tasks that were not critical to business stability were cancelled.  

The psychologist contract is provided by line managers and a move to remote working caused a strain on this relationship in some instances. Some employees felt isolated and unsupported while other employees felt entrusted, determination to prove that performance did not fall.  Despite the virus, sickness levels during the first lockdown period were unchanged in comparison to the quarter before lockdown and Coronavirus was reported as the number 5 most cited reason for sickness in employees. 
To communicate the response, a dedicated webpage was created on the intranet (Appendix 4).  Although in theory an effective concept, it requires employees to actively search for updates. A more individualist approach could have been taken by HR, providing clarity that employees were aware of what measures had been implemented to support them. A review of this communication approach is vital to ensure that information was being heard. It is concerning that some employees may have missed out on information and not benefited from additional measures being offered.  This could cause decreased motivation, loss of productivity and increased sickness or employee turnover. It is mindful to note that over the first lockdown, there was not a growth in grievances being received with some being resolved due to a move to remote working.
  
Initially there was a triggered response to ban further annual leave requests. Although this is justified by concerns of increased sickness levels, it was a narrow perspective and did not consider the wider impact where employees may need to take leave to care for children/sick family members. The decision was reviewed and re-published with a caveat that heads of departments could authorise annual leave and line managers should consider employees mental health and promote time off if needed.  

Business continuity plans had been created by each department to deal with an emergency however these had been produced in silo. They contained services the department deemed as critical but did not consider the wider organisational need. The plan was created in the context of a short-term loss to service such as inclement weather.
One concerning factor for DPP is a lack in flexibility to move resources to critical business areas due to lack of cross team/departmental training. Recommendations are made to identify critical areas of business and ensure resources are suitability trained.  

Before coronavirus, work was ongoing to consider a more agile working methodology, with a long-term plan to recreate working spaces and increase remote working provisions. Coronavirus has accelerated this to ensure that the creation of a two-tier workforce did not establish, as some workers were equipped to work remotely whilst others were not. It is notifiable that some managers were not promoting agile working prior to coronavirus, however with teams affected with staff unable to work whilst shielding and other teams excelling from home, these managers were able to see the benefits of having a flexible workforce in terms of location.   
To support a post-coronavirus environment, an organisation learning cell has been formed, encouraging employees to submit their views on DPPs response.  
 
5. CONCLUSON 
Many of the recommendations listed in this report are mechanisms to increase employee engagement in terms of employee voice, commitment, and motivation.  

DPP were proactive in making people focused decisions whilst trying to deliver a 24/7 emergency service. They could have taken a more individualist approach to disseminating information however the need to share information quickly was the preferred option.  Health and Safety, Occupational Health and TU representatives worked alongside HR to ensure measures put in place were fully considered and implemented quickly.  

Overall, it is notifiable that the global pandemic has influenced the employee relations function delivered day to day, but it has also accelerated the need for organisations and employees to become agile and adapt to change. In some respects, pushing organisations to change has been beneficial to employees, whilst you cannot ignore the amount of people who have been negatively impacted due redundancies and bereavement. 
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APPENDIX 1 – PESTLE ANALYSIS
	Political  
	BREXIT 
 
 
 Welsh devolution 
 
Biden Administration 
 


COVID regulations 
	Employment rights underpinned by EU directives such as WTR. Public sector funding. Rise in crime if unemployment falls further. 
 
Rise in protests for devolution = policing resources  
 
New trade deal needs to be in place between USA and UK by 1st April 2021 however Biden is committed to the Good Friday agreement and is likely a trade agreement will only be agreed if no ‘hard border’ is implemented in Ireland. 
Biden is also committed to a trade deal with the EU (which UK leaves on 1st January 2021) 
 
Impact on policing resources 
Impact on service delivery – less community engagement events and communities become more isolated and more suspectable to crime.  

