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Glossary of terms


ACAS – Advisory, Conciliation and Arbitration Service

CAC – Central Arbitration Committee

CC - Coleg Ceredigion 

Covid-19 - Coronavirus 

CSG - Coleg Sir Gar 

DHSC - Department of Health and Social Care 

EDI - Equality, Diversity and Inclusion 

ER - Employment Relations 

EU - European Union 

HR - Human Resource
 
IR - Industrial Relations 

PEST – Political, Economy, Social, Technology

[bookmark: _Hlk58076990]RIDDOR - The Reporting of Injuries, Diseases and Dangerous Occurrences Regulation 1995 

SWOT – Strength, Weakness, Opportunity and Threat

TU - Trade Union
















Executive Summary

This report critically analyses the impact Covid-19 has had on the UK; highlighting positive and negative methods organisation’s and Coleg Ceredigion, have taken in reaction to the global pandemic and what affects this has had on Employment Relations. 

The main literature and findings revealed high unemployment and redundancy figures, with financial and technology factors being most affected.

The national lockdown required businesses to temporarily close and for employees to work from home. Those who were unable to accommodate remote working were able to furlough employees, in line with the Government job retention schemes.

The recommendations discussed include, upskilling employees to ensure they are equipped with the necessary skills to undertake effective work when remote working and managing the increase technological demands. In addition, recommendations outline the need to take better opportunity of support provided to organisation’s through job retention and financial schemes. 
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Introduction

Coleg Ceredigion (CC) is a public sector Further Education college situated in West Wales. CC was established in 1985 and employs around 180 staff. In 2017, CC merged with Coleg Sir Gar (CSG) and formed 1 college, with 2 brands and 7 campuses; these campuses being Aberystwyth, Cardigan, Gelli Aur, Ammanford, Pibwrlwyd, Jobswell and Graig. Currently there are around 1,000 employees which include teaching, management, and business support staff (Coleg Ceredigion, 2020).

There are 2 HR functions at the college, 1 at Ceredigion and another in Carmarthenshire. The College is a unionised organisation and both UCU and Unison are recognised Trade Unions (TU). The structure of CC is hierarchical, whereby all instructions are disseminated down from the senior management; coordination of all activities is undertaken in order to achieve the organisational objectives, with business support and lecturing staff undertaking transactional roles. The high-performance, low-trust culture remains following years of job uncertainty and redundancy. 

Employee Relations (ER) was previously known as Industrial Relations (IR); with many developments occurring. During the 1800’s with the Valley Rebellion, 5,000 armed men marched into Newport to take a stance against the injustice they felt with the political system. The working conditions in which the minors were subjected to were awful, there was no democracy and only the wealthy industrialists could vote and make changes (The Valley Rebellion, 2015). However, there remains to be poor working conditions today; Boohoo were criticised for the treatment of factory workers and the environment they were expected to work in (Personnel Today, 2020a). The 1968 Dagenham strikes regarding unequal pay was also a memorable occurrence. The workers took strike action against unequal pay for men and women. Although the pay gap between genders has reduced, the median salary of men remains 19% higher than the salary of a woman in the US (Payscales, 2020). 

In 1971 the Industrial Relations Act was formed (Industrial Relations Act, 1971) and during the 70’s there became a rise in pluralists; a term used to for those who view organisations as a group who share the same views and interests (Bennett et al, 2020). Individualisation also expanded later in 1984, following the great miners’ strike.

Two substantial legislative developments to ER were the establishment with the Equality Act 2010 and the Trade Union Act 2016. In 2010, the Equality Act formed one Act that supported and protected all current equal opportunities and discrimination legislation. The Labour Government introduced the Trade Union Act (2016) which resulted in a reduction in TU power. 

During 2020, ER has become a core area; organisations needed to build on trust levels and relationships, to support employees during this unprecedented time (Mckinsey, 2020). In China during 2019, a respiratory illness caused by a strain of coronavirus was identified. This virus led to many sufferings and in cases caused death; those with underlying health conditions or of an elderly age were at greater risk (NHS, 2020). This virus is known as COVID-19 and resulted in a worldwide pandemic in 2020 (World Health Organisation, 2020). In March 2020, the UK entered a National lockdown which saw the temporary closure of almost all organisations and sectors, such as educational settings, retail, and hospitality. These measures began easing in May, but the impact is still tremendous. 

