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Executive Summary.
This report will underline the effect the COVID-19 global pandemic has had on Hornbill Engineering Ltd in the context of its employment relations and how Hornbill Engineering responded to it. 
Hornbill Engineering’s mission statement following the pandemic is to improve their project controls and employee competency and retention by improving employee engagement and relations throughout the company which will be highlighted throughout.
Throughout the paper, it will be revealed that the employee’s interests and Human Resource Management Strategies implemented within organisations is paramount to their success and even more so during an unprecedented pandemic which has effected so many external factors.
Research into academic literature exhibits the correlation between employee engagement with productivity and ultimately profitability. It will conclude that management styles and a well assembled Human Resource Strategy will assist in achieving an engaged workforce.
The effect that COVID-19 has had in terms of redundancies within the company and other organisations will also be conveyed, and the effect this can consequently have on the remaining workforce.
Recommendations will be made to Hornbill Engineering to construct a suitable Human Resource Strategy and what it should look like. This will allow Hornbill Engineering to achieve their mission statement of engaging their employees and maximise productivity and competency.
Finally, another recommendation will be made to Hornbill Engineering to manufacture a redundancy plan in order to avoid redundancies as much as possible. It will instruct them on the best way to communicate and handle the redundancies where there is no choice but to make them, in order to maintain positivity throughout the remaining workforce.
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Glossary of Abbreviations:
1. HEL – Hornbill Engineering Ltd.
2. ER – Employment Relations.
3. SME – Small and Medium-sized Enterprises.
4. MD – Managing Director.
5. TU – Trade Union(s)
6. HPWs – High Performance Work Systems

























