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“In the very short time since the school has been established, leaders have ensured that the school has developed as a vibrant and proactive learning organisation, which values every one of its pupils and staff.”

(Estyn, Her Majesty’s Inspectorate for Education and Training in Wales, October 2019)














Glossary of Terms
YPR – the primary school
SLT – Senior Leadership Team
HT – Headteacher
LA – Local Authority
WAG – Welsh Assembly Government
ER – Employment Relations
SWOT – Strengths, Weaknesses, Opportunities and Threats
PPE – Personal, Protective Equipment
TTP – Test, Trace, Protect
IT – Information Technology
Hwb - a website and collection of online tools provided to all schools in Wales by the Welsh Government
SDP – School Development Plan
PESTLE - Political, Economic, Sociological, Technological, Legal and Environmental
CYCA – Carmarthenshire Youth and Children’s Association
ACEs – Adverse Childhood Experiences
ALNCO – Additional Learning Needs Co-ordinator

Executive Summary
The following report outlines YPR’s response to Covid-19 from the perspective of the people that work there.
It questions whether the recent global pandemic and its impact on the staff has allowed the school to continue to meet the needs of its stakeholders and continue to be a caring and inclusive learning community with wellbeing at its heart.
The paper considers how managing employment relations at the school has been affected by other factors as well as Coronavirus.
A review of the literature and recent research demonstrates the significance of a range of influences.
A fundamental conclusion is the importance of communication, at and between, all levels inside and outside of the school.
Recommendations are made that encompass difficult conversations, mediation, technology and learning and work/life balance. 
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1) Introduction
1.1) The context of the school and Covid-19
The primary school is a newly built, dual stream school created from the amalgamation of two English medium schools under a newly appointed headteacher. The initial challenge from an employment relations perspective was to bring together two groups of employees used to working under different management styles and within different frames of reference and establish a new approach.
This new frame of reference is a combination of pluralist and unitarist perspectives; a coalition of interested parties where the parties are often united in a shared goal. The headteacher recognises that “different groups exist within an organisation and that conflict can, and does, exist between employer and employees.” Fox (1985, quoted in Bennett, Saundry and Fisher, 2020). His strategic aim, however, is to work toward unitarism. Where all employees, no matter the role they play, fundamentally believe in the same goal which is to support all pupils, but especially those facing challenging social issues, to fulfil their potential.
Bennett, Saundry and Fisher wrote that, 
A key feature of contemporary employment relations has been the growing dominance of the unitarist frame of reference. There is substantial evidence that most managers have a largely unitarist perspective of employment relations. (Bennett, Saundry and Fisher, 2020)
The management style at YPR is an amalgam of all approaches with a strong element of paternalism; with a positive attitude towards employees, but an even stronger element of opportunism; where local circumstances determine strategy. This has increased in strength in light of Covid-19 and the demands it has made on decision-making at the senior level. 
“It is important to note that an organisation is made up of individuals with a wide variety of complex and nuanced views.” (Bacon, 2013, quoted in Bennett, Saundry and Fisher, 2020). The global pandemic has made developing a cohesive and strategic people management style even more challenging. 
In a short time Coronavirus has managed to irrevocably alter the way in which many businesses operate. 
1.2) The hub and arrangements from the 1st of September 2020
For a period of time, from the 23rd of March to the 28th of June 2020, YPR’s function as a primary school changed to providing childcare for essential key workers. At the same time, the function of its staff changed too. 
This change resulted in planning, preparing and assessing remote learning, the need to provide IT equipment, establishing different methods of communication and delivering those methods. 
As key workers in the hub school at YPR, staff had to learn to use and work while wearing, PPE and provide support to the children of key workers, who they did not know.    
The nature of the hub model resulted in the creation of new teams from local schools which, in itself, impacted on the style of management and the frame of reference employed at YPR and there is little doubt that this affected the employees. Purcell argued,
The existence of a distinctive set of guiding principles, written or otherwise, which set parameters to and signposts for management action in the way employees are treated and particular events handled. (Purcell, 1987, quoted in Bennett, Saundry and Fisher, 2020)
YPR reopened briefly as a school on the 29th of June 2020 and opened for a new school year on the 1st of September 2020. 
Before the school was able to reopen, there was a requirement for it to be signed off by the LA and risk assessments of staff were undertaken. As per the guidance from WAG via the LA, staggered start and end times were developed to minimise footfall and contact on the site and initially pupil numbers were limited.
YPR has had to manage the TTP process locally and work collaboratively with the LA on this when positive results have been received. 
Wales is now under a lockdown and what the school will look like in 2021 and how this will further affect employment relations remains to be seen.    