This report will examine the impact that Covid-19 has had on employee relations, and critically analyse how CC and other organisations have responded to the global pandemic. 
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2. [bookmark: _Hlk59084831]Literature Review

2.1 Employment Relations
According to the CIPD (2020a), the term employment relations (ER) represents the relationship of employer and employee. However, Gennard and Judd (2002) claim that ER focuses on employees as individuals instead of collective bodies; basing ER on rules, regulations, and agreements. Their definition stems from the change in communication, contracts, policies, employee needs and payment systems.
Previously, employee relations (ER) focused on collective regulation of labour, by bargaining with employers and TU; supported by legal and policy framework which was developed by the government. (Bennett, Saundry and Fisher, 2020). However, the CIPD’s (2020) definition of ER reflects the increase in individualising ER and growth of individual workplace rights, as well as the decline in TU membership and influence.  The Workplace Employment Relations Survey revealed in 2011 that more than ¾ of British workplaces had no union members (van Wanrooy et al, 2013) and only 15% of employees within the private sector were protected by collective agreements in 2018 (BEIS, 2019).

ER is key throughout an employee cycle (Ellis, 2016) and is seen as a transaction of paying an individual for their work. Despite agreeing on terms, the employer is of higher power as it is easier for the employee to be replaced than for the employee to seek alternative employment (Bennett, Saundry and Fisher, 2020). By agreeing to work for an employer, the employee is accepting any reasonable instructions asked of them which is supported by the employment contract. However, guaranteeing the performance of an employee is impossible, hence why effective management of ER is integral to employee engagement and performance.

When commencing employment, contractual terms such as salary are agreed. However, over time these elements may not hold the interest and engagement of an employee (Purcell, 2012a; Saks, 2006). With negotiation or ‘wage-effort bargain’ (Behrend, 1957) the refreshed terms may obtain the productivity and efforts of the employee(s). However, in contrast to this, Watson (1995) suggests that there is an implied contract between employer and employee which reflect issues and define the reason for ER; these being, “Autonomy, Control, Security, Satisfaction, Status and Power”. The ‘psychological contract’ is becoming more important and is leaving its previous model of mutual expectations between employer and employee behind (Schein, 1978). Today, the emphasis is on the employee obligations as oppose to the obligations of employer (Guest, 2004). Cullinane and Dundon (2006) argue that ER is part of a complex set up of an “social, economic, and institutional relationship”. 

2.2 Parties to Employment Relationships 
Within ER there are 3 main parties; Management, Employee Representatives and Trade unions, and the Government (Ellis, 2016). Each party’s role varies and impacts ER differently.

Management can function individually or as part of a group and provides authority to multiple people. Sisson (2010) claims management is an important contributor to ER and the reason behind empowering ER changes which implies that the role of management has increased since 1980’s. Despite this, the CIPD (2013a) identified the need for further development of managers, in particular areas such as managing conflict and difficult conversations. Managing employees during Covid-19 has resulted in emphasis on effective communication, to ensure positive working and the wellbeing and engagement levels remain high (Personnel Today, 2020b).

Kilroy and Dundon (2015) recognise three types of managers; Organisational leader, Policy enactor and Employee coach. An organisational leader selectively applies HRM policies into practice. However, Marquet (2012) believes the leadership style of leader follower has changed to leader leader and feels that all individuals work better as leaders.

A policy enactor is likely to apply HRM policies rigidly yet organisations such as Netflix are shifting from high policy working to create an agile working, high trust environment (HBR, 2018). Whereas, an employee coach will implement policies in a modified way. Gallup (2019) tells the future of leadership will be coaching. This supports the vision set out by Hawkins and Clutterbuck (2020) that there’s a need for more individual and team coaches; which will develop in the coming years.

The second party in ER is employees and representatives (trade unions). As defined by law (TULRCA, 1992), a TU consists of workers whose priorities are to regulate relations between employers and employees; to enforce fairness and equality for employees (Nowak, 2015).