1. Introduction.
Hornbill Engineering Ltd are electrical contractors priding themselves on offering high-end engineering mainly to the utility sector. HEL is a medium sized enterprise, with around 150 employees and is owner operated by the Managing Director. They have Senior Managers who have almost full autonomy over their department and Project Engineers for each project within a department, (see appendix 1 for a full structure diagram). Their aim as a company is to consolidate the business following COVID-19 after managing to maintain their budget throughout the pandemic. In addition to this, they endeavour to improve their project controls and employee competency and retention by improving employee engagement and relations throughout the company. Employee Relations is essentially the relationship that exists between the employer and the employee (CIPD, 2020). ER are a necessity in the workplace “to establish rules, agreements and processes to regulate the employment relationship” and secure the commitment of the employee’s (Bennett, Saundry and Fisher, 2020). 
Currently, HEL mainly reflect a unitarist perspective, where most of the workforce share the same values and objectives, and where conflict is the result of irrational behaviour or misunderstanding as described by Bennett, Saundry and Fisher (2020). ER merely concerns “People interacting with one another, pursuing objectives, reaching agreements, engaging in co-operative and conflictual behaviour.” (Blyton and Turnbull, 2004) in order to achieve a unified business goal. Whilst most of HEL’s managers practice a Paternalistic style of management, there are some managers who practise authoritarian styles of management, and so part of HEL’s goal is to align management styles and to encourage a growth mind set across the board as Google practised (Inc, 2017). Achim and others (2013) underline that by meeting all the employee’s needs and fulfilling their satisfaction “the employees will tend to outline an independent relationship between their involuntary wish of performing the professional activity and their mood.” Thus resulting in the company benefiting from the employee’s performance. In addition to this, HEL is a non-unionised organisation and mainly engage in individual disputes.
In the wake of the Covid-19 Pandemic, key ER issues have been highlighted and amplified throughout almost every industry across the world and HEL was no exception despite a very little decrease in work. Of course, organisations have undergone serious changes to the health and safety measures in the workplace, they have also seen considerable changes to the way they work with remote working and furlough being implemented as the CIPD highlighted (2020). Additionally, organisations may have been forced to make many redundancies from reorganisation as a direct result of the pandemic, and therefore it is evident that “the COVID-19 pandemic has increased the potential for conflict in organisations considerably, and presents a significant employee relations challenge” (CIPD, 2020).
This report will underline the impact Covid-19 had on ER across the world and in particular on HEL. It will highlight how HEL had to make changes in order to adapt, how it could have improved on the way it handled the pandemic and, in addition to this, how the changes HEL made for the sake of the pandemic improved ER and employee engagement for the future. To conclude, the report will recommend methods of achieving a successful ER climate within HEL.
2. Literature Review.
Claessens (2015) describes ‘Macro factors’ as the external environmental forces which shape and change the business opportunities and threats. Macro factors are best analysed by a PESTLE analysis because “The analysis is flexible, so organisations can use it in a range of different scenarios.” (CIPD, 2020). A full PESTLE analysis for HEL can be found in Appendix 2.
COVID-19 was one of the most unprecedented occurrences businesses have faced and “The macroeconomic impact of COVID-19 is larger than any catastrophic event that has occurred in the past four decades.” (Ludvigson, Sai Ma and Serena Ng, 2020). To summarise, COVID-19 centres almost all of the external forces including Political, environmental, social, legal and economical, and organisations are having to adapt in nearly every aspect.
This was a good thing for the NHS for example, because having to adapt across all aspects meant the ability to improve across all aspects. Richard Peachey (2020) stated that the lockdown had led to improved partnership between the management and the unions, improved communications and more agile working and flexibility and so, “The NHS now has a vital window of opportunity to embed the value of good people skills and people management as a core strategic priority.” (Peachey, 2020)
On the other hand though, many other companies have been forced to face the consequences of the pandemic and in doing so, forgotten the concept of ‘employment relations’ all together. The Corporate Rebels (2020) shared how the American company ‘Bird’ laid off 30% of its work force, a total of 406 employees, via a zoom call which lasted 120 seconds. Therefore, it is easy to see how major Macroeconomic factors can have an extremely poor effect on organisations who are led and managed poorly. Had Bird taken time to consider the effects of the pandemic and the way they should use it as an opportunity to adapt, they may have saved many jobs across the organisation.
In addition to this, the looming ‘no deal’ Brexit is bringing further uncertainty and so where companies are attempting to get to grips with COVID policy changes they are also going to have to deal with the new Brexit guidelines and the consequences will be extremely extensive for ER across the nation as highlighted by Bennett, Saundry and Fisher (2020). As Teague and Donaghey (2018, p.518) explain a body of employment legislation was built in the form of directives by the EU which is to be followed by its Member States and ‘it is difficult to see a Conservative Government keeping employment rights in line with those of the EU’ (Bennett, Saundry and Fisher, 2020). This could be catastrophic for many organisations by increasing grievances and disciplinaries or increasing Union action and creating conflict within the organisation. Furthermore, organisations may experience mass redundancies in the absence of free trade deals, as “300,000 people (are) forecast to lose their jobs if a calamity Brexit is inflicted on an economy already ravaged by the coronavirus.” (Rawnsley, 2020) 
The outcome of COVID and the way it shapes ER in the UK is extremely important, because as we leave the EU and its Law, these are the remnants that we will be left with. As it stands at the time of writing this report, it is looking like this Tory Government will determine that “unemployment will peak at 8.3% in the third quarter of 2021 if there is no agreement... And it is those sectors that have proved resilient during the pandemic that would face the hardest hammering” (Mellor, 2020)


