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[bookmark: _Toc6436336]EXECUTIVE SUMMARY 
The UK’s employment relations climate is being continually influenced by political-legal, economic, social and technological factors that are impacting how employers interact with their employees. The following report outlines how government policy, economic factors and changing employee expectations are disrupting traditional employment relationships and putting growing pressure on employers to make changes to their structures, policies and practices. 

A ‘PEST’ analysis and review of the literature unveils a pressing employee relations issue within JCP. With 53% of recent voluntary resignations falling within the ‘Millennial’ demographic, JCP needs to assess its current ER practices against current research and best-practice in the area of millennial engagement. The literature review explores MacLoed and Clarke’s (2009) employee engagement theory and the 4 enablers of employee engagement. The review goes on to identify 3 key enablers of millennial engagement: Flexible-working and work-life balance, collaboration and meaningful work. The review further supports its research by critiquing opposing views of millennial engagement and organisational examples. 
The report concludes with recommendations informed by the literature, endorsing practices that are enablers of millennial engagement. These include the implementation of a reverse mentor scheme and ‘Give back’ volunteer scheme. It is recommended that the impact of these initiatives are measured by a pulse survey. 




[bookmark: _Toc6436337]GLOSSARY OF TERMS

ER: Employment Relations
EE: Employee Engagement
VUCA: Volatile, Uncertain, Complex and Ambiguous
JCP: JCP Solicitors Limited
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[bookmark: _Toc6436338]1. INTRODUCTION
The aim of this report is to critically evaluate the current employee relations (ER) climate within JCP Solicitors (JCP) and identify key external and internal factors that are influencing these relationships.  It further seeks to explore a significant ER issue within JCP; the engagement and retention of millennials.  In addition, it will suggest informed recommendations that JCP could implement to improve the current ER climate and its employee engagement (EE). 
[bookmark: _Toc6436339]1.1 Report’s Organisation
JCP is a privately-owned SME law firm, providing specialist legal services to clients throughout South Wales.  Like many legal firms, JCP has a traditional hierarchal structure which encompasses Business Owners (Directors) in leadership and managerial positions. Its 215 employees comprise fee earners (legal) and supporting/ administrative roles. The firm operates within a highly regulated sector and, within the context of ER, follows statutory legislation and policies whilst also striving to follow best practice guidance provided by ACAS and the Solicitors Regulation Authority. The firm also maintains a Lexcel accreditation, that promotes quality legal management processes and, within Employee Relations, defines a quality standard for people management processes including recruiting, supporting and developing employees (Recognising Excellence, 2018). 
[bookmark: _Toc6436340]1.2 Employee Relations: An Introduction
‘Employee relations’ is the management and maintenance of the employment relationship, more specifically how managers and employees within an organisation interact (Aylott, 2015; Gennard et al., 2016). This interaction between employers and employees, collectively or individually, is ‘a central feature of organisational life’ (Blyton & Turnbull, 2004). The term signifies a shift from ‘industrial relations’ and encompasses a new emphasis on assisting employers and managers to establish positive, trust-based relationships with their employees (CIPD, 2018). Modern ER practices are a skill-set employers can arm themselves with, encompassing areas such as employee voice and engagement (ibid).
[bookmark: _Toc6436341]1.3 Changing Context of Employee Relations
The rate of change endured by current organisations has been more fundamental and rapid than in any previous period (Farnham, 2016; CIPD, 2013).  It is widely accepted that organisations are operating within a volatile, uncertain, complex and ambiguous (VUCA) macro-environment, brought on by disruptive megatrends including globalisation, technological advances and multigeneration workforces (Cheese, 2017; Deloitte,2019). It is critical for JCP to assess its internal and external influences to understand/evaluate their impact on its strategic decisions (CIPD, 2018). ER initiatives and strategies that are devised in consideration of these influences have a reactive and proactive role that are central to an organisation’s growth and survival (Gennard & Judge, 2005). In this report, Dundon and Rollinson’s (2011) ‘PEST’ framework has been utilised to explore the Political-Legal, Economic, Social and Technological factors impacting ER. It is appended with a ‘SWOT’ analysis which evaluates JCP’s strengths and weakness (internal) and its external opportunities and threats (Farnham, 2015; Dundon and Rollinson, 2011). Key results will be explored in this report’s literature review. 
[bookmark: _Toc6436342]1.4 Employee Relation Perspectives 
An organisation’s attitude towards ER has a significant impact on its ER strategy (Gennard & Judge, 2002). Its attitude, values and perceptions will, in part, be determined by the type of approach that an organisation adopts (ibid). JCP’s approach will be a critical expression ‘of its management style and approach to ER’ (Farnham, 1996) and act as a frame of reference for the report’s research. There are typically three distinct analytical perspectives adopted by organisations; two of these, Unitarianism and Pluralism, will be explored in this section. Purcell (1987) notes that these categories are, however, limited in defining management styles which are more effectively considered in terms of individualism and collectivism. In practice, individualism lends itself best to non-unionised ER management, whereas collectivism fits unionised environments (Farnham et al., 1996).