Van Wanrooy et al (2013) claims the drastic fall of TU members has not affected the number of non-union representative groups. The BEIS (2020a) report 6.44 million TU members in 2019, which is around half of the membership reported in 1979 (13 million). Despite the decrease in members, TU’s remain an influential factor in ER. The unprecedented effect that Covid-19 is having on working lives highlights the importance of employee representative, not only how they are expected to support their members but also how to engage and communicate with them (TUC, 2020a). TU’s have extensive knowledge on employees and have conducted social dialogue with employers and the government to reach tripartite agreements to support employees (TUC, 2020b).

[bookmark: _Hlk58259151]The final party involved in ER is the Government. The government is influential within ER through legislation and regulatory framework, also responsible for employment tribunals, Court of Appeal and Supreme Court. Supporting the framework of employment legislation are government led organisations such as the Advisory, Conciliation and Arbitration Service (ACAS), Central Arbitration Committee (CAC) and the Certification Office for Trade Unions and Employer’s Associations. These agencies champion ER by developing organisations and working lives; ACAS is sponsored by BEIS (Gov, 2020a) and represents and advises employees on policies and procedures, employment rights and resolving workplace conflict, and promoting good practice by issuing Codes of Practice (ACAS, 2020a). 

The Government have been integral throughout 2020 with their financial support for employers, with the job retention and furlough scheme; easing pressure on employers and employees whilst protecting the ER (Gov, 2020b).



2.3 Theories of Employment Relations
Fox’s (1974) theoretical framework is widely used, and supports 3 perspectives namely pluralist, unitarist and radical (Heery, 2016).

The pluralist perspective believes that organisations and employees have similar and dissimilar interests within the ER; the different intentions of both sides can cause friction and conflict, especially if management hold pluralistic views (Fox, 1966). It is crucial that conflict is managed effectively under organisational discipline and grievance procedures to guarantee strong ER. Pluralists also view the government as a neutral party that gives structure to support the various interests held by employees and employers. 

In contrast is the unitarist perspective where conflict is not present. Here, the employees and organisation unite, and through working cooperatively and ethically they collectively pursue the organisational goals. Any disagreement is seen as unreasonable behaviour by ‘troublemakers’, who are later removed from the organisation (Ellis, 2016).

Similarly, to the pluralist perspective, Karl Marx’s radial approach suggests that conflict is an essential factor within ER and a natural characteristic of the capital system. In contrast to pluralist, the state holds the interest of capital and the resolution of conflict is by removing capitalism itself (Bennett, Saundry and Fisher, 2020)

2.4 Best Practice and Legislation
Gallup identified factors such as technology, gig economy and globalization as being an obstruction when adapting to change. Hindrances to motivation and productivity can be caused by traditional management practices (Gallup, 2017). However, Gallup’s study suggested that high-performing cultures are built on management who set clear expectations, trusting environments and encourage self-development (Gallup, 2013). This validates the opinions set by Bennett, Saundry and Fisher (2020) that the higher engaged employees are, the better the productivity and motivation will be, and absence rates are reduced. 

Further ER best practice is employee involvement and participation. Employee voice by the way of direct communication through workforce meetings, or involvement in decision-making processes, allow employees the opportunity to voice their opinions (Benson and Brown, 2010). Gallup’s research found employee voice is believed to be advantageous to employees, employers, and representatives, by offering meaningful input to the organisation (Wilkinson et al, 2010). Example of poor communication as a result of Covid-19 was shown by the US company Bird; the leadership met with staff via a Zoom-call and announced 405 employees will be laid off. This ruthless communication would negatively impact the ER for those who are leaving as well as those remaining (Corporate Rebels, 2020).

Policies and procedures play an important role in ER best practice, particularly during the current Covid-19 pandemic; having appropriate practices in place ensures employees are treated fairly, consistently, and individual circumstances are understood (CIPD, 2020a).
HR (Human Resource) have a crucial role in ensuring health and wellbeing is the priority of managers. Until the Health and Safety at Work Act 1974 was implemented, health and safety were not seen as important. Today, health and wellbeing practices are embedded into everyday activities (CIPD 2020b). Other significant health and safety legislations would be the Working Time Regulation (1998) which ensure employees are provided with necessary breaks; another would be the Reporting of Injuries, Diseases and Dangerous Occurrences Regulation 1995 (RIDDOR) which enforces the safety and procedures of staff; extremely relevant with Covid-19.