2) Literature Review
The literature review aims to demonstrate how a range of factors has influenced and continues to influence the school and questions whether they have affected how the school operates and how people are managed.
2.1) Financial implications
The primary school was in a deficit position prior to the 23rd of March 2020 and had already initiated a financial recovery plan. The pandemic disrupted the progress of the planned cost savings and brought with it a number of short, medium and longer term fiscal repercussions, e.g. to resource the hub school, to fund online training opportunities, to engage supply staff to cover shielding employees and the loss of income. 
No member of staff directly employed by the school was furloughed and the school has been able to make hardship claims to the Welsh Assembly Government via the Local Authority; to be reimbursed costs that would not otherwise have been incurred, however, the concern is that this action will lead, at the very least, to a reduction in funding in the future. This was supported in the press and exemplified by The Western Mail on the 15th of October 2020 published an article that reinforced the concern. 
The coronavirus pandemic will have profound implications for school resources and spending. Compiled before Covid-19 hit, the review, commissioned by the Welsh Government in response to widespread concern about the ongoing school funding crisis, warns coronavirus is an added pressure at a time when it had already calculated school costs would soar by 8% in the next three years. (Wightwick, 2020, pp. 8-9)
The cost of human resources is the most substantial cost for the school in terms of its expenditure so it is inevitable that this will impact upon health, wellbeing and the employment relationship and may lead to workplace conflict and the possibility of redundancies as a last resort.    
Although no member of staff directly employed by the school was furloughed, some employees experienced this indirectly, e.g. where their husband’s hours were reduced or they were furloughed.
Key findings from a briefing entitled All Clapped Out? Key Workers: Living Through Lockdown published by the RSA in August 2020 highlighted the ecomomic impact.
When looking at different key worker occupations, certain occupational groups still had to access their savings throughout the pandemic: 22 percent of supermarket workers; 20 percent of those working in transport, utilities or communication; 18 percent of school and nursery workers; 14 percent of social care workers; and 10 percent of NHS staff. (RSA, 2020)
The wider school community was also affected. A significant proportion of parents are key workers and that subsequently affected the school’s staff in terms of their morale. 
For example, the poorest key workers were also the most likely to receive a pay cut: 29 percent of those who already received pay of less than £10,000 per year said they saw their pay go down, compared to just 7 percent of those on £30-35k per year and 11 percent of those on £45 – 60k per year. (RSA, 2020)
2.2) Technological impact
The primary school had little time to prepare for the provision of remote learning, conducting staff meetings, facilitating pupil support from outside agencies and communicating effectively with parents. This technological impact was also felt by the wider school community as the governing body was unable to physically attend its meetings and the parents, as per the staff and governors, had varying degress of ability in information and communication technology. In addition to this, there was a considerable number of families who did not have the necessary IT kit or did not have the appropriate kit or did not have the WiFi required. As a result, a survey was conducted by the teachers and the school submitted the relevant applications to the LA. This was followed by a logisitical project to deliver the kit to those families that needed it. 
Planning, preparing, assessing and supporting remote learning was an essential change for the teachers. Working from home during the school closure was also a fundamental change and it inevitably led to conflict with perceptions of inequality between staff groups but this did not escalate and was effectively resolved through open and honest discussion.
The school’s website, Hwb and Google Classroom were used and have continued to be used for remote and then blended learning.
According to Cathy Li and Farah Lalani, on the World Economic Forum’s website, in April 2020, 
The Covid-19 pandemic has changed education forever.  The Covid-19 has resulted in schools shut all across the world. Globally, over 1.2 billion children are out of the classroom. As a result, education has changed dramatically, with the distinctive rise of e-learning, whereby teaching is underatken remotely and on digital platforms. Research suggests that online learning has been shown to increase retention of information, and take less time, meaning the changes coronavirus has caused might be here to stay. (World Economic Forum, 2020)
Conversely, in December 2020, according to Joao Pedro Azevedo Lead Economist at the World Bank,
Before the pandemic, the world was already facing an education crisis. Covid-19 has exacerbated learning gaps further, taking 1.6 billion students out of school at its peak. Even before Covid-19 forced a massive closure of schools around the globe, the world was in the middle of a learning crisis that threatened efforts to build human capital—the skills and know-how needed for the jobs of the future. (World Economic Forum, 2020)
2.3) Megatrends that relate specifically to Education 
An article published by the BBC in January 2019 entitled 10 global megatrends facing education, still resonates today. Out of the ten trends it refers to, the following are particularly relevant to the primary school and the community it supports:
Economic inequality; the school and the local community is located in a very deprived area and the gap between the richest and the poorest worldwide is widening. The school has always seen this as one of its greatest challenges and aims to ensure that all of its children are given access to every opportunity. 
Migration; the school has a high proportion of pupils with an ethnicity other than White British which brings with it cultural diversity but it also brings challenges. Managing the expectations of, and communicating with, the families during the pandemic has been testing with many of these families having English as an additional language and it raises the issue of whether these pupils and their families were fully supported.
Funding; the pressures associated with a lack of funding has long been a considerable cause for concern and Covid-19 has ensured that it will continue to be when the likelihood is that funding levels will have to be cut further. When the wider community is considered, there will be parents, as well as staff, who will, if they haven’t already, experience an economic shock what with debt rising and a predicted recession.
