


































“This is a time of rapid change. How employers communicate with and support staff during this will undoubtedly impact job quality, and employees’ trust in their employers”.
   CIPD 2020





















Executive Summary 
The following report outlines the effect of the coronavirus pandemic has had on employment relations, the economy, and the operations of Mighty Masks.
The literature considers how employment relations have been affected by Covid-19 and other external factors which has now led our economy into the state of recession. Due to the response to rising sales demands and ever-increasing pressure on lead times around the world, all of which have been compounded by the global Coronavirus pandemic, Mighty Masks has been forced to conduct a thorough review of business activity, concluding that the business needs to make redundancies. 
The paper considers differing approaches to redundancy and increasing the employee engagement after this process to avoid survivor’s syndrome and increase profit and productivity within the company, along with predictions of Employment Relations after COVID-19.
Recommendations are made to improve business management, redundancy strategy and employment engagement to increase organisational performance and productivity, evidenced by recent research and credible sources. 
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[bookmark: _Toc60665007][bookmark: _Toc61006823][bookmark: _Toc61007030][bookmark: _Toc61018390][bookmark: _Toc61024736]Glossary of Terms 

· [bookmark: _Hlk60538241]MM – Mighty Masks (Employer)
· ER – Employment Relations 
· HR – Human Resources
· PESTLE - Political, Economic, Sociological, Technological, Legal and
Environmental
· SWOT – Strengths, weaknesses, opportunities, and threats 
· Trade Union – TU
· VUCA - Volatile, Uncertain, Complex and Ambiguous
· ET – Employment Tribunal
· RPS - Redundancy Payments Service 
· AI – Artificial Intelligence 
· PC – Politically correct
· EE – Employee Engagement
· CJRS - Coronavirus Job Retention Scheme
· WFH – Westfield Health (Healthcare Benefit) 























[bookmark: _Toc60665008][bookmark: _Toc61006824][bookmark: _Toc61007031][bookmark: _Toc61018391][bookmark: _Toc61024737]1 Introduction 
MM is a health and beauty manufacturing firm based in South Wales, that specialises in creating high quality cosmetic facemasks at reasonable prices for it’s customers. Since opening in 1989 and making a profit of £16 million per year, MM has been committed to providing jobs for the local community, keeping it’s products cruelty free and only using natural product in it’s formulations.  
MM is an ununionised, hierarchy organisation (Appendix 1), with a workforce of 81 employees (Demographic charts in appendix 2 & 3) with a customer base over 83 countries including independent firms such as New Look. Since the pandemic we’ve seen the business shift to a more pluralist approach operating with a high process and low trust culture with it’s employees, which will later be discussed in this report. 
[bookmark: _Toc60665009][bookmark: _Toc61006825][bookmark: _Toc61007032][bookmark: _Toc61018392][bookmark: _Toc61024738][bookmark: _Hlk60088705]1.1 Synopsis of COVID19
[bookmark: _Hlk60151134]The coronavirus is an infectious disease that has affected the world, being classed as a global pandemic. This novel coronavirus, given the name of COVID-19, is a respiratory disease that effects all members of the public, it spreads through droplets of saliva when an infectious person coughs or sneezes in close proximity to others. The virus causes individuals to either display symptoms or appear asymptomatic making the virus unpredictable and hard to control or monitor (WHO, 2020). 
Due to its infection rate across the globe, it has led multiple countries to enforce mandatory lockdowns including the closure of businesses and some care services. It has also disrupted business operations with government enforcing new health and safety restriction and mandatory working from home rules (Gov, 2020). 
[bookmark: _Toc60665010][bookmark: _Toc61006826][bookmark: _Toc61007033][bookmark: _Toc61018393][bookmark: _Toc61024739]1.2 The Historical Content of Employment Relations 
When we reflect on the historical content on ER we consider significant historical events that created and shaped the ER function as it’s known today. During 1839, Wales rich in iron and copper, mostly consisted of businesses were miners, these industries were owned by iron masters, who provided poor working conditions for it’s employees. There was no democracy and only landowners had the right to vote. This led to the Chartists Movement, and 5000 workers marched to Newport for the right to vote. Further to this, during the 1960’s gender equality was being fought through collective bargaining. Many women in industrial factories were being paid considerably less than men causing The Ford Manufacturing plant located in Dagenham striking with 187 women, this resulted in new legislation being enforced, the Equal Pay Act (1970). 
[bookmark: _Toc60665011][bookmark: _Toc61006827][bookmark: _Toc61007034][bookmark: _Toc61018394][bookmark: _Toc61024740]1.3 Assignment objectives
[bookmark: _Hlk60362621]The aim of this report is to examine and critically analyse the impact that the recent global pandemic has had on the employee relations climate at MM.  Since March MM has had a positive response to COVID-19 by adapting to change management quickly. However, although MM have seen in increase in productivity and profits the pandemic has exposed weaknesses and skill gaps within the business and thus MM has been forced to restructure and make staff redundant to keep up with the growing demands of the businesses and customer orders.  
From the analysis and framework of the following, the assignment will provide creative and innovative recommendations followed in the below section that will contribute to MM’s organisational performance. 
[bookmark: _Toc60665012][bookmark: _Toc61006828][bookmark: _Toc61007035][bookmark: _Toc61018395][bookmark: _Toc61024741]2 Literature Review 
[bookmark: _Toc60665013][bookmark: _Toc61006829][bookmark: _Toc61007036][bookmark: _Toc61018396][bookmark: _Toc61024742]2.1 Defining Employment Relations? 
Gennard and Judge (2010: 225) define employment relations as a means to establish rules and regulations alongside maintaining and regulating the employment relationship, however Bennett et al (2020) defines ER as the “relationship between the employer and employees”, it’s seen concentrating on both the individual and collective relationships through the business, whilst providing advice on workplace practices for line managers and contributing to employee wellbeing. 
However, in reality ER is more complex than the definitions above, in organisations it’s more than just a contract and maintaining relationships, in many cases the HR function as been intrusted making important business decisions and safeguarding businesses, for example Apple put HR in charge of it stores to unite the workforce and diminish conflict (Leaman, 2019). 
It’s important to note that not all organisations operate like this and there are different employment relations climates to consider such as private vs public sectors. There are key parties that are also involved in the employment relationship such as: 
· Trade Unions aim to protect the interests of its members in the workplace. Although we have seen a decrease in TU’s membership rates (Bishop, 2020) (Appendices 4) over the past 20 years we are now steady seeing an increase a membership between 2019 to 2020 (TUC, 2020). Gross, Staton and Strauss (2020) also states that this is due to the economy now in recession and employees now face redundancies. Similarly, we saw this in the financial crash of 2008. 
· The conservative government dictate any change or creation of legislation. Currently during the COVID-19 pandemic, government have had no choice but to be extremely influential on organisations, by having dictated on health and safety procedures, lockdowns and closure of businesses, however necessary it’s been criticised that the government have not done enough for the economy (Chapman, 2020))
[bookmark: _Hlk60366260]On reflection COVID-19 has had an enormous effect on how HR functions (LSE Business Review, 2020). For example, considering the recent pandemic and recession, organisations now hold more bargaining power and marginalising terms and conditions underpinning contracts by ‘obedience’ (Farber and Mormilo, 2020) and are now seeing historical low trust, high process environments leading to conflict. (CIPD, 2020). 
Using theoretical framework such as Frame of Reference created by Fox (1974) suggests that ER can be separated in 3 frames of reference; Unitary, Pluralist and Radical (Heery, 2016). 
Fig 1: Theorical approaches to ER adapted from (Bennett et al, 2020) 