Employers have a duty of care to employees and their wellbeing, with practices in place that promote wellbeing, see appendix 1 (Guest, 2017). Wellbeing whilst working remotely is crucial, making reasonable adjustments and reviewing health and safety measures will reassure staff that their health, even more so during Covid-19 is at the fore front of the organisation (CIPD, 2020c). The Health and Safety Executive (HSE) (2020) report the 6 areas that cause work-related stress; demand, control, support, relationships, role and change. If these are avoided and managed incorrectly, employee’s productivity, motivation and relationships will be affected, as well as accident and absence rates increasing. 

Following the Covid-19 outbreak, the government produced the Coronavirus Act 2020. This legislation became law and outlines the legal measures that organisations should take in response to Covid-19, including information on the government’s 4-stage strategy; contain, delay, research and mitigate (DHSC, 2020).

Conflict is defined by Sisson (2010) as dissatisfaction caused by clash of interests between individuals or groups. However, Purcell (2014) claims line management are the reason behind workplace conflict, whether it is how they are managing it or if they themselves are the cause of it.

There are 2 types of conflict, organised and unorganised (Williams and Adam-Smith, 2010). Unorganised conflict is referred to as ‘misbehaviour’; sabotage, theft and absence. Organised conflict is mainly associated with strikes but do include protests and overtime bans. Usually organised conflict is arranged by trade unions and is approved lawfully through TULCRA (1992) legal framework. ONS (2020e) inform us that 273,000 days were lost between 2015-2018; this is a great decline from the 29.4 million working days lost in 1979 (ONS, 2018). The decline in TU membership, and the development of legal framework complexity are reasons why strike action has reduced. 

2.5 Impact of Covid-19 on employment relations
As seen in the PEST analysis (see appendix 2) Covid-19 has greatly impacted ER and organisations politically, financially, socially and technologically. 
The national lockdown resulted in the UK falling into a technical recession; the first since 2009. Britain’s Gross Domestic Product (GDP) fell by 20.4% in the 2020’s second quarter, which is double the 10.6% reported in the USA (ONS, 2020b). Businesses felt the impact of Covid-19 due to temporarily closure, such as sports and amusement arcades, accommodation, hospitality, libraries and cultural activities and arts and entertainment activities. Fortunately, the UK saw a rise in GDP in August 2020 to 2.1% whilst lockdown measures eased and the encouragement of the ‘Eat Out to Help Out’ government scheme; which is 21.7% higher than at April 2020 (ONS, 2020c). Further economic support like furlough, mortgage holidays and business grant, have assisted organisations that have been affected by Covid-19 (Gov, 2020).

Employers respond quickly and drastically to Covid-19, with many benefiting from the government schemes. Employers were only required to contribute National Insurance and employer pension contribution rates to furloughed employees; totalling 5% of employment costs (Gov, 2020b). CIPD (2020c) described other measures taken by employers were increase in flexible working, remote working and pause on recruitment; 32% business reported recruitment freezes (People Management, 2020). The support and flexibility provided to employees maintained good ER.

According to ONS (2020d) the employment rate in the UK declined and was estimated at 75.3% in the 3 months leading to September 2020; whilst unemployment rates have risen to 4.8% in the UK. Similarly, the 47 states in the USA have seen an increase in unemployment; 3.3 points higher than the unemployment rates recorded in October 2019 (BLS 2020a).

Covid-19 caused redundancies despite the government’s efforts to support businesses (CIPD, 2020). There has been a high of 314,000 recorded redundancies in the 3 months leading to September 2020, which is an increase of 181,000 since earlier in the year (ONS, 2020d). Many established organisations are facing job losses, for example, despite WH Smith receiving £22m from the Government furlough scheme, they are forced to close 25 stores after a £280 million loss (Telegraph, 2020).

Covid-19 has significantly impacted technology by affecting supply of materials and value chain. Fortunately, the impact has increased remote working which positively reduces carbon emission (Deloitte, 2020b). Twitter announced working from home prior to the national lockdown and was the first of many to do so; focusing on employees’ safety. Being a digital company enabled a smooth transition from office working to home working (Guardian, 2020a). Whilst NHS Blood and Transplant (NHSBT) have reported that digital learning and development (L&D) has enabled them to hire expertise from all backgrounds and locations to effectively contribute to save lives during the Covid-19 crisis; without the development of L&D and Virtual Reality (VR) this wouldn’t have been as successful (People Management, 2020b).