Digital technology; it can connect people and build and reinforce links which has proved essential across all sectors of late. However, the school’s experience of it in terms of remote and blended learning is that it reaches some but not all of its learners and can result in disappointment and dissatisfaction in parents as well as staff which often leads to conflict. 
Artificial intelligence; as well as providing pupils with the foundation to develop the necessary skills for a future that will look very different in terms of jobs, there is the question of whether artificial intelligence threatens jobs in a school. The school needs to be sure that qualities such as imagination, a sense of responsibility and emotional intelligence are encouraged in its children and adults. 
Lifelong learning; there have already been great changes in the workplace and this will, undoubtedly, continue in the wake of the global pandemic. Those who need education and training the most, the low skilled, are the least likely to receive it and that is made worse by the current crisis. The school has never ignored how important this is but due to the restrictions imposed has been unable to further develop it in its staff nor in its parents. (BBC, 2019)
2.4) Best practice in terms of leadership
Since leadership is a crucial element in a successful employment relationship and underpins how the school has managed its employee relations during the global pandemic particular attention is paid to it.
Macleod and Clarke in 2009 concluded that “there were four main factors which were critical to securing high levels of employee engagement: integrity, leadership, engaging managers and employee voice.” (Macleod and Clarke, 2009, quoted in Bennett, Saundry and Fisher, 2020)
The school’s recent response to coronavirus, as demonstrated by the Senior Leadership Team, is clear and the team is committed to it. The example set has galvanised the staff and supports Macleod and Clarke in their assertion that “a strong narrative provides a shared vision for the organisation at the heart of which lies employee engagement.” (Macleod and Clarke, 2009, quoted in Bennett, Saundry and Fisher, 2020)
It also demonstrates that the school continues to strive to meet the needs of its stakeholders and to be a caring and inclusive learning community with wellbeing at its heart at this challenging time.
In March 2020, Deloitte Global CEO Punit Renjen outlined five fundamental qualities of resilient leadership, 
“Design from the heart... and the head, put the mission first, aim for speed over elegance, own the narrative and embrace the long view.” (Deloitte, 2020)
The essential elements of resilient leadership illustrate the importance of a strategic people manager at SLT level in the primary school. 
Peter Cheese, Chief Executive at People Management in November 2020 referenced an article published in The Economist. The article opened with “Never before have more firms needed a hard-headed HR boss,” Mr Cheese’s response was “While this is true, we must also seek to be compassionate, empathetic, fair and inclusive.” (People Management, 2020)
2.5) Roles of parties
Employees, managers and the government are commonly recognised as the key players in the employment relationship and much of the literature refers to their conflicting interests. However, Covid-19 has shown that these parties, especially the employees and their managers, have interests in common. Coronavirus has made them more equal. Whether this will change following the pandemic is debatable. Whether the declining membership of trade unions, that some believe was the result of the Trade Union Act 2016, will be revitalised in the future remains to be seen. 
2.6) Coronavirus and the law in Wales
The Health Protection (Coronavirus Regulations) (No. 5) (Wales) Regulations 2020 set out the legal framework that applies to every member of the public and so to all staff at the primary school, professionally and personally.  
Part 1; the Regulations do not expire until the 31st of March 2021. While establishing an end date is important, for some employees this reinforces their feelings of anxiety and stress.   
Part 2; the Regulations “impose restrictions on people gathering and on people travelling”. This continues to prevent staff from attending training courses that will allow them to continue and extend their professional development.  
Part 3; the Regulations “impose requirements on people who have tested positive for coronavirus and their close contacts”. This is a prerequisite, however, those close contacts may not develop the virus and the period of self-isolation that they are required to observe will inevitably impact on the running of the school.  
Part 5; the Regulations “provide for face coverings in certain indoor places”. The staff already wear face coverings in all the communal areas of the school but it seems inevitable that this may be extended to all areas. This will have an effect on teaching and learning and the ability of other employees to carry out their duties effectively and efficiently.
Part 6; the Regulations “provide for circumstances in which schools may be required to be open when they may otherwise be closed to allow children of critical workers or children who are vulnerable to attend.” This suggests that the model of the hub school with its positives and negatives from a staffing perspective may be deployed again. (WAG, 2020)  
2.7) Shielding
On the 23rd of December 2020, the LA sent an e-mail to all its staff, including staff employed in schools, with new advice to those who are clinically extremely vulnerable, previously shielding. It informed them that as of the 22nd of December, the advice to those who are clinically extremely vulnerable, previously shielding, has changed. An employee that falls within this group is advised not to attend the workplace. 
This will certainly affect staffing in January 2021 and the school will see a butterfly effect and have to manage this. 
It is likely that some staff who do not fall in to this category will have reservations and feel uncomfortable about returning in the spring term not least because Wales is in lockdown once again and it is crucial that the SLT address these reservations sensitively.
An article by Croner in July 2020 suggests a number of responses and the validity of the responses remain. 
It is important to remind and reassure employees that the school is Covid-19 secure.
It is important that senior leaders make time to listen to staff concerns and respond appropriately.
It is important to be willing to contemplate a phased return, or a reduction to the time spent on site, to minimise the possible risk of exposure. (Croner, 2020) 