	Frames of Reference 
	Definitions 

	Unitarist 
	Employees and managers work together with common values and interests to create a harmonious environment. 

	Pluralist 
	Employees and managers have differing interests and conflict is inevitable. 

	Radical 
	Gross difference in power between the employer and employee. Conflict is also again inevitable. 




Considering the above Frames of Reference, MM would fall into the Pluralist category. Although operations management adapted quickly due to COVID-19 conflict has been inevitable by enforcement of strict workplace guidelines in line with HSE (2020) such as working from home, MM have had little time to consider employees input creating a low trust and high process environment, as a consequence disciplinaries and grievances have increased and thus putting increasing pressure on management to resolve workplace conflicts (Appendix 5). However, if the business reflected on achieving a unitarist workplace by effective employee engagement the business would have a lot less conflict resolution and more time to be productive (UK Essay, 2018). 
[bookmark: _Toc60665014][bookmark: _Toc61006830][bookmark: _Toc61007037][bookmark: _Toc61018397][bookmark: _Toc61024743]2.2 Analysis of External Factors of the Organisation
Due to the ongoing pandemic, COVID-19 has affected all aspects of ER and has now developed other megatrends for businesses to be concerned. Megatrends shape the labour market at an unprecedented scale and change the economy, areas such as remote working, COVID-19 and workplace turnovers have been key focuses for CIPD (2013).  
COVID-19, now becoming its own megatrend, in March, WHO (2020) announced that the world has reached the status of global pandemic, that we haven’t seen since the Spanish influenza in 1918. With almost 70 million people infected (worldometer, 2020) it has no doubt had an effect in business workplaces and the economy. With the threat of COVID-19 looming on the employer’s workforce and productivity, HR practitioners have to try to maintain and adapt normal working practices to keep the workforce safe and the business operating effectively with little advise from government (BBC, 2020). Companies have implemented different approaches to COVID-19, with some criticised for being villains by the media and others celebrated as heroes. For example, CEO Mark Aslett of Mercury Systems was ranked highest employer due to employees offering strong feedback about how they’ve felt well taken care of during the pandemic (Connley, 2020). On the other hand, Wetherspoons boss suggested that staff should take jobs elsewhere in a video memo to staff (BBC, 2020)
Although COVID-19 has had a major effect on the workplace, are we forgetting other megatrends such as Brexit that is vastly approaching? (The Guardian, 2020). 
[bookmark: _Toc60665015][bookmark: _Toc61006831][bookmark: _Toc61007038][bookmark: _Toc61018398][bookmark: _Toc61024744]2.2.3 Pestle Analysis 
One of the most effective ways to further analyse the factors effecting an organisation is through a Pestle Model (CIPD 2020). A Pestle analysis evaluates six external influences on a business. 
[bookmark: _Hlk60273012]Fig 2: Factors considered in a PESTLE analysis.
	Factors 
	External factors

	Political 
	Government Policy

	Economic 
	Labour costs, Interest rates 

	Sociological 
	Health and Safety, demographics 

	Technological 
	Automation and AI 

	Legal 
	Changes in law i.e., employment law 

	Environmental 
	Global warming, Resourcing. 