		
2.1. Managing Employment Relations.
ER is primarily defined by Bennett, Saundry and Fisher (2020) as the interaction between three main ‘actors’. These three actors being the employer, the employees and the State. 
Bennett, Saundry and Fisher (2020) and Forth et al. (2006) concur that the employers and managers of SME’s often have little or no separation and usually share the same ideas and orientations of how the organisation should run. Furthermore, they along with Dundon and Wilkinson (2018) go on to underline that the ER tends to be highly personal and informal in SME’s and that only few SME’s will have a specialist HR function. This is especially true for HEL, whilst the MD and the Managers share the same views and ideas, they also have a specialist HR function to suit the ever-growing workforce.
To contrast with this, larger organisations will have shareholders and will be controlled by managers and a specialist HR function, however as Bennett, Saundry and Fisher (2020) and Zeitlin (1989) agree, the views of manager and owners usually tend to be similar regardless of the size of the company.
Bennett, Saundry and Fisher explain that the State also plays a significant role in ER firstly through its role as an employer being the largest employer in the UK with 5.4 million employees. Secondly, through the regulatory framework it provides through legislation and thirdly through its management of the economy. This is even more evident now with the Government making rushed decisions and new legislation in the wake of Covid-19. The ‘eat-out to help-out’ scheme for example, was a ploy to keep the economy afloat and to save jobs, however “According to a Warwick University study published two months ago, while the scheme cost around £500m, the economic effects were short-lived, and up to 17% of new Covid-19 clusters could be attributed to it.” (Jones, 2020). In turn, it has effected ER with the extension of the furlough scheme and many more employees having to take time off work in order to self-isolate. On the other hand however, according to Coronavirus Job Retention Scheme statistics: December 2020 furlough claims peaked on the 8th May 2020, at 8.9million claims, and have since been decreasing to just 2.4million claims on the 31st October 2020 and so we must consider whether this is a result of Mr Sunak’s scheme or whether it’s the result of organisations failing to survive in the current climate. According to ONS (2020) statistics, unemployment is still on the rise and was at 4.9% during the months of August and October of this year, an increase of 0.9% since the start of the pandemic. They also stated that there was a record high of the number of redundancies made in the months between August and October and so unemployment is looking to be the reason Furlough claims are now decreasing.
Employees on the other hand, tend to have an unequal distribution of power and in most instances employers tend to have far more bargaining power than individual employees. Employees can however strengthen their bargaining power by acting collectively mainly through participating in Trade Unions as Bennett, Saundry and Fisher (2020) explain. Employment contracts lay out what is expected of these two parties, however, it is becoming more popular that employment means a lot more than just an employment contract, and the concept of the ‘psychological contract’ is on the rise. The psychological contract is described by Rousseau and Greller (1994) to be the expectations the employee and employer believe to be, or in other words the implied and unwritten expectations. Whilst this theory focuses on the mutual expectations of the employee and the employer, Guest (2004) argued that this should be extended to include central work issues such as trust and fairness, which are the more ‘neglected reciprocal obligation on part of the employer” (Bennett, Saundry and Fisher, 2020). Which I would wholly agree with, given that the ‘master-servant’ notion is still enshrined in UK law and employment contracts to this day. There is evidently, a lot of room for improvement in treating employees at a higher regard and offering more flexibility and freedom to the employee and therefore intensifying productivity within the workplace.
The interests of these ‘actors’ will ultimately shape the nature and outcomes of ER as Bennett, Saundry and Fisher (2020) discuss. Employees generally look for the best working conditions in the labour market as earlier discussed whilst considering the ‘psychological contract’, and historically this was generally regarded as income and employment itself. However, employee’s interests expand further than just these two things and is far more complex, employees are also looking for fairness, job satisfaction autonomy, and flexibility in their work life as Bennett, Saundry and Fisher (2020) and CIPD (2020) both agree.
On the other hand, Bennett, Saundry and Fisher (2020) explain that the employer’s main interest is to maximise the profitability of the organisation and this used to be seen as a conflict to the complex needs of the ‘servant’. However, it is becoming increasingly popular that the emergence of the ‘psychological contract’ and meeting the needs of the employee is the best way to maximise profitability as Edwards (2003) argued. Bennett, Saundry and Fisher further explained that whilst work rules may control workers and ensure they adhere to organisational expectations, to improve performance in those workers they must secure the employees commitment to the organisation.