3) Findings
A SWOT analysis was conducted in early September 2020, again following the half term in October and most recently before the end of the autumn term. The findings are summarised below and focus on the most critical insofar as the primary school is concerned. 
3.1) Strengths
The pandemic highlighted individual and collective performance at all levels within the organisation. The crisis revealed previously unknown and/or overlooked skills. Teamwork at the school has consistently been a strength but Covid-19 and its impact reinforced this.  
3.2) Weaknesses
The clarity of communication with its stakeholders, notably parents, was unsatifactory. The speed at which guidance was received by the school from the LA was slow and, as such, the sharing of information by frontline staff was inadequate. The school’s management information system was deficient in terms of effectively conveying messages. 
3.3) Opportunities
Coronavirus brought the importance of professional development and succession planning and the possibilities attached to restructuring staffing to the forefront which may positively influence the school’s financial recovery plan.  
3.4) Threats
The current mental and physical health and wellbeing of all employees but also their mental and physical health and wellbeing in the longer term and how this will influence the school’s day to day operation and future performance.  
The SWOT analysis conducted also observed other strengths, weaknesses, opportunities and threats which the school will review and aim to incorporate in to the school’s development plan. The critical findings noted above will be incorporated in to the SDP.
According to the Chartered Institue of Personnel and Development in November 2020,
The value of SWOT lies mainly in the fact that it offers self-assessment for management. The methodology has the advantage of being used as a ’quick and dirty’ tool or a comprehensive management tool, and that one (the quick) can lead to the other (the comprehensive). This flexibility is one of the factors that has contributed to its success. (CIPD, 2020)
The school intends to conduct a PESTLE analysis of the opportunities and threats in the spring term.
3.5) Other strengths, weaknesses, opportunities and threats
Throughout the pandemic, inclusion has been an overriding aim. From its beginning, the primary school, led by its headteacher, has worked tirelessly to draw attention to adverse childhood experiences and this ACEs thinking has underpinned the school’s response to the pandemic.  
The school’s response to Covid-19 from the perspective of the people that work there demonstrated that, at times, aspects of equality, namely, gender (a protected characteristic under the Equality Act 2010) was seen as a disadvantage. The majority of teachers and teaching assistants at the primary school are female and a high proportion of them have school-age children. This caused difficulties in terms of childcare and left the school short of staff at times. A number of staff members have other caring responsibilites, e.g. elderly parents with underlying health conditions and this also proved complicated as they were unable to attend for periods of time. 
This suggests that there is a clear correlation between equality, gender and employment relations and that intersectionality also plays a part.
Acker in 2006 said, 
Intersectionality is an approach that was originally used in feminist and race studies. It recognises that discrimination, disadvantage and oppression do not take place in discrete categories and that membership of a minority group is not an exclusive or necessarily immutable activity. Many people belong to more than one minority group simultaneously and shift in their prioritisation of member group identification over time. (Acker, 2006, quoted in Bennett, Saundry and Fisher, 2020)
The significance of employee participation and voice can not be overstated. The primary school, like other schools, had no experience of this and the successful management of it relied on the collaboration of many. The Good Work Plan of 2018 emphasises this, “The Taylor Review highlighted that for work to be fair and decent, then workers must have a voice. High levels of employee engagement improve organisational performance and boost productivity.” (Taylor, M. 2018)
There is little doubt that there is a real risk of redundancy. 