The ‘unitarian’ concept assumes a true communality of shared interest between the employer and its employees, working in a harmonious and integrated way towards shared goals (Guest, 1987; Gennard & Judge, 2002; Kaufman & Taras, 2000). Contrastingly, the pluralist approach assumes that employees and employers have conflicting interests and accepts that relations need to be negotiated (Guest, 1987; Gennard & Judge, 2005). The pluralist approach underpins traditional industrialist employee relations and was accompanied by strong trade union presence and collective bargaining power (CIPD, 2018). However, radical changes including globalisation, deindustrialisation and societal transformations have signified a shift from collectivism and strong unions to a focus on individuals and less commitment to unions (ibid). It is in this emerging context that JCP was founded and continues to operate. Considering this, plus factors including that JCP is an SME in the services sector (a less unionised sector), JCP adopts a unitarian approach to ER.  This is to be considered as an analytical category, rather than a theory and therefore aims to describe and summarise, instead of seeking to predict (Dibben and Williams, 2012).



[bookmark: _Toc6436343]2. LITERATURE REVIEW
This section of the report sets out to define key terms and critically evaluate leading research, theory and case studies in the fields of ER and employee engagement. It includes a ‘PEST’ analysis underpinned by current contextual research and a detailed exploration of engagement of millennials; a key ER issue affecting JCP’s current climate. It will further aim to identify best practice ER, to inform the report’s recommendations. 
[bookmark: _Toc6436344]2.1 External factors influencing ER in JCP 
The context within which an organisation operates, is central to the study of ER (Gennard & Judge, 2016). Outside factors fundamentally influence the terms by which employers and employees interact with each other (ibid).  This section utilises Dundon and Rollington’s (2011) conceptual map of the ‘Contextual influences on the nature of Employment Relationships’ (Figure 1) to effectively explore these key areas.  The ‘PEST’ analysis is further supported with a SWOT analysis (Appendix 1).
[bookmark: _Toc6430613][image: ]Figure 1: Contextual Influences on the Nature of Employment Relations
Source: Adapted from Dundon and Rollinson (2012)