From the Pestle analysis (Appendix 6) the critical factors that will affect MM are political and economic, due to COVID-19 both areas have been rapidly changing with government providing new regulations regarding lockdown tiers and the economy continuing to accumulate debt due to the government supporting individuals through CJR schemes. These will alter MM’s productivity and in turn will be required to be more adaptable to change and grow through upskilling staff and training and create innovative ways to increase productivity. 
[bookmark: _Toc60665016][bookmark: _Toc61006832][bookmark: _Toc61007039][bookmark: _Toc61018399][bookmark: _Toc61024745]2.3 Operating in a ‘VUCA’ world  
[image: ]At a time of increasing uncertainty, the world is currently facing an unpredictable future with COVID-19, it has not let the globe operate at a normal productivity level (ONS, 2020), also known as a VUCA world (Brodie & Fraizer, 2018). 
[bookmark: _Hlk60244084][bookmark: _Hlk60414923]A VUCA world in the late 1990’s become a fundamental framework for future leadership landscapes in challenging times for Volatile, Uncertain, Complex and Ambiguous times (Johansen, 2012). However according to (US Army War College War Room, 2018) we “treat our period of time like it’s something special, compared to what we have been through before”. However, (Koshemani, 2020) state that HR has never been more vital. 
Fig 3: Definition of a VUCA world (Bennett and Lemoine, 2014)
Living in this VUCA world during Covid19 will no doubt effect the ways that management lead and monitor their teams. According to Falkenberg (2019) Management will need to further understand their role and, as a leader must acquire certain skills to navigate in this VUCA world. These skills include:
· Coaching and Mentoring: Being able to create a safe environment and provide advise when required and mentor through a rapidly changing world. 
· Collaborative leader: Working with other managers, HR and directors should aim to work more collaboratively together and create an engaging environment.
[bookmark: _Toc60665017][bookmark: _Toc61006833][bookmark: _Toc61007040][bookmark: _Toc61018400][bookmark: _Toc61024746]2.4 Redundancy During COVID-19
Since the start of the pandemic, it has no doubt had an effect in business workplaces and the economy. With the British economy in the current state of recession (Harari, 2020) businesses are now reviewing their labour forces due to lockdowns, business closures and lack of profitability.
With the Chan and Plummer (2020) announcing the expected total of job losses at 600,000 jobs in 2020, below are some of the announcements from well know businesses making staff redundant: 
· M&S – expected to cut 7,000 jobs between August to October (BBC, 2020b) in preparation for loss in profits. 
· WHSmith – Expected to close 25 stores due to £280m lossed in sales. (Foy, 2020) 
· [bookmark: _Hlk60328780]Debenhams - After the announcement of the Debenhams administration, it now puts 12,000 jobs at risk (BBC, 2020). 
With an increase of 0.7% in unemployment and 1.69 million people unemployed between July and September according to the ONS (2020) (Appendices 7) and the biggest decline in payroll (appendix 8) (Thomas, 2020)
However mostly in private sectors, on the other side of the recession, the NHS and health and care sectors have been working at an unstainable level causing PTSD and burnouts by the demands of COVID-19 (Evans-Pritchard, 2020) and are now crying out for more staff to be recruited and most NHS staff have been redeployed into high risk and ITU services due to demand 
Although the Conservative Government have implemented safeguards to sustain the British economy, such as the furlough scheme, business grants and mortgage holidays (Gov, 2020) it has been heavily criticized by the public that the government isn’t doing enough to support the British economy and retention in jobs (Partington, 2020). 
MM is a manufacturing company, although the pandemic hasn’t directly affected the profits of the organisation, it has underpinned weaknesses within the business such as skill gaps and a requirement to develop more skilled roles. Therefore, the company is now restructuring and making just under 20 employees redundant as part of the restructure plan. 
[bookmark: _Toc60665018][bookmark: _Toc61006834][bookmark: _Toc61007041][bookmark: _Toc61018401][bookmark: _Toc61024747]2.4.1 What is Redundancy?
According to section 139 of the Employment Rights Act 1996 (2019), redundancy is defined as follows: 

(1)For the purposes of this Act an employee who is dismissed shall be taken to be dismissed by reason of redundancy if the dismissal is wholly or mainly attributable to—

(a)the fact that his employer has ceased or intends to cease—
(i)to carry on the business for the purposes of which the employee was employed by him, or
(ii)to carry on that business in the place where the employee was so employed, or
(b)the fact that the requirements of that business—
(i)for employees to carry out work of a particular kind, or
(ii)for employees to carry out work of a particular kind in the place where the employee was employed by the employer, have ceased or diminished or are expected to cease or diminish.