This brings us to the importance of the ‘middle’ or ‘line’ managers of organisations who many such as Gallup (2017) regard as the most critical players in maximising productivity and ultimately the organisations success. Kilroy and Dundon (2015, p.411) also recognised that the front line managers could be a key agent in shaping ER and enacting HR practices within organisations.
Bennett, Saundry and Fisher (2020) describe that unitaristic organisations will have ‘Authoritarian’ or ‘Paternalistic’ attitudes and this will have a significant impact on the styles the management will practice. Paternalism prioritises employee consultation and recognises that staff retention and reward are key issues of an organisation and generally have a better attitude towards their employees as Bennett, Saundry and Fisher (2020) underline. While on the other hand, Authoritarianism “sees ER as relatively unimportant” (Bennett, Saundry and Fisher, 2020). 
“This particular generation, managers argue, expect special treatment: constant positive feedback and recognition, regular development and an open door to career progress.” (Heal, 2018) Evidently, a paternalistic style should be more favourable in workplaces for this generation as the management is the most frequent interactor with the employees and therefore the key to the employment relationship as Mohamed, Nor and Dahalan (2014) summarise.
In addition to this, Purcell (1987) suggested that management styles have two further dimensions; Individualism and Collectivism. ‘Individualism’ concerns policies directed at individual workers, seeking to develop and encourage the capacities of all employees within an organisation (Bennett, Saundry and Fisher, 2020). Which is quite clearly taking precedence with decreased levels of TU participation since the peak of 13.2million members in 1974 and therefore less collective bargaining in the workplace (Department of Business, Energy and Industrial Strategy, 2020).
2.2. HR strategies.
Johnson, Scholes and Whittington (2008) view strategy as economic analysis and planning in addition to organisational decision-making in terms of social, political and cultural matter (Bennett, Saundry and Fisher, 2020). The CIPD (2020) further explain that HR strategy focuses on the long-term issues of an organisation's goals and the evolving nature of work, and determines how other strategies like reward and performance are consolidated into the overall business strategy.
A classic strategic process consists of developing a mission statement and key objectives, Google’s mission statement for example is “to organise the world’s information, all of it! And make it universally accessible and useful”. (Bock, 2016). Following this, the strategy would consist of analysing the external environment, an internal analysis, setting goals and implementation and constant evaluation (Bennett, Saundry and Fisher, 2020). 
Bennett, Saundry and Fisher (2020), underline that difficulties exit in achieving strategic integration, such as size and complexity of the organisation, difference in people strategy within SME’s and the changing nature of business strategy. However, many academics have sought to address these barriers and capture a fitting model (Ulrich, 1997; Ulrich and Brockbank, 2005; Boxall and Purcell, 2016; Marchington and Wilkinson, 2012)
The ‘Best fit’ model is based on a contingent view, taking into consideration that the needs of the business can vary (Schuler and Jackson, 1987; Miles and Snow, 1984). With this model, performance is augmented through the consistency of HR policies alongside the Business Strategy (Kinnie et al., 2005). Therefore, there is a vertical integration between the two (Bennett, Saundry and Fisher, 2020). That being so, would make the ‘best fit’ model the most practical in terms of a continually growing organisation in order to fit the needs and wants of a diverse workforce and an ever changing business strategy especially in the times of a pandemic.
In comparison, the ‘best practice’ model centres on the idea that HR policies are associated with improved performance in any organisation and with any employees (Pfeffer, 1994; 1998; Kinnie et al. 2005). This achieves a vertical and horizontal integration through a framework of internally consistent HR practices (Marchington and Wilkinson, 2012; Bennett, Saundry and Fisher, 2020).
Expanding on this, ‘HPW’s’ are defined as ‘a set, or bundle, of human resource management practices related to selection, training, performance management, compensation, and information sharing that are designed to attract, retrain, and motivate employees’ (Messersmith and Guthrie 2010, p.242; Samdanis and Lee, 2015.). Pfeffer (1994) stated that a mix of policies similar to the best practice model were used in a majority of successful organisations that he studied. Huselid (1995) demonstrated that a one-standard-deviation increase in HR practices yields a 7.05% decrease in staff turnover, and $3,814 more in profit per employee. Evidently there is a link between HPW’s and success within an organisation, however it is difficult to see whether the organisation is successful because they have the systems in place or whether the successful companies just happen to have them in place.
Work and Employment practices that are included in a HR system can affect performance on multiple levels such as Abilities, Motivations and Opportunities as included in the ‘AMO’ model (Blumberg and Pringle 1982; Campbell et al., 1993; Huselid, 1995)
Purcell et all (2003) highlighted that a developed HR Management leads to better employee response of job satisfaction, motivation and commitment leading to the employee working harder and providing discretionary effort (Boxall and Macky, 2009)