Within this map, the double-edged arrows reflect how each element affects the others in a highly interactive way. The next section explores each of the peripheral external factors and their influence on ER within organisations, particularly within JCP Solicitors. 
[bookmark: _Toc6436345]2.1.1 Political-Legal
Political and legal factors play a key role in determining the collective state of employment relations in the UK (CIPD, 2018; Aylott, 2018). A significant example of this is the Employment Rights Act 1996 which governs current statutory employee relations with the UK (CIPD, 2018). From 2010-2015, the core theme of government policy was the reduction of public expenditure, which had far-reaching implications for ER (Gennard et al, 2016).The current political landscape continues to see a large shift from public to private sector employment, which signals an increased labour market for JCP, and government policies that favour it’s unitarian and non-unionsed ER perspective. However, whilst the current political landscape tends to support employers, particularly within the private sector, there are rising expectations on employers to act ethically and responsibly. Employers who fail to follow best-practice guidelines face huge reputational damage. The widely reported case of ‘Sports Direct’ revealed appalling working practices that were (described as being? Or use speech marks if verbatim) closer to Victorian workhouses rather than a modern, reputable nationwide business (BBC, 2016). Whilst practices were technically legal, they grossly exploited the respect and dignity of its employees.
[bookmark: _Toc6436346]2.1.2 Economic 
The 2008 recession led to wage cuts and increased workloads (CIPD, 2018). JCP was forced to make large scale redundancies to survive this period, affecting the previous security and stability it was able to offer staff. This global economic crisis led to the deregulation of ER by governments and increased movement to liberal market economies (OECD, 2013). The government set out to reduce the regulatory burden on businesses which included introduction of tribunal fees and changes to settlement agreements that safeguarded employers (Gennard et al, 2016).  Worryingly, whilst this was done to support employers to regrow, this kind of market threatens high commitment HR practices that encourage engagement and job satisfaction (Aylott, 2018). There is a strong consensus that now is a more pressing time than ever for organisations to invest it its ER strategies, especially within engagement (CIPD, 2018). 
[bookmark: _Toc6436347]2.1.3 Social 
Political-legal and economic changes have been accompanied by changing social attitudes, which shape how employment is viewed (Gennard et al, 2016).  A fundamental example of this has been the increasing acceptance of women and working mothers.  This extends to the employees’ expectations and what they are asking for from their employment relationships. A recent survey by Aon, revealed that 97% of employers agreed that employees’ expectations of their experience in the workplace were changing, with top priorities including flexible working hours and agile working (Muller- Hayndyk, 2019).  JCP is witnessing this in practice, with increasing requests for agile working and exit interview data revealing work-life reasons as increasing reasons employee are leaving, particularly within the younger workforce. Organisations that fail to respond to changing expectations and engage with future generations, face losing millions in lost productivity and could suffer from much higher turnover rates (Pwc, 2014).
[bookmark: _Toc6436348]2.1 4 Technological 
How an organisation adopts the use of technology has a wide-reaching impact on ER (Childs, 1972; Fox, 1985). Technological advances are identified as having both positive and negatives effects on ER. Negative results are sighted as the de-skilling of employees, increased unemployment and increased employee surveillance (Gennard et al, 2016). Positive impacts on ER include better quality job roles, resulting in increased autonomy and health and well-being (Brione, 2017). One of the main ways technology has changed the nature of working relationships is that it’s ‘enabled significant growth in remote and flexible working arrangements’ (ibid).



[bookmark: _Toc6436349]2.2 An ER issue within JCP Solicitors - Engaging Millennials 

A key issue affecting JCP’s current ER climate, identified in this reports PEST and SWOT analysis (Appendix 1), is the socio-ideological impact of changing employee expectations, particularly within the demographic subgroup of ‘Millennials’. In this report, CIPD’s (2015) definition of Millennials (also known as Gen Y) will be adopted; Individuals born between 1979 and 1999.  53% of voluntary exits in the last 12 months have been within the millennial cohort (JCP’s Cascade HR Portal, 2019). Exit interviews have suggested many of these have been lost to competitors, with many leavers sighting benefits and work-life balance as their drivers. 
[bookmark: _Toc6436350]2.2.1 The Business Case
PwC’s (2014) Next Gen Study identifies millennials as a ‘critically important cadre of employees’ and that engagement efforts are key to helping them, and the business, to thrive. Significantly, millennials are less engaged in the workplace than their older counterparts (Gallup, 2016). John Lewis Partnership’s Director, Tracey Killen (2018) warns that, within five years, millennials will make up around 75% of the global workforce and that engaging this group is critical if you want to stay in business. An added retention challenge is the widely-held belief that millennials have a strong preference for multiple jobs (Eddy, Schweitzer, & Lyon, 2010; Caulkin, 2003) and show less loyalty towards employers. In addition to the core replacement expense, losing millennials threatens institutional knowledge, succession planning and innovation at any organisation that lacks the tools to meet the career needs of this generation. 