4) Conclusions
4.1) Parallels with the Private Sector
In September 2020, the Conferedation of British Industry published Public-private partnerships: Lessons from Covid-19. According to the report, “cross-sector partnerships were at the heart of the UK’s response” (CBI, 2020)
The primary school’s experience was that of public-public partnerships internally, where employees across a variety of LA divisions supported the others, and externally, where the support was, e.g. between the school and a Flying Start pre-school. This was an example of the unifying nature of a shared goal.   
4.2) Lessons to be learned
Advice and guidance in terms of communicating with stakeholders at all times but especially at the time of an emergency is essential. The school would do well to consider best practice from other sectors as well as other schools. 
The primary school would benefit from investing in a school communication system for improved parental engagement and to ensure that the parent community is informed and updated efficiently and effectively.  




5) Recommendations
5.1) Difficult conversations
Leaders at the school had already considered investing in training in this area before the pandemic struck but this is now imperative. All staff, not just frontline staff, should receive the training at the appropriate level. Contact should be made with an highly regarded training provider, however, the Advisory, Conciliation and Arbitration Service (Acas) has downloadable guidance on challenging conversations and how to manage them which could be used in the first instance with key staff familiarising themselves with the information and applying it. 
5.2) Mediation
Mediation was already used extensively in the classroom with the pupils and recent experience has shown that the technique can and should be applied with adults. Key staff would benefit from this training. Accredited training can be accessed via Acas. The Certificate in Internal Workplace Mediation (CIWM) is a 5-day training course accredited by NCFE. It gives trainees the skills and knowledge they need to effectively mediate in their own workplace. The cost is approximately £2,000.00 per person which could be funded from the professional learning grant that the school receives. 
5.3) Technology and learning
The primary school has a positive working relationship with Carmarthenshire Youth and Children’s Association and has already hosted a number of events with CYCA at the school to improve parental engagement and develop their skills. The school has found that there is a distinct deficit in the IT skills of a high proportion of its parents and consideration could be made to the provision of appropriate courses led by the school’s ICT team. This would also benefit the staff leading the training in terms of their continuing professional development as well as the attendees. 
5.4) Work/life balance
According to Robertson and Cooper in 2016, an essential element of wellbeing in the workplace was a balanced workload. “Balanced workloads – a balanced workload with a good work-life balance is crucial. (Robertson and Cooper, 2016, quoted in Bennett, Saundry and Fisher, 2020). Covid-19 has overturned this for key staff. 
The Health and Safety Executive’s Management Standards refer to demands, control, support, relationship, role and change. Demands incorporates factors like workload, patterns of work and the workplace. Since the pandemic has negatively affected these standards for many employees at all levels within the school, the risk is that this has already led and will continue to lead to higher levels of absence, a reduction in productivity and a decline in health.
It is crucial that the school’s SLT and its GB keep a work/life balance in mind, now more than ever and look to incorporate it in to the SDP. 
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7) Appendices (Coronavirus and the school in numbers)
7.1) Absence management - teachers
There are twenty teachers employed at the school. 
One teacher employed at Key Stage 2 tested positive in the period from the 1st of September to the 18th of December 2020. 
Four teachers employed at Key Stage 2 were required to self – isolate for 14 days, as close contacts, due to a positive case in their class across the same period. 
Two teachers employed at Key Stage 2 were required to self – isolate for 10 days, as close contacts, due to a positive case in their household. 
One teacher employed at Key Stage 2 is clinically extremely vulnerable and will be advised to work from home from the 4th of January 2021. A supply teacher will have to be engaged to cover her duties. The daily cost for this cover will be £170.00 or £850.00 per week.
One teacher employed in the Foundation Phase is working from home.