2.3. Employee engagement.
Macleod and Clarke (2009) identified that there are around 50 different definitions of employee engagement. Inevitably, it means something slightly different to every single organisation. Truss (2009) defined it as ‘creating opportunities’ in order to connect with colleagues, managers and the organisation as a whole and creating a motivated workforce, allowing employees to care about doing good work for the organisation. Whilst Purcell (2012) argued that engagement ‘is best seen as an outcome of managerial activity to build perceptions of trust, fairness and organisational justice’.
However, as Bennett, Saundry and Fisher (2020) explain that whilst there is a link between management practices and organisational performance, it has not yet been confirmed what the role of employee engagement is in this link.
Whatever the definition may mean to someone, engagement is inevitably crucial to organisations because in its absence comes staff absence, high turnover, poor performance and a rise in grievance and disciplinary procedures.
Gallup (2006) found that business units with low engagement scores averaged 31–51% higher employee turnover and 62% more accidents in the workplace (Macleod and Clarke, 2009). Whilst units with high engagement scores averaged 18% higher productivity and 12% higher profitability (Gallup, 2006; Macleod and Clarke, 2009). Undeniably demonstrating that employee engagement is critical to improved performance.
2.4. Redundancies
Redundancies require extremely careful handling from the employer in order to ensure fair treatment and the up keeping of morale and productivity within the remaining workforce (CIPD, 2020). One of the causes of redundancies is a rapid change in the external environment, in 2020 for example, COVID-19 has resulted in the loss of 370,000 jobs during the months of August to October (ONS, 2020). Now surpassing the peak of 311,000 redundancies made as a result of the 2008 Recession. The intentions of making redundancies remain elevated with 30% of employers planning to make redundancies in the three months to December 2020 (CIPD, 2020). As the CIPD (2020) further explain, despite the government’s attempts at avoiding redundancies across the UK during the COVID-19, jobs are still being lost, and now more than ever, correct procedures need to be followed.
With this in mind it is important to note that whilst employee engagement is underpinned by support and security, not communicating correctly throughout making redundancies can erode innovation and cooperation pretty quickly (Pfeffer, 1998). This may be even more so during a global pandemic where communications may be at a low within organisations due to employees working from home or being on furlough. Ranieri (2010) highlighted that the way to improve trust and minimise negativity in an organisation is by making regular and meaningful communications and consultations with the workforce. 
Bennett, Saundry and Fisher (2020) explain that the most critical role in managing redundancies is played by the one ‘delivering the news’ to the employees or ‘the envoy’. The role of the envoy can be ‘Traumatic, nerve wracking, dreadful…’ (Bennett, Saundry and Fisher, 2020) amongst other things and Ashman (2016) describes that the main tasks associated with being the envoy include “tact, diplomacy, and the maintenance of constructive and cooperative relationships among victims and survivors rather than simply and coldly dismissing employees.” Quite the opposite of the way the U.S. company Bird made redundancies as earlier discussed. 
Failing to consult properly with employees when considering a redundancy can lead to unfair dismissal when the redundancies are made (CIPD, 2020) Acas (2020) states that you must still consult with employees during the Coronavirus pandemic, however it may need to be done remotely and there is no legal obligation to consult face-to-face. Therefore, companies like Bird and Uber had every right to consult with their employees over zoom (Clarke, 2020). However, by announcing it within a three minute zoom call to 3,500 employees takes away the sensitivity and respect, Clarke (2020) further underlines that this will undeniably have a long-term effect on the business performance and reputation. ‘Survivors' negative experiences  or ‘survivors syndrome’ (Brockner et al., 2004), refers to the negative work‐related attitudes as a result of a poorly managed redundancy such as poor morale, distrust towards management, job insecurity, and reduced organisational commitment (De Vries & Balazs, 1997; McLachlan, MacKenzie and Greenwood, 2020).
3. Conclusion.
While HEL have not seen the same affects as many other organisations have seen, they have still had to adapt to the climate the current pandemic has brought with it.  For HEL the pandemic has been an opportunity more than a threat to the business, and will consequently benefit the business in the long-term, providing they treat it in the same way Peachey (2020) described the NHS treated it and plan carefully for the future.
A personal and informal ER climate within HEL has been a benefit to the company during this Coronavirus pandemic. It has meant that HEL spoke frankly and honestly with their employees and relayed information to them directly and promptly as mentioned in the SWOT (Appendix 3). While a specialist HR function meant that their employees had someone else to turn to for assurance when their line managers were sometimes lacking in information.