However, with an ageing workforce (CIPD, 2018), the increase use of technology hasn’t always been an easy change for many; causing stress and apprehension amongst employees and employers.











3. [bookmark: _Hlk59084890]Findings
Majority of organisations of all sectors were impacted by the global pandemic; to examine how CC reacted to Covid-19 a SWOT (Strength, Weakness, Opportunities and Threat) analysis was undertaken (appendix 3).

3.1 Strengths
From the outset, CC have maintained consistent and strong communication. Information and news have been disseminated by Executive and Senior management, as well as through departmental and team meeting or by notification on the staff intranet or by email. Involving employees with updates on how CC are managing covid-19 has helped employees from feeling isolated and enforces the importance of the current climate. Staff were also asked to complete a survey on returning to work; this allowed their thoughts and opinions to be considered before asking all staff to return to site in September, which is an important element of ER as employee voice enables managers to understand how employees are managing remotely and any concerns or anxieties on returning to the work place (Benson and Brown, 2010). 

The US company “Bird” provides an example of how ER has been frustrated through poor communication. When dismissing employees, the employer must support and discuss such events over a period of time. Corporate Rebels (2020) report that Bird’s Zoom call had ended after 120 seconds. 

3.2 Weaknesses
Forward thinking companies such as Twitter took the opportunity to close offices for all staff to work remotely; due to being a digital and current organisation the transition from on site to remote working was smooth. The decision was made prior to the National lockdown and the effectiveness and performance shown by employees has allowed those who wish to remain working from home, to do so (Guardian, 2020). Agreeing to flexible working for all will strengthen the ER between employer and employee as their concerns and desires are being heard. 
However, due to certain job roles within CC, once the College had reopened to staff following the lockdown, those who were unable to fulfil their roles remotely were asked to return to campus. This caused conflict amongst certain departments and between employees and managers as employees felt it was unfair that they were asked to return whilst others could remain working from home. This confliction arose from line management decisions which would impact, possibly long term, on the ER (Purcell, 2014).

3.3 Opportunities
Prior to Covid-19, all courses at CC, whether they’re full or part-time were face to face deliveries. However, Covid and lockdowns have required CC to provide an online provision; understanding some vocational, practical courses might be affected by this, the general online delivery has been successful. This achievement has opened opportunities to propose further online delivery for new or existing courses which may attract a wider audience of learners. New opportunities of teaching will allow CC to utilise current internal expertise and the investment into employee training and development will improve performance and engagement levels, which as a result will benefit the ER (CIPD, 2019).

The NHSBT have provided excellent examples of how e-learning has improved intake of learners and the positive effect this has had on blood plasma donations and the convalescent plasma trial. The opportunist actions taken by the NHSBT through investment in technology, upskilling and reaching out, has been a great result of Covid-19 (People Management, 2020b).

3.4 Threat
The ONS (2020d) report a record high of redundancies following the impact of Covid-19. Many organisations have reported job cuts and redundancies despite the financial help provided to them by the Government. WHSmith is having to close 250 stores to help with the £280 million loss even with Government funding. The Guardian (2020b) report 9,602,000 people have been furloughed in 2020 although it is estimated 262,279 redundancies will occur.

With this in mind and the typical history of CC undergoing redundancies every 2 years, it causes a likely threat that the impact of Coronavirus on the College will result in redundancies. Employees of specific departments such as refectory and cleaning were furloughed from March until September 2020. The Government’s furlough schemed helped prevent any CC employees from redundancies or job losses this year. However, the uncertainty of the future cannot provide assurance to employees that their roles are safe.
























4. Conclusion
The literature and findings have reviewed key approaches that organisations have taken in response to the global pandemic, and how Covid-19 has affected the UK.

Covid-19 has impacted greatly on job security and as a result has led to job losses and redundancies. The UK Government have been invaluable during the pandemic with the financial support to employers and in turn employees, through the furlough and job retention schemes (Gov, 2020b). Despite the estimated high rates of redundancies and unemployment, these schemes have enabled several employers to retain staff where potentially they would have been let go, due to financial difficulties. The unfortunate consequences of redundancies will negatively impact on the trusting relationship and culture that is so important in an ER.

