[bookmark: _Hlk135607612]How should the recommendations have been decided upon?
CIPD (2017) states that there is consensus between academic and practitioner literature that ‘employee engagement, health and well-being are key for the productivity, performance and success of organisations; and second, that the way that employees are managed is a vital determinant of their engagement, health and well-being’. The outcome of this is that managers need to be equipped to meet this challenge which equates to needing an effective manager development plan. 
Below is a flowchart from the report on how it will be done in future. 
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Why has recommendation 1 been made?
The first recommendation has been put forward to give the Service’s employees the opportunity to engage with a custom survey regarding culture within Porth Cymorth Cynnar. 
All responses will be anonymous to try and increase engagement as recommended by Taylor (2019).
The Survey will be available in multiple forms to ensure it is accessible to all as not all staff have the access to a laptop during their working hours to maximise inclusion.  
20% of PCC respondents to the Health and Wellbeing (H&W) Survey noted that they did not feel they were part of a supportive team and 31% did not agree that communication was good (Ceredigion, 2022).
How does it affect me?
Firstly, you will be asked to respond individually as an employee of Porth Cymorth Cynnar as everyone’s views are of equal importance.  
Secondly, you may be required to answer questions from your team regarding the survey.
What do I need to do?
Answer the survey questions as honestly as possible as an employee.
As a Line Manager, you will need to ‘motivate, empower and support’ your employees to engage with the survey (CIPD, 2021).
All line managers to be asked for suggestions of questions to include in the survey and suggestions can be discussed in team meetings before being fed back.
Will I need training?
It is not anticipated that you will need training.
What will happen next?
Once the survey data has been analysed and is ready for presentation, there may well be further steps to take with regards to changes that are required to improve things further for PCC employees. These will be communicated as and when they arise.



[bookmark: _Hlk135607717]Why has recommendation 2 been made?
The second recommendation has been put forward because there have been and continue to be very high proportion of employee relation cases within PCC.
21% of respondents to the H&W survey felt that difficult workplace relationships were affecting their health and wellbeing (Ceredigion, 2022).
25% of employees and 20% of employers state that conflict in the workplace is a common occurrence according to CIPD (2020).
How does it affect me?
You, along with all other employees of Porth Cymorth Cynnar will be required to attend the mandatory session.
What do I need to do?
You may be required to field questions from the team should they have any regarding the training and its content. 
If you have employees who are currently part of ongoing employee relation cases, then you may wish to give them warning that the session will be taking place. 
Will I need further training?
CIPD (2020) have found that managers play an all-important part in nipping conflict in the bud. To do this, they recommend that Mangers attend training on how to deal with conflict. Perhaps training on dealing with difficult conversations would also be useful. If you have not attended these modules and wish to do so, please contact Learning and Development (L&D). CIPD (2022) also have resources that may be of help.  

What will happen next?
L&D and HR will work together to create and deliver the training. 
Upon completion of the training, there will be a request for evaluation from attendees regarding the contents of the course to see if it was beneficial.
In 12 months’, the number of employee relation cases within the Service will be measured again to see if there has been a reduction or an increase in cases.
If the training proves successful, then it may be rolled out to other Services if necessary.




Why has recommendation 3 been made?
The third recommendation has been put forward to give the Service’s employees he opportunity to discuss any concerns that staff have and ensure that they are listened to and any possible actions that can be taken, are taken. Indeed (2022) highlights that enabling the team to ‘share information, make decisions and provide project updates’ allows the foundation for a stronger team and contributes to collaboration, work culture and overall energy levels. 
Coleman (2013) states that organisations need to encourage lower-level employees to speak out and disagree in a professional manner without fear of ‘negative repercussions’. He goes on to say that ‘values must also be reinforced’ and woven into the everyday fabric of the organisation.
A recent CIPD (2023) report noted that 50% of employees believed their line manager was willing and capable to give them the required support to progress their career. Having frequent conversations regarding performance is key to  employee engagement.
How does it affect me?
You will need to regularly put aside time from your diary to meet with your team, both individually and collectively. You should also expect the same from your line manager. 
What do I need to do?
Arrange the meetings in your diary, ensure that the time is protected and that the meetings always happen if you are in the office.
If you have any concerns regarding workload and fitting these meetings in, please raise them with your own line manager.
Will I need training?
It is not anticipated that you would need training, however, here are some ideas of what could be on the agenda:
An ice breaker at the start of every team meeting, what is your favourite biscuit for example.
Include health and wellbeing as a standing agenda item in team meetings
What will happen next?
All employees will be asked for evaluation on the effectiveness of the recommendation once it has been in practice for 3 months. 
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