However, although Law, this has not been amended due to coronavirus as we’ve seen in the Working Time Regs (Legislation, 2020).  Although government have adapted the CJRS to protect jobs, they still haven’t made an adaptation in redundancy law, to sustain member of the public perhaps the stator redundancy entitlement needs to be reviewed. 

Suff (2018) states that Redundancy is a form of dismissal that happens when the employer needs to downsize the workforce, however despite the governments intervention to avoid redundancies due to COVID-19 jobs are still being lost. 

According to Acas (2019) in practice the redundancy processes should contain first a legitimate business and business policy (appendix 9 & 10). Selection criteria then must be completed, and the envoy/manager deliver the bad new via consultation, it’s important that all options are considered during the processes such as deployment. If all options have been exhaust, then the employer can then dismiss. 

It’s also worth noting at if the company a making small scale redundancies, they do not need to be notify the RPS and there are no time limit on consultation periods before you dismiss employees, however it is good practice to do so. 

Once the redundancy process is competing the employee must a paid a statutory minimum for the redundancy this will consist of a number of differing measurables (Gov, 2012), such as: 

· How long they've worked for the company
· Their weekly earnings before tax
· Age.

However, there is a case here to increase the statutory redundancy due to the recession, similarly to the financial crash of 2008, with unemployment raising it’s unlikely that any former employees will obtain a new job in a short space of time therefore they will have to live of their savings and redundancy payment. Employer should therefore consider a higher discretionary redundancy payment or a settlement agreement. 

If the business were not to follow the correct redundancy procedure, the employee could take the employer to Employment tribunal as a consequence of unfair dismissal and possibly discrimination. Employment tribunals can be a lengthy process, with further delays caused by COVID-19 (Lewis Silkin, 2020). If the case did make it to an ET the maximum amount awarded to the claimant for unfair dismissal would be a cap of £88,519, or 52 weeks gross salary whichever is the lower (Landau Law, 2020) and in a discrimination tribunal the maximum compensation according to Morrish Solicitors LLP (2018) is a cap of £49,900, however this does depend on the type of discrimination the claimant is making. We see this in the case law example of University College Union v University of Stirling (2015) (Employment cases update, 2015) where consultation was not carried out and the employer failed to follow compliance. 

[bookmark: _Toc60665019][bookmark: _Toc61006835][bookmark: _Toc61007042][bookmark: _Toc61018402][bookmark: _Toc61024748]2.4.2 Change Management Approach to Redundancy. 
The last time the economy was in recession was during the financial crisis of 2008, with pay freezes in the public sector and worries over job security, this was said to be the worst recession, however Gopinath (2020) refers to this recession being worst than 2008 and states that we may not be able to recover fully. Although we can draw similarities between each recession, we can also use the same techniques used to reduce the amount of redundancy such as pay freeze and retraining, however we do have the unknown of Brexit to consider making this period more challenging. 
In response to COVID-19 MM has been forced to conduct a thorough review of business activity. As a result, it has been identified that some departments need to change and be responsive in the face of these significant new challenges and transform itself to safeguard the Company’s survival as a result the businesses is now restructuring and making redundancies. The company has made significant changes to reduce the number of redundancies to taking place such as using the CJRS, Retraining and Redeployment of staff.
Now considered to be a VUCA world with the uncertainty of COVID-19 and Brexit, the organisation now must adapt a change management approach to retain staff, although good human resource planning maybe able to reduce the number of redundancies it’s sometimes unavoidable (Jones, 2019). However critically thinking the ER function has already adapted a change management frame of mind since the 2008 recession and every option is usually exhaust before redundancy happens. 
Although a small-scale redundancy has been evitable in MM, the business must also consider how to convey this approach to the company, for example Bird has come under harsh criticism for letting go of 401 members go via zoom call, others deeming it as a disgrace to the ER function. (Morree, 2020).  
Other reasonable adjustments that MM could consider instead of redundancy is:

The government have created the CJRS (Furlough scheme) and will pay 80% of wages up to a cap of £2,500 and employers will pay employer National Insurance Contributions. For example, placing a number of staff on the CJRS until the business had fully reviewed the restructure plan. The business could also consider short term or flexible working can be discussed with the employee during the consultation period if feasible. 

[bookmark: _Toc60665020][bookmark: _Toc61006836][bookmark: _Toc61007043][bookmark: _Toc61018403][bookmark: _Toc61024749]2.4.3 The Impact of Redundancy 
Although redundancy maybe necessary in some cases it does leave an impact on any organisation and presents possible barriers of conflict. 

According to Asherman (2013) Envoys are HR or managers, that have the role of telling employees of downsizing decisions. Usually that involves delivering bad news and telling employees they've been made redundant. Although and Wright and Barling (1998) refer to envoys as ‘executioners’. delivering the difficult news and being associated as the ‘bad guy’, we see envoy’s struggling in a demanding role. Work by Petzer (2020) indicates that the psychological impact that an envoy experiences is significant and often leaves them feeling depressed, however we could argue that this is an expected aspect of the managers role. An appropriate measure to resolve this is for HR to provide extra training, support and in certain cases counselling. 