This section will firstly explore the wider theme of employee engagement within a VUCA environment, before focusing on the issue of retaining and engaging millennials. 
[bookmark: _Toc6436351]2.2.2 Employee Engagement 
In today’s VUCA macro-environment, competition for talent has intensified; this has made engagement a greater challenge organisations (PwC, 2015).  There is no single definition for ‘Employee Engagement’ (Dromey, 2014; CIPD, 2018). However, Macleod & Clarke’s (2009) description will be used to underpin the meaning of EE within this report: Employee Engagement is a ‘workplace approach designed to ensure that employees are committed to their organisation’s goals and values, motivated to contribute to organisational success, and are able at the same time to enhance their own sense of well-being’. 

There is a consensus in HRM that employee engagement is important for two key reasons: achieving (1.) individual outcomes, such as job satisfaction and well-being; and (2.) organisational outcomes such as growth and productivity (Saks, 2006). Despite its importance for sustained business performance, Gerrard et al (2016) believe this continues to be a major challenge for organisations.  The UK currently has an EE deficit, with multiple surveys indicating that only around one third of UK workers are engaged (Engage for Success, 2009). Organisations who fail to recognise the importance of engagement face losing millions in lost productivity and suffer from much higher turnover rates (Pwc, 2014). The extent of an organisations engagement from employees can act as a barometer for the health of the company (ibid).
[bookmark: _Toc6436352]2.2.3 Enablers of Employee Engagement 
Research into the area of EE reveals a substantial body of literature that identify similar key ‘drivers’ or ‘enablers’ of engagement. Macloed & Clarke (2009) determine 4 key enablers (Figure 2): 1.) Strategic narrative, 2.) Engaging managers, 3.) Employee voice and 4.) Integrity. These are supported by similar research by Holbeche and Matthews (2012) and Alfes et al (2013) who highlight employee voice and meaningful narrative as key to achieving EE.

