


Executive Summary 
The following report will critically analyse the impact of the Covid-19 pandemic on employee relations for Burns Pet Nutrition Ltd (BPN). There is a wide range of current literature to support the report. Looking at the effect of the pandemic on Employee Relations will support recommendations on how BPN can deal with the pandemic changes and continue to support employees. 
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1.0  Introduction  

1.1 Organisational Background 
Burns Pet Nutrition Ltd (BPN) is a pet food company based in South Wales the corporate values of the company is holistic pet wellbeing through innovative and high-quality nutrition products (BPN Brand guidelines 2020). BPN is in the private sector and a family run business that currently employees 120 employees throughout the UK and Ireland. BPN was established in 1993 by veterinary surgeon John Burns, the company is a well-known company in the local area for being an employer of choice due to its generous employee benefits package. BPN is not union recognised the structure of the company includes 15 managers in across various departments giving BPN a very diverse stance with a range of talented highly skilled employees. BPN prides itself on a family work-life balance environment for employees with the employee relations leading the way towards the success of the business. 
1.2 History of Employee Relations (ER)
Industrial relations or IR is what is historically known to have shaped today’s definition of the relationship between an employer and employee. During the year of 1939, the Chartist movement triggered a movement that saw employees fight for better working conditions this saw 22 protesters shot dead in Newport (Sheen 2015) for protesting the right to vote for justice and giving people a voice. Things began to change during 1960 and 1980 seeing a shift into a more pluralistic workforce with equal pay between man and women the Dagenham Ford Plant Strike (1968) which then lead to the Equal Pay Act 1970 and The industrial Relations Act 1971 which saw a change in the working conditions of people throughout the UK which was the right to belong to a registered Trade Union. The Great miner's strike in 1984 showed the rise of individualism which saw the rise of the Equality act 2010 this saw equal opportunities and discrimination legislation come under one act. Banks (1969) reports that in 1964 the newly elected government respected the approach to establish the royal commission on trade unions and employers associations to conduct a searching the view of Britain's collective bargaining system and states that to improve collective bargaining procedures to a traditional voluntary approach to industrial relations. 

Employee Relations is also known to describe the relationship between the employer and an employee, as stated by the CIPD (2020) this also refers to an individual employee and working relationships as a collective. The trade union became less of a force in 2016 with their power being marginalised under the Trade Unions Act 2016   employee relations has seen an increase of individual workplace rights. A higher level of employee engagement has the potential to bring better business outcomes with better health and wellbeing for employees. Bennet, et al., (2020) state that employee relations are concerned in developing, applying and negotiating processes and rules through which the employment relationship is conducted and regulated. It also involves the development and maintenance of trust and confidence between employees and employers. Relationship-based ER has more emphasises on helping line managers to establish a trusting relationship with employees. Creating a positive culture, employee commitment and engagement with a decline of trade union representative as the employee voice (CIPD,2020d). 
The employment contract sets out the hours, the place of work and what the employee and employer must do, but employee relations goes above and beyond this into the ‘psychological contract' which can significantly attend the length and quality of the relationship (CIPD, 2019). 
The CIPD was founded in 1913 as the Welfare Workers Association (WWA) this was to give the business a voice supporting and championing better work and better working lives. The CIPD championed and continue to encourage debate and dialogue among HR and L&D communities this was founded to purely improve IR and to support organisations to remain competitive in what is a complex economy that is rapidly changing. 

1.3 Covid -19 
On 31st December 2019, the World Health Organisation (WHO) was informed of a disease called the coronavirus that started in Wuhan in China. There are now 77 million confirmed cases globally of the virus this was last updated on 22nd December 2020 by the BBC. The coronavirus pandemic has sent shock waves through the world with many businesses suffering at its expense. The virus is known as the silent killer with people over 40 being classed as vulnerable, weak immune systems or other underlying health conditions are also vulnerable to the disease. The virus continues to spread CIPD (2020c) state that business must put the health and wellbeing of employees first and ensure measures are in place to prevent the spread of the virus. While the economy will suffer the effects of the pandemic business have had to quickly adapt to new ways of working to survive and support their employees. Covid-19 has affected job security, financial security, workloads, health, safety and wellbeing. It has seen workers adapt to new working ways out of their normal routines by working from home which will inevitably affect work-life balance and also mental health and wellbeing. The rise of mental health issues stated in an article by Marshall et al, (2020) shows that 63% are worried about their future wellbeing and 56% are feeling stressed and anxious. 