Other barriers to consider is survivor’s guilt, that effects employees who remain. After a redundancy processes survivor syndrome is a possible long-term implication at that employer must address. Although according to De Jong et al (2016) When redundancies are announced there is an increase in performance, however this is short lived due to uncertainty and worry. To tackle survivor’s syndrome Haddon (2017) to communicate and a regular basis with employees and build on the surviving teams by engagement. 

[bookmark: _Toc60665021][bookmark: _Toc61006837][bookmark: _Toc61007044][bookmark: _Toc61018404][bookmark: _Toc61024750]2.5 The Importance of Employee Engagement during COVID-19  
According to Gifford (2019) EE focuses on collaboration in the employment relationship, seeking what is best for employees such as wellbeing and job satisfaction in turn receiving the best performance and commitment for the organisation. 

However, throughout the pandemic there has been no doubt that EE of organisational teams have been affected. Some employees report feeling isolated working from home (Personnel Today, 2020) whist other have harbored a culture dispute warehouse workers against office workers. (Gaskell, 2020) state that it’s clear that mental challenges facing workers during the pandemic combined with worry about financial aspects and the recession has growing prevalence of depression and anxiety.  John et al (2020) also state that due to the spread of COVID-19 suicide rates are predicted to increase, ranging from 1% to 145%. 

New research from Hu, J., He, W., & Zhou, K. (2020) highlights that employees mental health will eventually affect their engagement at work”, A global pandemic can lead some people to think about their own mortality, which will understandably make them more stressed and less engaged at work," However, these risks can be resolved by an effective manager. 

Despite the negative effects that have been brought by COVID-19, with businesses being forced to close and managers monitoring their teams remotely, it has forced managers to dive into a steep learning curve and promote the EE into their teams by taking a more supportive management approach, encouragement in trust leadership and creating a positive work environment (Deloitte, 2020) 


[bookmark: _Toc60665022][bookmark: _Toc61006838][bookmark: _Toc61007045][bookmark: _Toc61018405][bookmark: _Toc61024751]2.5.1 Employee Engagement Strategies  

To continue to boost EE in MM we look at the following strategies based on the following culture and content of reports: 

Newbery, (2019) suggests that for an organisation to grow it bind together with employees. The most important key to this is communication, by communicating with the team on a deliberate and regular basis regarding, policy changes, profits etc. This could be done through posters, newsletters, HR systems and company internet, however this cannot be all HR’s responsibility and managers must equally take part in this. Although this could be impossible to HR departments based on confidentiality aspects of their roles. 

(Zak, 2016) suggests that building on EE and culture should be based on meaningful trust makes a difference. Companies with high trust low process leadership are found to be more productive and loyal then other organizations that have a low trust leadership style. It’s also found in psychological research that working in high trust businesses employees feel less stressed and lead a happy and healthier work life balance. By doing this, managers need to express and recognize excellence within their teams and give employees discretion in how they work. This is also shown in the Netflix company culture, allowing employees the chance to create their own working projects by encouragement of independent decision-making by employees and sharing information openly (Netflix, 2017). 