[bookmark: _Toc6430614]Figure 2: 4 Enablers of Employee Engagement

Source: Adapted from MacLoed and Clarke (2009).
[bookmark: _Toc6436353]2.2.4 Engaging Millennials 
Research into the topic of the engagement of millennials particularly reveals that, whilst they are engaged by MacLoed & Clarke’s (2009) four enablers, they also seek out additional elements to be fully engaged.  Key enablers of millennial engagement are:
· Flexibility and work- life balance (Espinoza and Ukjela, 2016; Kurter, 2018)
· Collaboration (Lancaster & Stillman, 2010; Comaford, 2018)
· Meaningful work (Deloitte, 2018; Steger, n.d.)
This section will further explore these enablers of millennial engagement to assess JCP’s current ER climate for its millennial employees. 
[bookmark: _Toc6436354]2.2.5 Flexible working practices and work-life balance
Work-life balance is achieved when employees spend sufficient time working, whilst also spending enough desired time on other obligations and pursuits (Smith, 2010). Synonymous with a work-life balance, employees and particularly millennials are seeking flexible working practices which enable them to balance other commitments in their life (Taylor et al., 2017; PWC, 2014). CIPD (2019) identify a full range of flexible-working practices available to organisations to offer, including:  
· Part-time hours
· Flexi working 
· Home working 
· Mobile or tele-working
· Career breaks
· Commissioned outcome working
· Term-time working.
Some sectors and organisations seem culturally more open to this change than others (Taylor et al, 2017). Whilst JCP has made inroads to develop its flexible working practices available to employees, the research reveals it is falling behind leading organisations. Clough (2017) argues this is representative of the legal sector generally; ‘As traditionalists, law firms have tended to lack pace compared to other forward-thinking corporates and professional practices when it comes to innovative staff retention ideas’. To overcome this, PWC (2014) recommends organisations create a flexible working culture by promoting initiatives that encourage greater flexibility. Whilst JCP does have a homeworking policy, this is currently in place for senior employees and is not advertised to wider employees.  Research collectively suggests this would need to be addressed to engage JCP’s millennials who have a stronger voice in expressing the ideal of a work-life balance than any generation previously (Clough, 2017; WEF, 2018; Gallup, 2018). Organisations that have implemented flexible working practices have sighted improved productivity and ability to meet client needs as benefits (Lake, 2018; Bloom, 2014). 
An emphasis on work-life balance demonstrates a holistic approach to employees and shows a commitment to individuals as a whole person (Kassab, 2018). Glassdoor’s 2018 ‘Top 100 Employers’ repeatedly featured companies who promote work-life balance and introduce other holistic benefits such as health cover and learning opportunities (Zimmerman, 2018). Additionally, millennials are increasingly interested in their own experiences and finding their own truth (McKinsey, 2018), which enhances the desire to be considered an individual with their own story to tell. Their needs and wants are not secondary to other employees. This emerging concept is explored in Robbins (2018) book called ‘Bring Your Whole Self to Work’ which encourages organisations to unlock creativity and performance of its individual employees. JCP’s traditional and uniformed culture and policies likely discourage individuality and authenticity, which would need to be addressed if this trend strengthens. 
[bookmark: _Toc6436355]2.2.6 Collaboration
Millennials seek out collaborative working environments, with a recent IMB study revealing that over half of millennials claim to work better in collaborative and network-building organisations, with multiple inputs (Comaford, 2018). JCP’s traditionally and rigid hierarchal structure could discourage collaborative working stifle millennials (Toggl, 2018). Flatter structures open lines of communication and collaboration by removing layers (Morgan, 2015;). Champions of the flatter-organisation structure include Whirlpool and Pandora, whose business models focus on the employee experience and contribution at all level (ibid). Instead of changing their structure, other companies have developed schemes to encourage cross-network and cross-generational communication. General Electric, Deloitte and Unilever have all introduced a ‘Reverse Mentoring Scheme’ where newer, and often younger staff pair up with older staff in knowledge exchange – a twist on the usual older mentor paradigm (Chaudhuri and Ghosh, 2011). Proven benefits of this type of scheme include increased engagement and personal fulfillment across all generations, and reduced turnover (Harvey et al, 2009). 

Supporting MacLoed & Clarke’s (2009) ‘Employee Voice’ enabler, a significant thread of collaboration for millennials is the ability to be able to express their ideas and views in a supporting environment. Recommendations in this area include collaborative discussions like roundtables or board meetings that encourage innovative thinking across generations (UNC, 2012; Toggl, 2018). JCP’s board meetings are currently attended by Directors, who are not representative of the generation demographics of JCP and therefore fail to give a voice to millennial employees.  Inclusive working practices that generate collaboration and enable all employees to be heard, make teams smarter and more likely to achieve organisation goals (Forbes, 2018).  

2.2.7 Meaningful work
Meaningful work can be defined as the desire and means for one's work to make a positive contribution (whether to individuals, organisations or the wider society) and to align contribution to finding broader meaning in life (Steger, n.d.). Scroggins (2008) proposes that meaningful work delivers on valuable organisational outcomes including increased worker performance and employee retention. To achieve this, employers need to assist millennials to connect with their mission and purpose and share values and priorities (Engage For Success, 2018). 