The Good Work Plan (2018) stated that ‘it is imperative everyone knows from day one of starting a job what rights they are entitled to’ and this extends to any rights that change as a result of the pandemic. Furthermore, good communication within organisations is linked to higher levels of performance (Tourish and Hargie, 2009; Ruck and Welch, 2011)
Contrasting to this, large non-unionised organisations with a more formal ER can mean that ER decisions are dictated by the shareholders (Bennett, Saundry and Fisher, 2020) and consequently not benefitting the employee’s. It can result in a delay in information being relayed whilst it is passed by the shareholders, or decisions generally being the benefit of the profitability of the organisation rather than the benefit of the employees (Bennett, Saundry and Fisher, 2020).
On the other hand, HEL could implement a forum in order for information to be more accessible. They currently relay information via email, which brings issues of itself. The whole workforce may not check their emails every single day, and so they may not see important immediate updates in regards to returning to work, or immediate work from home instructions. Sometimes employees are not included or have not provided relevant information to be included on the emails. HEL have however learned from this and recently invested in a new HR software which will improve communications between management and employees through the usages of apps.
The State played a significant role in HEL’s ER during the pandemic. The introduction of the furlough scheme has allowed HEL to maintain a large majority of its workforce, and protect many jobs. The allowance of essential workers to continue working has also allowed a majority of the workforce to continue working on full pay throughout the pandemic. This has essentially given their employees a great sense of job security and confidence in their work. Gardiner and Slaughter (2020) explained that ‘The Coronavirus Job Retention Scheme has been well-received by workers, with more than half of those furloughed happy about that outcome, perhaps in part because a fifth of them expect to remain on their full pay.’
So far the attempts the State have made in keeping the economy afloat have also allowed HEL to continue working as normal in the UK, which heavily contrasts to the US, where Lund et al. (2020) estimated 57 Million jobs were vulnerable following the outbreak of the pandemic. HEL’s US client saw a significant downturn in work as demonstrated in the SWOT (Appendix 3), and any jobs that were based in the US were put on hold for the foreseeable future. This meant that HEL’s employees who were based in this department were put on furlough and some were even made redundant.
COVID-19 has allowed HEL to see how important the ‘psychological contract’ is and how it gives them the opportunity to maximise profits. COVID has essentially allowed HEL office staff to choose the way they work. Of course, during lockdowns employees were directed to work from home which ultimately led to some staff choosing to remain at home as this works better for them in terms of childcare and flexibility in general. While on the other hand HEL made exceptions for the people who felt they could not possibly work from home. It has undeniably revolutionised the way HEL work as a company allowing employees autonomy, flexibility, and freedom. These all lead to higher trust placed on employees which Acas (2015) includes as one of the seven ‘levers’ of workplace productivity.
The realisation of how important employee interests and engagement are to the company have in turn allowed HEL to see that a HR strategy is paramount, and therefore a great opportunity for HEL to utilise (Appendix 3). HEL’s Mission Statement as discussed in the introduction is of course a post-COVID statement and a step in the right direction in implementing a HR strategy into the organisation. It is evident that HEL should now adopt a ‘best fit’ strategy in order to take into account the needs of the workforce and to accommodate the ever changing external environment. In doing so, will reduce staff turnover, improve job satisfaction, engagement and again augment productivity and profitability.
Needless to say, a threat to the organisation was that due to the downturn in work with their American client, HEL had to make redundancies (Appendix 3). Although not as many as some organisations have faced, it was a situation which forced HEL to learn from. HEL may have been a little bit hasty in making these redundancies and as the CIPD (2020) explain “Redundancy should be a last resort” The CIPD (2020) further explain that with planning redundancies may be avoided. A recruitment freeze during the pandemic for example could have been beneficial, allowing employees to move between departments and redeploying to other work of a similar nature, and therefore retaining jobs, or where this was not possible due to a difference in skills, retraining employees. Utilising ‘temporary lay-offs’ could also have benefitted the company allowing the employees to remain employed without being paid temporarily so long as the employees contracts allow this.
4. Recommendations.
Following the above conclusions, a recommendation is made for a structured HR management strategy for HEL. It will be aimed at improving the commitment of employees and enhance engagement by meeting the needs of the employee through the concept of the psychological contract that exists between HEL and their employees.
4.1. HR Strategy Mind Map.