[bookmark: _Hlk58262599][bookmark: _Toc60665023][bookmark: _Toc61006839][bookmark: _Toc61007046][bookmark: _Toc61018406][bookmark: _Toc61024752]2.6 What will Employment Relations look like after COVID-19
Although we face an uncertain future during COVID-19 everyone seems to be asking the same question, “when will we go back to normal? Research conducted by Lombardi (2020) found that over two-thirds of HR leaders expect the HR function to vastly change in the next 3 years with growing issues such as changing workforces and skill gaps. 
During 2017, Matthew Taylor published the review of working practices, known as the “Good work review” (Taylor et al, 2017), It argues that all work “should be fair and decent with a realistic scope for development and fulfilment. Since the release of these working practices have changed across the UK the introduction of laws such as day one right to SMT (Gov, 2020). However, in a ever changing HR landscape is it too much for HR practitioners to navigate through and everchanging maze. Concerns raise that throughout Taylor report recommends good changes, is the ER relations becoming too PC (Ely, Meyerson and Davidson, 2006).
According to the Morgan and Rees (2020) automation and Artificial intelligence is a key focus for elevating the ER function, we’ve already seen through the pandemic home working has increased with elevated levels of productivity and as we continue through the fourth industrial revolution, we see this getting more complex as automation gets more advance. Automation will radically shape the labour market Frey and Osboune (2013) predicting that a third of UK jobs will be replaced by machines. However, when considering ER, HR functions face to a degree two futures, 1) Automation takes control and the HR function ceases or, 2) AI continues to advance but to an administrative level creating only a specialist HR force (Personnel Today, 2020). Moreover, the HR function will never be fully replaced and automated until the age advanced robots as we’ve seen in video games and movies such as Cyberpunk and Alita (ScienceDaily, 2013).
[bookmark: _Toc61006840][bookmark: _Toc61007047][bookmark: _Toc61018407][bookmark: _Toc61024753]Conclusion
In summary we find that due to the covid19 pandemic several factors have affected the business (SWOT analysis appendix 11), however the main factors that apply are redundancy and employment relations.
Due to the current recession cause by covid19, the business has decided to make redundancies. However, this was not caused by loss of profits, in fact MM have increased their profit revenue by 75%, though due to an increase in sales demand and increased competitor behaviour during lockdown it has exposed weaknesses and skill gaps within the team, therefore the company has deemed necessary to review the business structure. Although other methods have been considered to avoid redundancy such as CJRS and redeployment, the business should still consider the wellbeing or staff and former staff and also consider the reputation of the businesses after this applies. 
Its clearing from the report that due to remote working and COVID-19, employee engagement is low due to contributing factors such as lack leadership management for remote teams and lack of transparency within the organisation. These sections will need to be improved in order for the business to adapt to achieve an Unitarist working environment. 
Overall MM has had an encouraging response towards adapting the workplace to COVID-19, MM have effectively implemented working from home and health and safety regulations in line with government restrictions, although focusing on this main aspect, MM should further reflect on what could have been implemented and what can be improved, for example employees should cease filling out timesheets as it creates low trust towards the business. 
On comparison to other companies has have a negative response to COVID-19 comparing to other companies such as sports direct boss Mike Ashley who tried to justify keeping retail stores open by selling “essential sports goods” and commits CJRS fraud by making managers works whilst placed on the CJR scheme. (Sweney and Goodley, 2020) Although other companies have more successful in their approach succeeded such as Timpson’s as they paid staff 100% of their salaries whilst being placed on the CJRS (Evans 2020).
On conclusion, by evaluating the literature review above, MM leading the workforce through a VUCA world has had a difficult impact on the team. Since the pandemic, the businesses is now operating on a low trust, high process and creating a pluralist culture within the business. The business needs to move away from the hierarchy structure dominated by process and policy (Geer-Frazier et al, 2013) and create a more harmonious and transparent workplace for it’s employees and support towards it’s managers increasing morale and reducing conflict. 



[bookmark: _Toc61006841][bookmark: _Toc61007048][bookmark: _Toc61018408][bookmark: _Toc61024754]Recommendations 
Following the above conclusion, recommendations have been made below aimed to advised MM of reasonable and realistic options to help the business 
The reports suggest that the company runs on a low trust high processes culture, there seems to be a lack of transparency when communicating with staff. To tackle this the company, adopt a new EE strategy with the main view of high trust and low process approach, examples of this would be the Netflix’s company culture. This will enable employees to be empowered and less stresses in their working lives. 
However, a criticism to this approach is that MM’s CEO isn’t enthusiastic about the approach of flexibility, also this approach may work in an office environment but not in a Warehouse environment where work need to be dictated and little flexibility is given. Also implementing a new EE strategy will usually take up to a year to enforce due to resource and budget. 
Another option the company can adapt is Outplacing. Although redundancies cannot be avoided in this situation, the employer still needs to maintain a good reputation to attract any potential future talent (Renovo, 2020). As previously mentioned in this report, during the recession it’s likely that the redundant employees will not acquire another job immediately after being made redundant, this will affect that person’s financial stability and possibility mental health, Outplacing would be a good way to support a former employee through this transition process. 
Outplacing provides former employees job search support and career coaching for those made redundant (Massis, n.d.), its also a good way keep rep by not ending employment contracts on a bad note. The company can also maintain the Westfield Health benefit for the former employee for up to 2 months, it will allow the employee to access counselling or medical treatment faster if needed. 
To maintain relationships this would be a recommended option, costing a total of £43 for 2 months per employee for the WFH benefit, however there could be tax implications and 500pp for one-to-one outplacement support. 
Lastly, it’s clear that MM could also improve on it’s manager leadership to reduce conflict. Going through a VUCA world, navigating through a COVID-19 and remote working has not been easy on management teams, providing effective leadership and motivating employees have become harder. Now almost 1 year through the pandemic, external training companies have now tailored management and leadership courses around effective leadership during COVID-19. However, although necessary, some management may be reluctant to take the course, either don’t have time or claim they don’t need it. 
Delivery costs below: 
	Development Activity 
	Training Partner 
	Cost 

	Management and leadership level 5 diploma 
	CMI
	£1500 on average. 

	Managing home working teams 
	Acas Training 
	£110

	Essential Skills for Managers and Leaders Post Covid-19
	Alium Training 
	£100
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Appendix 6 - Pestle analysis for MM 

	Factors 
	External Factors 
	Effect on MM 
	Importance

	Political 
	Brexit 


COVID19




Political Power 





Government policy 



Sponsorship visas

	Can affect trade and shipping. 

Implementation on covid19 regulations effect on the workplace. 

effect on employment rights regulations, labour force, Taxation and national living wage. 

Creates learning needs and advice of changes. 