Deloitte’s (2018) millennial survey revealed that millennials are more engaged with companies that support local charitable causes.  These can be small initiatives such as recycling or food collections. However, leading companies are investing in meaningful work enablers by allocating employees paid time out of work to undertaken volunteer work for personal causes. Nationwide and Accenture allocate paid days to employees each year (Wiggins, 2018). 
[bookmark: _Toc6436356]2.3 Opposing views 
Whilst there is strong, reputable evidence from leading consultancy companies such as PWC (2013), WEF (2018) and McKinsey (2018) on the characteristics and expectations of millennials, there are also critics who deplore what they see as the overgeneralising of the subgroup. A 2015 study by Pew Research found that only 8% of millennials feel that the label describes their generation well (Kadakia, 2017). Organisations could avoid implementing time-consuming and costly engagement initiatives based on assumptions of millennials, by communicating and listening to the millennials within their own organisation about what would engage them (Forbes, 2018).  However, while it is important to avoid over generalisations, gaining an appreciation for some of the key characteristics of younger employees can ensure initiatives are better effective (CIPD, 2015).  PwC’s (2013) Next Gen study research concludes that ‘Many, but not all Millennial stereotypes are true’. Understanding differences will help organisations create custom solutions that will ‘promote retention and an engaged workforce across all generations and levels’ (ibid). 
[bookmark: _Toc6436357]2.4 Organisation Examples  
In terms of how these needs are met in practical terms in the workplace vary between organisations and will need to consider internal factors (Dundon and Rollinson, 2011) including culture, policies and customer expectations (PWC, 2013). 
Innovative organisations such as Innocent Drinks have reaped the benefits from aligning their culture with empowering their employees, who are largely millennials (Engage For Success, 2012). Initiatives include frequent, company-wide meetings, management visibility and a collaborative, ideas focused culture (ibid). Such initiatives support the research into millennials seeking collaborative and meaningful work and all four of MacLoed & Clarks (2009) enablers, whilst managing to enhance individual wellbeing whilst motivating employees to achieve organisation goals. 

Employee-owned companies, such as The John Lewis Partnership, are attracting and retaining millennials through offering a meaningful contribution and given them a voice (Smith, 2016). John Lewis has a holistic approach to EE, with staff initiatives including profit-sharing bonuses, a ‘Health Hub’ and collaborative working practices that involve employees at all levels wholeheartedly in decision-making (Little, 2012).  It is particular good at communicating its guiding principle of ‘happiness of all its members, through their worthwhile and satisfying employment in a successful business' (ibid). This approach has led to superior business performance, with employees more committed to the organisation and its goals (EOA, 2017).  
[bookmark: _Toc6436358]2.5 Measuring Employee Engagement
HRM practices have been notoriously challenging to measure in terms of success and return of investment, which has left organisations underinvesting in them (Patel, 2018). In the field of EE, engagement surveys have traditionally been used as a measuring tool but are becoming too slow and limiting in today’s VUCA environment. Bersin (2015) believes that measuring tools needs to ‘capture employee feedback and sentiment on a real-time, local basis’ to continuously adjust management practices and the working environment. Pulse survey tools are becoming recognised as an effective way of achieving this enabling anonymous, frequent and direct feedback to employers (ibid). Leading EE organisation, Innocent Smoothies conduct a business-wide pulse survey every quarter on key areas such as motivation and whether employees would recommend others to work there. This enables management to react quickly to employee frustrations and gauge how motivated employees are (Engage for Success, 2014). 
















[bookmark: _Toc6436359]3. SUMMARY

The report’s research identifies that external contextual factors are determining the collective state of employment relations in the UK (CIPD, 2018) and influencing ER within JCP. 
A key ER consideration for JCP is the increasing percentage of millennial resignations. The research identifies millennials as a critical cadre of employees, whose engagement is vital for the success of future organisations (PwC, 2014). If JCP fails to meet the needs of its millennials, it faces significant threats to productivity, client satisfaction, succession planning and profits. 
The research into millennial expectations and innovative practices, unveil that JCP’s traditional and hierarchal structure and policies discourage the collaborative, flexible and meaningful environments that millennials seek.  To increase engagement and minimise millennial turnover, JCP will require a holistic approach that considers employees and individuals with differing needs (Kassab, 2013; Zimmerman, 2018). 