	Economic 
	Recession 
 
Home Office funding 
 
Rise in local house prices 
	Increased demand on recruitment for ‘secure’ employment. Public sectors pay freeze / fear of redundancies.  
 
Could be reduced however overheads are lower due to staff remote working. 
 
Rise in home working means more affluent people could buyer cheaper property in the force area and drive-up prices 

	Social 
 
	Diversity of Staff 
 
 
Millennials  
 
Population demographic 
	Other company(s) exhibiting a stronger attraction tool kit for females/BAME = loss of talent 
Not reflective of the community served. 
 
Stereotypically ‘Job hoppers’ = increased employee turnover = increased costs for training 
 
Retired population = younger generation leave the area for better employment prospects 

	Technological 
 
	Home/agile working 
 
 Automation 
 
 
Paperless systems 
 
Social media  
	Larger talent pool but negative impact on a current workforce who lack career advancements - Increased work / life balance 
 
Reduced labour costs. Improved job satisfaction by removing transaction tasks. Opportunity for staff to be innovative/creative/strategic. 
 
Reduces risk of data breaches / loss of organisation information. GDPR Compliance

Public want to report crime using social media = barrier if not implemented. Good tool for improving employer brand & becoming an employer of choice (no cost)  

	Legal 
	Coronavirus regulation 2020
Health and Safety Act 1974 
 
Positive Discrimination  
 
 
In consultation 
Entitlement for carers to have an additional one-week unpaid leave. 
Allowing parents to take extended leave for neonatal care. 
Making flexible working the default unless employers have a good reason not to 
	 Policing Powers = impact on resources

Provide PPE (increased demand due to Covid-19), risk assess workstations (including home working spaces) and up to date Health and Safety training (including wearing and disposing of PPE correctly). 

MUST be mindful of this when trying to increase diversity. A positive discrimination case could = high cost and PR nightmare if DPP ended up in an ET (case Cheshire Police)  
 
 

Impact on service delivery 
Increase in wellbeing for staff eligible. 
 
 
 
 
 
Agile working policies / processes etc already work on-going accelerated due to Covid 19 

	Environmental 
 
	Geography 

Rise in electric vehicles 
	Diverse landscape to deliver services to - High cost due to the use of vehicles. 
 
High initial cost versus ethically the right thing to do. 
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APPENDIX 2 – SWOT Analysis

	Strengths
	Weaknesses

	· Some of the workforce had access to ICT equipment therefore could adapt to home working overnight.
· Most of these previous home workers had experience of short-term home working due to incremental weather.
· Systems already created to utilise home working (remote access via VPN) 
· Ability to divert resources to a create a pandemic planning group.
· Decisions made quickly to ensure continuity of service.
· Departmental business continuity plans had recently been updated to highlight which functions were critical to delivering a service.
· Decrease in costs; overheads, travelling within force area for meetings, attending external meetings/conferences (travel, accommodation, expenses) 
· Acceleration of agile working agenda with confirmation that service delivery is not affected by home working. 
· Changes to working days and hours for staff employed under the ‘flexitime’ policy to assist with home schooling/partner shifts etc. 
· All wales policing approach was taken to implement HR policies – a risk assessment tool was created collaboratively.
· An intranet webpage was created where all COVID-19 updates were stored in one place.
	· Some of the workforce did not have access to ICT equipment therefore had to continue working from the office. 
· Conflict growing between workforce with home working capabilities and those who do not
· Inflexible workspaces meant changes to adhere to 2m distancing were slow to be implemented; initially managed by a reduction in workforce in at one time. 
· Departmental business continuity plans created in silo and did not consider the wider organisational.
· Initial recruitment freeze which caused vacancies to remain empty for longer periods than anticipated – causing increased workload.
· Increase in costs; PPE (bulk ordered due to risk of shortages), cleaners for deep cleaning.
· Reduce in some workforce moral due to lockdown measures (living alone/single parent etc.)
· Managers with outdated views on home working were slow to adapt and secure ICT equipment for their department – causing further conflict and issues for firebreak and tier 4 lockdowns were announced.
· Operational staff who had to shield did not have access to ICT equipment to work from home = loss of talent
· Internet webpage could only be accessed whilst on a work device therefore people who were shielding were unable to view updates. 
· Line managers responsible for updating staff and implanting changes in HR therefore not consistent across all areas