Recruitment becomes more complicated with new sponsorship scheme. More advise will be needed.
	High 

	Economic 
	Recession





COVID19



Cost of Labour and living 


Recruitment 

	Affects customer consumption of products, possibly causing redundancy 

Temporary closure of businesses could effect profitability. 

Increase overheads for the business, 


Possible candidates reluctant to move jobs in times of uncertainty. 
	

	Social 
	COVID19




Working from home 






Health and safety regs re COVID19




	Lockdowns leaving employees feeling isolated effecting mental health. 

Allows employees more flexible working re childcare and had an effect on productivity.


Implementation of new safety regs envelops a new way of working. 
	Medium

	Technological 
	Automation 




Covid19





Social media 
	A need to become more automated is necessary in time of working from home. 

A need to provide equipment, training and increased communication whist working from home. 

Can create an opportunity for business, However Social media and cause uncertainly within the business. 

	High and increasing 

	Legal 
	Covid19 




Regulations and Legislation 


Litigation 
	Employment law is amending due to Covid19. A need to be vigilant on these laws

Need to keep up to date and update processes. 

An litigation increases workload demands. 
	High

	Environmental 
	Geography 





Environmental concerns 


Covid19 
	Effect trade and marketing opportunities, also allows to source ethically 

A need to go paperless where possible

Has allowed us to be more ethical re paperless, no travelling to the office. 
	Low 



Appendix 7 
Trade union membership levels in the UK, 1892 to 2019 Source:[image: ]
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Appendix 9
MM businesses plan for restructure and recession
[bookmark: _Hlk60612365]In response to rising sales demand, higher costs, aggressive competitor activity and ever-increasing pressure on lead times around the world, all of which have been compounded by the global Coronavirus pandemic, Montagne Jeunesse has been forced to conduct a thorough review of business activity. As a result, it has been identified that the company needs to change and be responsive in the face of these significant new challenges and transform itself to safeguard the Company’s survival. 
The business has identified a legitimate need to migrate the production planning function to a more sales focused and operations planning oriented role with greater reliance on its new ERP system and streamlined processes that fit the businesses projected business model which is critical to its ongoing success.  

Appendix 10 Redundancy Procedure 
1.0 Purpose 
The Company aims to maintain long term stable employment for its Team Members. It is recognised however that it may not always be possible to foresee a shortfall in demand for its services or predict difficult trading conditions and that on occasion it may be necessary to adapt to market or business conditions and for redundancies to be made. 
2.0 Scope 
All Team Members. 
3.0 Responsibility for Implementation 
Directors / Managers / HR. 
4.0 Definitions/Background information 
A Team Member may be dismissed because of redundancy if the team 
members job no longer exists, or the work required ceases or diminishes, if there is a requirement to reduce the workforce, close the business or if certain work is no longer needed, or is no longer needed in the location it currently is. 
5.0 Procedure 
The policy detailed below applies to all full time and part time Team Members. It applies in all cases where a Team Member’s job may be redundant. In this context, it does not apply to the termination of employment of Team Members who are deemed to be unsatisfactory which should be addressed through the established disciplinary procedure.  




5.1 Notification of the need for redundancies 

If the company is contemplating the need for redundancies and has a rough idea of the number of hours / Team Members affected, it will consult with the Team Member/s, and if relevant Team Member representatives (for large scale redundancies) as soon as possible. 
Consultation will begin at least 30 days before a dismissal takes effect in redundancies situations where 20 or more people may be affected in one location (and 45 days if 100 or more are affected in one location). 
5.2 Affected Team Members will be encouraged to make suggestions regarding saving costs and possible alternatives to redundancy themselves, for instance: 
a) short day working; 
b) short week working; 
c) pay cuts; 
d) finding suitable alternative roles within the Company; 
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e) calling for volunteers for redundancy. The terms of potential voluntary redundancies will always stipulate that the Company may reject some or all of those who volunteer if their skills are required in the future. 

5.3 Meetings 
Appropriate meetings will be held wherever possible with Team Members to discuss the need for redundancies and potential solutions. All potential solutions will be considered before making any redundancies. The Team Member can be accompanied at these meetings by a colleague or Trade Union Representative. 
Notes can be taken in meeting by all parties however it is not permissible to record meetings. Any unauthorised or secret recoding of meetings will be considered as potential gross misconduct which may lead to dismissal. 
5.4. Selection Criteria 
If and when a decision regarding numbers and roles for redundancy has been made, and there is more than one person in a pool for possible redundancy a selection criteria should be agreed which may include as examples: 
a) Attendance record - where there is more than one candidate in the same role; 
b) Performance – where there is more than one candidate in the same role; 
c) Experience/additional skills which may be recognised as needed by the Company in the future; 
d) In the case of sales representatives, geographical location may be taken into account; 
e) All Team Members will be treated fairly irrespective of the number of hours they work. 