[bookmark: _Toc6436360]4. Recommendations

Based on the above research, this section sets out to recommend realistic, yet innovative recommendations for JCP to adopt to engage its millennial employees. Innovative environments keep millennials best engaged and less likely to leave (PWC, 2014; IMB, 2014). These recommendations take into consideration leading theory and organisational examples in the areas of EE. The recommendations aim to create a holistic approach to EE (Kassab, 2008) that collectively addresses key EE enablers identified in this report’s literature review, as being imperative for millennial engagement. 
[bookmark: _Toc6436361]
4.1 Recommendation 1: Introduce a ‘reverse mentor scheme’ 
Enabler: Collaboration and Employee Voice

To address JCP’s traditionally hierarchal structure that stifles collaboration, a key recommendation of the report is the implement a ‘reverse mentor scheme’. The scheme, successful in companies such as GE and Time Warner would increase engagement of millennials and older generations by enabling collaboration, breaking-down barriers and increasing outlets for creativity and employee voice. All these are key enablers of engagement, which could lead to improved retention and business results (PWC, 2013).
[bookmark: _Toc6436362]4.2 Recommendation 2: Create a flexible-working culture 
Enabler: Work-life balance

JCP needs to widen its flexible-working offering to improve millennial retention. To achieve this, JCP should follow in the footsteps of leading UK firms, Hogan Lovells and Ashurst, and trial a flexible-working scheme (Simmons, 2018) that isn’t restricted to management or working mums. The trial would seek to achieve flexible working options, whilst ensuring client expectations and targets are still met.  Options should include remote working, career breaks and outcome-based working (CIPD, 2019). To engage millennials, it would be advantageous to emphasise ‘getting work done’ rather than constraining them to certain working patterns (Engage For Success, 2014). Whilst companies resist such practices due to concerns over unproductive behavior, converse statistics strongly suggest that flexible working practices lead millennials to higher levels of productivity (Gayle, 2019). If the trial was successful, the scheme should be implemented firm wide – showing a marked commitment to the work-life balance of JCP’s employees. 
[bookmark: _Toc6436363]4,3 Recommendation 3: Bring millennials into the boardroom 
Enabler: Collaboration and Employee Voice

To aid collaboration and employee voice, JCP is recommended to extend its management board meetings to involve diverse roles and generations, reflective of the firm’s demographics. This would be a move towards innovative approaches used by employee-owned John Lewis Partnership and Innocent Drinks who promote practices that encourage employees at all levels to be involved in decision-making. To achieve this, millennial representatives occupying legal and support roles could be invited to management board meetings. Collaborative communication which shifts from traditional top-down communication, increases employment engagement and satisfaction. Companies that build this culture see tremendous positive impacts (Bersin, 2015).

[bookmark: _Toc6436364]4.4 Recommendation 4: Introduce ‘Give Back’ Volunteer Days 
Enabler: Meaningful work and Work-life balance
This recommendation if for JCP to allocate two paid days a year to employees, to undertake charity or volunteer work. Employees could be encouraged to choose a cause or charity that is personally important to them, i.e. Legal staff could take on a Legal Aid Case. Whilst this would be costly to implement, benefits would include:
· Increased engagement and meaning for employees
· Development and training opportunities
· Network building opportunities in the community
· Increased employer brand and reputational advantages (Employees could be engaged by writing about their experiences via professional social media channels and JCP’s internal newsletter, to further generate the ethos of ‘giving back’ and allowing them to tell their own story (Robbins, 2018). 
[bookmark: _Toc6436365]4.5 Recommendation 5: Introduce a pulse survey 
The last recommendation would be for JCP to introduce a pulse survey that would be sent out once a quarter to both monitor the success of EE initiative and continuously review the ER climate. The pulse would focus on motivation, engagement and whether employees would recommend JCP as an employer (Engage For Success, 2014). Pulse surveys are quick and easy for employees to complete yet captures focused and important data that enables employers to act quickly to changes in climate and get to the root of ER issues (ibid). New tools such as Culture Amp and BetterCompany provide different ways of actively measuring employee sentiment and give organisations a real-time health check of their company (Bersin, 2015). A starter pack recommend for a business JCP’s size provides unlimited access to surveys and benchmarks and costs roughly £6000 (Appendix 3). 
[bookmark: _Toc6436366]4.6: Action Plan