4.1.1. Policy and Practice Review.

4.1.2. Current ER Climate.

4.1.3. HEL Goals.
· General HR training for Managers.
· Improve any broken relationship between managers and employees.
· Implement Personal Development Plan.
· Utilise appraisal system.
· Administer a Reward and Recognition scheme.
· Improve Health and Wellbeing.

4.1.4. Evaluation:
Evaluation of the strategy will be undertaken by distributing staff surveys annually. This will allow HEL to evaluate the ER climate within HEL effectively and understand where there is still need for improvement. HEL can then pinpoint these areas and modify goals and strategies in order to improve on them.
	Question
	Never
	Seldom
	Sometimes
	Often
	Always

	Work and Office Environment.

	1. I am clear what is expected of me at work.
	
	
	
	
	

	2. I am subject to personal harassment in the workplace.
	
	
	
	
	

	3. I know how to go about getting my work done.
	
	
	
	
	

	4. There is friction between colleagues in my department.
	
	
	
	
	

	5. I have achievable deadlines.
	
	
	
	
	

	6. I can decide when to take a break
	
	
	
	
	

	7. I have a choice in how I do my work.
	
	
	
	
	

	8. I am pressured to work long hours.
	
	
	
	
	

	9. I have unrealistic time pressures.
	
	
	
	
	

	10. I am consulted about changes at work.
	
	
	
	
	

	Management.

	1. I can talk to my manager about any concerns I have.
	
	
	
	
	

	2. My manager is willing to listen to my concerns.
	
	
	
	
	

	3. My Manager shows me respect and appreciation.
	
	
	
	
	

	4. My manager gives me supportive feedback on my work.
	
	
	
	
	

	5. My manager encourages me at work.
	
	
	
	
	

	6. My manager values my opinions.
	
	
	
	
	

	7. My manager expects me to work very intensely.
	
	
	
	
	

	8. My manager can be hard on me.
	
	
	
	
	

	9. My manager expects me to work long hours.
	
	
	
	
	

	10. My manager is negative towards me.
	
	
	
	
	

	My Voice.

	1. I am regularly asked my opinion on departmental business matters.
	
	
	
	
	

	2. I have a say in my own work speed.
	
	
	
	
	

	3. I have a choice on how I do my work.
	
	
	
	
	

	4. I can voice my opinion even if it is different to everyone else’s.
	
	
	
	
	

	5. I can talk to someone in the company if I am not happy with something.
	
	
	
	
	

	Engagement.

	1. I am happy with the work I do.
	
	
	
	
	

	2. I feel loyal to HEL.
	
	
	
	
	

	3. I share the same vision as HEL.
	
	
	
	
	

	4. I feel my own role is important to HEL’s success.
	
	
	
	
	

	5. I see myself still working for HEL in two years’ time.
	
	
	
	
	



4.2. Redundancy plan
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6. Appendices.
6.1. Appendix 1 – HEL Management Structure.
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6.2. Appendix 2 – PESTLE Analysis.
	
	Factors to consider:
	Effect on Organisation:
	Importance:

	Political
	Government Policy – furlough/JRS/WFH/







Brexit








Tax – Will it rise post COVID?



	Allowed HEL to retain their budget this year, where there was shortage of work they were able to furlough


A ‘no deal’ could impact the overseas business HEL undertake with Global trade restrictions


Higher tax could give implications on their fees.


	High – could affect HEL in the years to come.

	Economic
	Exchange rates – Brexit



Globalisation







Recession as a result of COVID








Cost of living 








	Affects the overseas budget – increase of fees in order to cover costs.

Increased cost could then result in HEL losing contracts to larger global organisations.


HEL are yet to see damages as a result of the current recession as they deal mostly in essential organisations.


Likely to rise as a result of the COVID recession and therefore will likely have to look at rising pay rates.
	High

	Social
	Lifestyle factors





Work-life balance




























	Aim to improve wellbeing of employees in order to improve lifestyles.


Becoming poor with Working from home – multiple people complaining that they are not getting the same satisfaction of seeing people at the office.
People often coming into work purely to have social interaction.
On the other hand it is a good thing for many – employee’s who have family responsibilities having to look after children being sent home from school to isolate.
People working past their hours, feeling unable to leave their work ‘at the office’
	Moderate – needs improvement.