Both the Government and employers have increased focus on health and safety procedures; organisations must align and abide by the guidelines and legislations provided by the Government to ensure all employees are protected from the virus as much as possible (DHSC, 2020). Wearing of face masks, 2-meter social distancing and hand sanitising stations were some of many regulations set by the Government; with CC ensuring further steps were taking such as individual risk assessments and completion of compulsory health and safety training prior to returning to site, as well as a wellbeing questionnaire which was sent out to all staff. Listening to staff concerns has enabled the college to adapt appropriately; the inclusiveness will maintain strong ER.

Technology has had to adjust to the effects of Covid-19 in an extensive way. Organisations have had to operate remotely following the National lockdown; resulting in increase of technological resources and change in working methods. Some organisations have reverted to on site working, whilst others have observed positive and effective outcomes from remote working and has therefore maintained that style of working. This has proven beneficial to employees who require flexible working for reasons such as childcare or caring responsibilities.

Despite the positive action organisations and CC have taken as a response to Covid-19, there are recommendations that should be considered to improve these actions in the future. These recommendations are detailed below.













5. Recommendations
Subsequent to the conclusion, the following recommendations are formed and detailed further in appendix 4.

5.1 Upskilling and Development of Staff
Due to the reported ageing workforce (CIPD, 2018) this has had caused complications and limitations when working remotely during the lockdown period and throughout the global pandemic. The lack of ability by some has resulted in a difficult time. At CC and other organisations, a recommendation would be to upskill the workforce to enhance their technological capabilities; preparing them for any potential future lockdowns or remote working, as well as the development of technology, automation and VR. This will insure they have the skills to adapt to future changes. 

Employee’s skill gap can be identified during annual appraisals and performance management reviews. Managers and employees can liaise with the HR department to ensure continuous self-development to upskill as required. Staff Development days could include refresher sessions to maintain accurate and updated knowledge.

5.2 Cost of Implementing Training
Providing appropriate training may have short term financial implications on the college or organisation; estimated £20,000 for all employees of the college to receive IT training. Never the less, the long-term effects of this investment will be beneficial to both employer and employee, as well as ER.

5.3 Increase Number of Furloughed Employees
An additional recommendation would be to take further advantage of the governments furlough scheme. Although 9,602,000 individuals have been furloughed (Guardian, 2020b) the number of redundancies may have been reduced if more organisations took the opportunity for Government financial support. Only refectory and cleaning staff at CC were furloughed, however, there were opportunities to furlough other employees that were unable to complete their duties remotely but this was not undertaken. 

5.4 Cost of Redundancies
Should CC begin redundancy procedures, this would be very expensive due to many employees having long service history, making their redundancy payment package costly; previous redundancies have totalled £168,516.73.
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Appendices

Appendix 1.  HR wellbeing practices (Guest, 2017)

	Investing in employees

	Recruitment and Selection

	Training and Development

	Mentoring and Career Support

	Positive social and physical environment with health and safety a priority

	Employee Survey

	Flexible and family-friendly work arrangements



Appendix 2 PEST analysis on the impact of Covid-19

	Political
	Government –guidelines and policies implemented by the government, which employers and employees are required to follow.

Changes in trade – supply and demand has been affected. During the initial March lockdown there was an increase in demand for medical face masks and PPE.

Brexit - The most recent shift in the UK economic and political setting is Brexit; the decision to leave the European Union (EU) which had 51.9% of the votes (EC, 2019), opens an opportunity to restructure ER. Tetlow and Stojanovic (2018) suggest the impact of Brexit will negatively affect economic activity. 

Mark Carney (Bank of England, 2019) predicts a no deal Brexit will lead to an increase of unemployment by 7% and inflation will double to 5%. The uncertainty leading up, as well as post Brexit will result in significant effects on UK organisations and employees; similarly, banks in the USA will also face uncertainty and contingency plans will be devised (Deloitte, 2020).


	Economy
	Furlough 
Unemployment
Redundancies

People Management (2020) report that 1 in 3 business have plans for redundancies in the later part of 2020. The second lockdown in November saw 41% of businesses using the government’s job retention scheme to lessen the number of redundancies.