An action plan detailing time frames, resources and persons responsible for the implementation of this reports recommendations is available (Appendix 2).
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[bookmark: _Toc6436368]Appendix 1: ‘PEST’ and ‘SWOT’ analysis
‘PEST’

	
	External influence
	Influence on ER at JCP

	Political -Legal
	· Increases in national minimum wages
· Deregulation of employment relationship
· Growing governance of fair working practices and good work (Taylor, 2014)
	· Increasing wage bill of administrative staff
· Less regulation on ER -more freedom for employers
· Growing responsibility for employers to be an ‘employer of choice’.

	Economic
	· Tight labour market 
· Low unemployment rates
	· Increased competition with other firms for talent
· Retention and engagement strategies key

	Social
	· Changing employee expectations especially in millennials
· Multigenerational workforce
· Rise of the Open Talent Economy
· Increasing media coverage of bad employer practices 
· Growing emphasis on corporate responsibility 

	· May increase turnover
· Differing engagement needs in multigeneration
· Challenging traditional employment relationship
· Pressure on employers to address environmental and social economic issues in wider community (Forbes, 2018).

	Technology
	Automation of low skilled legal support
Increase in remote working 
Increase in mobility of workforce
New ER data and analytic advances
	· Redeployment/upskilling
· Increased flexibility
· Increased access to remote options





SWOT of ER














[bookmark: _Toc6436369]Appendix 2: Action Plan

	Action
	By who? 
	Time Frame
	Resources needed

	Implement ‘Reverse Mentor Scheme’
· Provide costings
· Identify cohorts
· Draft project proposal 

	Led by HR – involving Directors and Business Management
	ASAP 3 months
(Summer 2019)
	To implement: Time of senior management
Meeting rooms
In practice: Cost of employee’s time and chargeable hour rates 

	Implement ‘Flexible working scheme’
· Draft project proposal
· Identify trial group
· Create focus group to discuss types 
of flexible working
	HR
Management
Directors
Employee Reps
	Trial by Summer 2019 
Firm-wide by December 2020
	Time of senior management and employees
Digital devices

	Cost ‘Give Away’ volunteer scheme to see 
if feasible and present to management board
and employee reps
	HR team

	May 2019
	Time of HR 


	Purchase ‘Pulse Survey’ software

	Led by HR and Business Support team
	May 2019
	Time HR and Business Support
Cost of Pulse Software (Estimate: £6000)
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Employee Engagement


Strategic narrative


Engaging managers


Employee Voice


Integrity 



Strengths
- Dones't encourage long working hours
- Established Staff Community Group (Employee Representatives)
- Good 'grow your own' ethos o
- Increasing profits means more could be spent on employee engagement initatives



Weaknessess
- Lack of 'Employee Engagement' policy
- Outdated hierachal management stucture
-Rigid employment policies
- Increasing turnover - especially within the  millennial demographic
- Target -driven ethos contradicts ER practices 




Opportunities
- Become 'Employer of Choice' for millenials
- Access to enagement pulse survey technology
- Access to talent and skill employees  


Threats
-Increasing competition for talent from large firms and other proffessional service companies
- Rising employee expectations increasing turnover and job mobilty 
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