Figure A
    










7.2) Absence management – teaching assistants
There are twenty nine teaching assistants employed at the school. 
Three teaching assistants employed at Key Stage 2 tested positive in the period from the 1st of September to the 18th of December 2020. 
One teaching assistant employed at Key Stage 2 was required to self – isolate for 14 days, as a close contact, due to a positive case in their class across the same period. 
One teaching assistant employed at Key Stage 2 was required to self – isolate for 14 days, as a close contact, due to a positive case in their family. 
Two teaching assistants employed at Key Stage 2 and in the Foundation Phase respectively are clinically extremely vulnerable and will be advised to work from home from the 4th of January 2021. Supply teaching assistants will have to be engaged to cover their duties. The daily cost for this cover will be £190.00 or £950.00 per week.
Three teaching assistants employed in the Foundation Phase and at Key Stage 2 respectively have caring responsibilities for clinically extremely vulnerable relations which may mean that they will be unable to work in the new term. 






Figure B












7.3) Attendance management – pupils
Attendance was analysed on a monthly basis between the 1st of September and the 18th of December 2020. It was scrutinised across the whole pupil population and compulsory school age pupils only. 
There was an upward trend across both groups from September to November.
Attendance peaked in November and then fell away in December.
The school’s ALNCOs were tasked with addressing attendance and worked hard to contact parents and to discuss any concerns they had about their children attending which may go some way to explain the steady increase across the first three months of term.
During this term, the teachers had to use a blended approach to their teaching to ensure that the absent pupils continued to learn which meant that they had to adapt once again. 
The percentages decreased in December which is likely because of decisions by the parents to self – isolate their families and minimise the risk of infection before Christmas. 
Despite this, the analysis of the whole pupil population attendance and that of the compulsory school age pupils shows that it was higher than in September when the school reopened. 





Figure C
    











7.4) IT kit applications 
The school conducted a pupil distance learning ICT audit when it closed. The responses were reviewed, summarised and prioritised. Priority group one comprised pupils with few appropriate or no devices. Priority group two comprised pupils with an iPad or similar.
Applications were then made to the LA for assistance with hardware so that these pupils were not at a disadvantage when it came to distance learning. 
This project was intensive and was another example of how roles changed during the pandemic.  
Despite their hard work, responses were only received from 35% of the school’s population which undoubtedly impacted upon staff morale. 
Figure D



7.4) PPE
To ensure the health and safety of all, personal protective equipment is used by the staff. The levels of PPE are continuously monitored and supplies are replenished on a weekly basis. The school has been fortunate as it has not been expected to finance this to date, however, if this changes then this will incur a substantial cost that was not factored in to the working budget as this was compiled and submitted before the onset of Covid-19.
The staff, especially those in the Foundation Phase, were used, to a certain extent, to using PPE, but, that was not the case in Key Stage 2 and the staff here have found it more difficult to accept and adapt. 
Of the supplies available, the school has found that it uses paper towels, disposable gloves and face masks most and orders them consistently. 



IT kit applications	No or few devices	iPad or similar	No response or did not require assistance	0.13	0.22	0.65	


Teacher absence	Positive case	14 day self - isolation	10 day self - isolation	Clinically extremely vulnerable	Working from home	0.05	0.2	0.1	0.05	0.05	


Teaching assistant absence	Positive case	14 day self - isolation school	14 day self - isolation home	Clinically extremely vulnerable	Caring responsibilities	0.1	0.03	0.03	7.0000000000000007E-2	0.1	

Attendance analysis

All pupils	September	October	November	December	0.71179999999999999	0.81989999999999996	0.86560000000000004	0.79890000000000005	Compulsory school age pupils	September	October	November	December	0.69969999999999999	0.82410000000000005	0.87009999999999998	0.80389999999999995	



20 | Page


 


Managing Employment Relations


 


 


Managing employment relations 


in 


the context of the primary school


 


 


 


 


 


 


 


 


Author: Clare Roberts (2014349)


 


University of Wales Trinity St David


 


8


th


 


January 2021


 


Word Count: 


4156


 




  Managing Employment Relations     Managing employment relations  in  the context of the primary school                 Author: Clare Roberts (2014349)   University of Wales Trinity St David   8 th   January 2021   Word Count:  4156  