	Technological
	Automation







Social networking









Improved use of technology
	Contactless thermometer scanner implemented to reduce spread of covid-19


Recently changing the way HR communicated with the work force through the implementation of HR Software and apps.


Using software such as MST, Sharepoint etc. in order to allow office staff to work from home. 
	Low – benefitting HEL now and will continue to in the future.

	Legal
	Employment law

Common law





Health and safety
regulations
	Keeping up to date with regular legal updates – HEL invested in a HR package which provided updates on law changes etc.

High risk in electrical industry, important to keep up to date with ISO standards.
Highly important to keep up to date with new mandatory COVID requirements.
	moderate

	Environmental 
	Sustainable
resources
CSR (Corporate
social responsibility)

Transportation

	HEL make an effort to use other companies who are socially responsible.

HEL are in the process of changing all company vehicles to electric in order to become greener in their transportation.
	Moderate
















6.3. Appendix 3 – SWOT Analysis.
	Strengths 
	· Kept up to date with Government guidance and used it to their benefit.
· Updated employees as soon as information has become available.
· Working from home meant employees could retain their jobs on full pay, and also meant benefits in terms of childcare, autonomy, work-life balance etc.
· Employee engagement has remained constant, despite room for some improvement in some departments.
· No rise in conflict throughout the pandemic.
· Retained many jobs through utilising the JRS scheme, especially in HEL’s Man Hire department.

	Weaknesses
	· Managers putting profits over employees, not following correct procedure in order to ensure less staff are in contact with the virus within the workplace.
· No direct strategy in place, which can be adapted to the current climate – may have maintained their budget better if there had been one in place.
· Made some redundancies that could have been saved had there been a structured plan in place, utilised temporary lay-off, ‘short-time’ working etc.

	Opportunities
	· Realisation that the interests of the employee are important – introduction of home working unveiling that different employee work better under different circumstances.
· Opportunity to align management styles – need for a more paternalistic style.
· Necessity of a HR strategy – something HEL will now work on.
· Strategy that fits the company and can adapt around the significant changed the company is facing and will continue to face.
· The necessity of a structured redundancy plan in order to reduce the amount of redundancies and explore every option before making them.
· Furlough schemes being extended to allow less redundancies.

	Threats
	· COVID-19 lasting longer than anticipated, second spikes resulting in less work, less workforce due to isolation etc.
· U.S not taking control of the pandemic and seeing further job cuts with our Man hire department.
· Recession as a result of COVID-19 having a lasting effect on consumer spending habits, organisations budget and employee’s living costs.




Review Policies.   



Ensure they are aligned with current legislation. 
Suit the business needs in terms of practicability to profits and employee's interests.
Ensure they are easy t understand and easily accessible to the whole workforce.




Review Practices.



Ensure all management understand how to implement the policies.
Ensure employees understand the consequences of non-compliance.
Essentially policy and practice within HEL should be one entity.



Review bi-annually



Ensure that these are kept up to date and that the implementation of policies and practices remain at a constant to ensure consistency throughout the whole workforce.




























Current Management styles in some departments:


Authoritarian: Does not suit the needs of the employee.


Most popular style:


Paternalistic: Positive attitude towards employees and cnsequently positvie attitude towards the company.


Going forward:


Demonstrate to the managers who believe in the authoritarian style that paternalism is the way forward for hel through figures and data.


Multiple complaints, and a strong reason some staff choose to leave HEL.


Sees ER as relatively unimportant, but HEL wish to highlight the opposite of this.


Only some managers adpt this style, but it has proven to be unpopular.


Operates in the best interest of the staff.


Seen accross the departments in HEL.


Departments who operate in this style alone are the most successful in terms of staff retention and job satisfaction.


Allow for training for managers who require it through implementing HEL's HR support.


Bi-Annual reviews of all departments to receive an idea of the best performing / best engaged department. 




















1) Review company polices and practices and ensure alignment.


2) Analyse current ER climate , pinpoint areas in need of improvement.


Set achievable goals


Evaluation and Modification to suit needs of business.
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