	Social
	Inequality
Inclusion and Diversity
Women 
BAME

Covid-19 has identified the treatment of women in comparison to men. Fawcett Society say 43% of women were concerned about promotion or their job and 35% has lost their job or hours due to childcare responsibilities. The society is calling on the government to ensure equal treatment (People Magazine, 2020)


	Technological
	Home Working 
Upskill
Shortage of resources
Automation and VR

Not all employees will have the appropriate IT skills to enable them to effectively working remotely. Organisation’s may not have the relevant resources to allow staff to work from home e.g. shortage on laptops.

Development of automation and VR has accelerated during the global pandemic to encourage contactless services to abide by the social distancing guidelines. Examples being, restaurants can now take payments via a QR code which could reduce the need for high numbers of waitresses.







Appendix 3. SWOT analysis on Coleg Ceredigion’s response to Covid-19

	SWOT Analysis on Coleg Ceredigion

	Strength
	Communication – Executive and Senior Management were providing consistent and clear communication, which was disseminated down through middle management, sent out via email or announced on the staff intranet.

Employee Voice – HR have asked staff to complete questionnaires which focused on their working from home lives, coronavirus concerns and returning to work

Wellbeing – During lockdown and working from home periods, management have provided various wellbeing sessions via the staff intranet which consisted of virtual mindfulness and yoga sessions. The college has also arranged for all staff to gain access to TogetherAll which has emphases on mental health and wellbeing.

Financial – the college has avoided redundancies by redeploying staff and taking advantage of the government furlough scheme.

Health and Safety – all safety guidelines were put in place (e.g. risk assessments, 2 meter, hand sanitizers etc) as well as blended learning for all students. Before returning to campus, all staff were required to undertake compulsory health and safety training and individual risk assessments.


	Weakness
	Conflict – poor management of teams when working from home caused conflict between teams and their managers. Staff who were unable to fulfil their role at home, were asked to return to work from September; this caused conflict with those who remained working from home.

Additional Workload – during lockdown, certain departments took on additional workload.

Difficulty working from home – not all staff were issued with laptops prior to the lockdown due to lack of stock at the college, also many staff struggled with wifi and connectivity issues, as well as poot IT skills and training. 


	Opportunity
	Increase in flexible working
Upskilling – role specific or with IT
Team bonding – regular online team meetings meant staff could get familiar with peers from different campuses

Digital meetings – this will overcome and issues with geographical locations and save travel costs 

Online course – as all teaching has been conducted digitally, this may lead to the college commencing online distance learning courses.


	Threat
	Economy/Recession – could lead to redundancies in future years

Student numbers – COVID-19 concerns may reduce student numbers which would reduce the number of staff needed

Brexit

Closure of college – increase in COVID-19 cases could lead to temporary closure, staff off sick and no teaching

Uncertainty of future – this could cause conflict amongst staff 






Appendix 4. Action Plan

	Action
	Responsible
	Time Scale
	Cost

	Development of technology skills for the ageing workforce and all employees. Identifying skill gaps during appraisals and/or performance reviews.
Embed IT training sessions into staff development days to ensure knowledge remains current.
	HR Department and Managers
	Annually – reviews
Termly – staff development days
	Internal delivery would be free from financial costs. However, the cost of time taken for preparation and delivery from an employee would be greater. 

Local training sources can provide training on IT packages at £20 per person. Should this be enrolled out to all staff at CC and CSG, this would cost the college £20,000


	Take advantage of the furlough scheme to prevent further redundancies


	HR Department and Senior Management
	During furlough scheme period
	Benchmarking recent redundancy figures at CC totalled £168,516.73.

80% of furloughed wages are covered by the government. The outstanding 20% of an employee’s wage is paid by the employer. However, it is optional to pay the remaining percentage.


	Development on managing remote teams to maintain high levels of communication. This will ensure no employees will feel isolated and have active support of their manager and peers.

	Senior and Middle Management
	Throughout COVID-19 pandemic
	Levels of productivity and output may reduce as employees may develop lower levels of motivation, when being left to their own accord by their management. Poor productivity will result in financial cost on the organisation. The cost of ignoring poor remote management could be greater than financial cost of implementing a strategy.
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