5.5 Decision 
Once the consultation process has taken place if the only possible solution is redundancy the Company will inform the Team Member and confirm in writing giving the right to appeal the decision. Should the Team Member wish to appeal this will be done under the same format as in the disciplinary procedure. 
5.6 Notice of Redundancy 
The Company will invoke its Redundancy Policy only when all other possibilities have been examined and exhausted. 
5.7 Terms for Compensation for Redundancy 
Statutory redundancy pay shall be paid in accordance with current statutory rates for Team Members who are eligible. 
Wherever possible the full length of notice to Team Members selected for redundancy will be given and Team Members will be allowed to work out such notice. However, there may be instances where the full length or even part of such notice cannot be worked and a payment in lieu of such notice may need to be paid. 
5.8 Alternative Employment 
The Company will endeavour to support and assist Team Members who find themselves redundant in as many ways as possible. Such assistance may include help with CV’s, liaison with local agencies and other local employers as well as allowing time off to Team Members affected to attend interviews. End.
















Appendix 11
	STRENGTHS
	WEAKNESS

	· HR have been adaptive to law changes and approach and has been proactively responsive to change. 
· Prepared COVID-19 docs by deadlines and issued. 
· Provided employees with WFH equipment. 
· Diversity of skills and experience within HR department. 
· Timesheets – to monitor wellbeing 
· Working from home – Protecting employees to continue to allow trading. increased capacity. New ways of working. 
· Disruptions by other staff has lessened 
· Skills analysis – project. 
	· Sharing too much, leadership communication sharing the bad news. 
· Communication to staff and managed expectations. 
· Diversity of skills and experience within HR. – Differences of opinion and across different countries and industry. 
· Some of the adjustments we’ve made is causing unnecessary conflict – e.g. Shift 1 & 2 in the warehousing department.
· Timesheets – time and implies a lack of trust. causes conflict creating an us & them environment. 
· Underlining restructure has been time consuming and exacerbating existing uncertainty in the teams. 
· Redundancy – causing lack of employee morale and potential survivors’ syndrome.
· Working from home – conflict with employees staying on site and given people the idea for doing this in the future, IT disruptions, DSE issues, injury, working long hrs, lack of work life balance and boundaries, 
· Isolation - seen an increase of mental health working from home, people’s resilience has decrease. 
· Time to reflect – HR have had to made quick decisions to plaster situations such as staffing levels during absences.  


	OPPORTUNITIES 
	THREATS 

	· Leadership and management styles 
· Mediation implementation
· Better communication 
· HR System to increase efficiency. 
· Working from home – Eye opening to streamline work and more manageable admin. Allowing staff to be flexible.
· Salary benchmark be more competitive
· Training and upskilling 
· Employment relations and engagement
· Restructure 

	· Lack of engagement
· Some of the adjustments MM made is causing unnecessary conflict – e,g shift 1 & 2
· Timesheet – time and implies a lack of trust and cause conflict us & them – not wanting to speak to HR, internal police. 
· Underlining restructure – survivor syndrome.
· Working from home – opened up job opportunities and could lose employees to competitors globally talent
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National Demographic	Irish 	Spanish 	American 	Polish 	French 	Chinese 	Korean 	British 	1	1	2	1	1	2	1	72	

Gender Demographic at MM

Gender Dempgraphic at MM	Male 	Female 	Non-Binary 	42	38	1	

MM monitor of disciplinary and grivance processes

Disciplinary 	2019	2020	5	12	Grivances 	2019	2020	3	5	
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Trade Union Membership Statistics, UK 1995-2019

figure from the ONS release. It is the main public sector industries (Public Administration and
Defence, Education and Human Health and Social Work) that predominantly account for the
difference between the LFS public sector estimate and the figures reported in the ONS release.

Figure 1: Trade union membership levels in the UK, 1892 to 2019
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Redundancies at record levels

Number of workers made redundant in the three months
to September 2020
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Biggest declines in payrolls by sector
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complexity

Characteristics: The situation has many
interconnected parts and variables.
Some information is available or can be
predicted, but the volume or nature of it
can be overwhelming to process.

Example: You are doing business in many
countries, all with unique regulatory
environments, tariffs, and cultural values.

Approach: Restructure, bring on or
develop specialists, and build up
resources adequate to address the
complexity.

@mbiguity

Characteristics: Causal relationships are
completely unclear. No precedents exist;
you face “unknown unknowns.”

Example: You decide to move into
immature or emerging markets or to
launch products outside your core
competencies.

Approach: Experiment. Understanding
cause and effect requires generating
hypotheses and testing them. Design your
experiments so that lessons learned can
be broadly applied.

Wwolatility

Characteristics: The challenge is
unexpected or unstable and may be of
unknown duration, but it’s not necessarily
hard to understand; knowledge about it
is often available.

Example: Prices fluctuate after a natural
disaster takes a supplier off-line.

Approach: Build in slack and devote
resources to preparedness—for instance,
stockpile inventory or overbuy talent.
These steps are typically expensive; your
investment should match the risk.

uncertainty

Characteristics: Despite a lack of other
information, the event’s basic cause and
effect are known. Change is possible but
not a given.

Example: A competitor’s pending product
launch muddies the future of the business
and the market.

Approach: Invest in information—collect,
interpret, and share it. This works best in

conjunction with structural changes, such
as adding information analysis networks,

that can reduce ongoing uncertainty.