	Opportunities
	Threats

	· Change in annual leave carry over legislation – flexibility to ensure that service delivery needs were met.
· A strong Trade Union relationship with HR for consultation purposes before implementing changes to people processes.
· Strong HR networking relationship formed with Welsh Police Forces
· Public driven to report matters using the internet/social media – drive to implement a more streamlined process for reporting concerns = customer satisfaction increased
· Increase number of applications from the community wanting to volunteer due to the pandemic
	· Procurement of PPE (national shortage) 
· Crown Court put a hold on jury trails taking place, as such increasing workload of managing victims and witnesses but the anticipation that rise in cases would arise when restrictions were lifted.
· Continuous changes in coronavirus regulations caused confusion when enforcing.
· Staff staying in roles despite being unhappy due to security of public sector or potential redundancy payoff. 
· Increased public scrutiny for not enforcing the lockdown rules or ‘over’ enforcing the lockdown rules.
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APPENDIX 3 – Action Plan

	Recommendation
	Actions/Resources required
	Why? 

	Fully implement ‘agile working’ for all eligible employees
	· Project group already in motion with decision enablers involved. 
· The cost of ICT equipment to be purchased for all staff able to agile work. (Impact on ICT demand to be considered in terms of building laptops and maintaining their use). 
· The cost of renovating office space to accommodate ‘hot desking’ and ‘hub’ concept. 
· Update terms and conditions for new starters (consultation not required for current employees due to agile working being a choice). 
· Consider the impact on increased applications to vacancies on the recruitment team.
	· Increased flexibility for staff in terms of work life balance
· Increased opportunities for promotion and lateral moves (limited due to the geography of the force)
· Reduced commuting costs and better impact of the environment (individually and for the Force).
· Wider talent pool when recruiting

	A training programme to be created for line managers on how to effectively manage staff remotely (wellbeing, mental health, and their performance being key themes)

	· Consider cost and content of external training against an internally created and focused training programme.
· Deliver training to middle managers first.
	· Ensure staff are not left feeling isolated.
· Tackle some of the barriers line managers faced with not ‘entrusting’ employees to do their job when not in a physical office.

	Evaluate the effectiveness of the COVID webpage in communicating changes to line managers and employees
	· HR to lead on a survey-based approach.
· Systems already in place to create, circulate and evaluate surveys to be completed.
· Conduct focus groups remotely to gage views. Employees should be given time in work to attend.
· The cost of ICT to implement a system which can be used externally (without the need for force specific ICT equipment) 
	· Ensure communication channels are fit for purpose. 
· Identify better communication techniques.  
· Improve communication for people unable to access to work devices (Short term - people shielding and not working. Long term – individuals on long term sick, maternity leave etc.)

	Review, create and automate HR processes which are currently paper heavy and were not flexible when reverting to 100% home working due to the pandemic.



	· Working group to be created involving all players of the processes (ensures buy in). 
· Project manager vacancy to lead the group (recruitment costs, on costs and salary to be paid)
· Suitable software will need to be created or bought externally. Both options will incur costs. (If external, the procurement team will need to be involved. If Internal – a member of the ICT software team to be designated to HR). 
	· Ensure processes can be conducted when agile working.
· Reduce the use of paper.
· Reduce the risk of date breaches.
· Automate process and reduce transactional HR tasks.

	Increase provision of training for flexibility in movement of staff to critical areas.

	· Highlight suitable employees and consult line managers on availability. 
· LDS to deliver training plan 
	· Business continuity
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Appendix 4 – Intranet Page
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