1.4 Aims of the Report.  
This report aims to examine and critically analyse the impact the global pandemic has had on employee relations and assist the company to develop ways of continuing the employee engagement and employee commitment after a turbulent time for businesses. This report will also refer to ER Theories and the understanding of the megatrends, ER climate in the UK, financial impact, wellbeing, legislation obligations and best practice guidance. 

1.5 Objectives of the report 
· Provide an overview of how the global pandemic has affected the Business world especially the Pet Trade. 
· Analyse the current response of BPN to Covid-19 and the impact it has had one ER
· Recommend viable recommendations that will support BPN to continue its high level of employee engagement, continue to support the health and wellbeing of employees leading BPN being able to further organisational success.

2.0 Literature Review 
The aim of this literature review is the analysis, critical evaluation, and synthesis of existing knowledge relevant to the research problem (Hart, 2018) to establish the what effect the global pandemic has had on employee relations.  It provides a search and critical evaluation of existing theories and how the pandemic has affected the business world and employee relations within the business. 

2.1 Employee Relations Theory 
According to Fox (1974) introduced three main frames of reference; unitarist, pluralist and radical approaches, each approach give a different practice approach to resolve conflict in the workplace, the term ‘frame of reference also highlights the passionate debating throughout business giving different opinions and views on matters. Fox (1966) states that the unitarist approach is that management and employees share a common goal through their loyalty and commitment to the organisation. Wood and Elliot (1997) argue that the paper written by Fox (1966) was not a realistic ideology since it denied the legitimacy of conflict. Companies will experience conflict despite the common interests of the employee and employer it is stated by Trad (2017) that companies with this approach will experience poor communication and misunderstanding between employee and employer missing opportunities to strengthen the performance of employment relations.  BPN see themselves in this category not recognising a union as a part of the ER process and giving the employees a voice, there has been a decline in conflict cases over recent years when conflict does arise BPN accept that this can be because of a misunderstanding this can be influenced by the company not recognising a trade union and relying purely on the influence of HRM. 
Pluralists are notably different they will begin with a set of assumptions and values that workplace conflict is inevitable, Abbott (2006), states that with this view in business there will be different interests’ groups with different opinions which seems management and employees in two different groups this gives this frame of reference a clear line of authority within the organisation. Organisations with a pluralist approach would include the factory industry with the level of command being outlined clearly between management and operational employees, the level of conflict will inevitably be higher with a workforce that has different views and opinions on how ER is managed. It is also found that these industries are heavily unionised with the steel industry falling into the top five according to Bryant (2020). 
A Marxist frame of reference as stated by Braverman's (1974), labour process theory which highlights that the primary role of management is to use labour and machinery it is also suggested that the labour process is changed by deskilling work and fragmenting the tasks involved to make employees less engaged on what they are doing leaving the tasks become meaningful for the employee. Abbott (2006) states that under the labour theory of Marxist/radical approach conflict in the workplace is not down to the individual but it is down to inappropriate management, selection and promotion practices. Since the Covid-19 pandemic, there has been an increase of interest in this perspective due to the inequality and the ability for progressives to stop the in-fighting (RSA+ Yanis Podcast, 2020). 
Finally, Abbott (2006) argues in her report that there is no single theory from the above she makes the point that the awareness of these differences is necessary if the analysis is to take account of its limitations or it is taken for granted believing that these theories have proven invaluable in making sense of the employment relationships in contemporary work settings. 

2.2 Employee Relations at Present 
The global pandemic has contributed to macro changes and has brought many areas of weakness to the surface. This has seen the ER world change for the future in many ways. Warner (2020) reported in the telegraph that the economy should prepare itself for a ‘post-pandemic boom’ similar to the one in the 1920s following the Spanish Flu pandemic. He goes on to state with Britain being one of the worst affected areas of Europe it has so far lose 0.7% of its population to the disease and the economic impact seems to be significantly bigger than back then. The climate of ER in the UK at present is extremely low.  Wintour (2020) says that the way Britain has handled the pandemic has produced bad reports that shine a negative light on Britain, the dealing of the pandemic have not considered the long term macro factors that will affect the economy for decades to come. BPN will see the effect of the pandemic for in the long term with sectors of the business having to close with the uncertainty of reopening, this gives off an uneasy, uncertain feeling for employees leaving them feeling demotivated worried and flat reporting to work. 
The RSA (2020) report states that the best response to motivate people to handle the covid-19 pandemic and work with the people rather than crowd out, solidarity and autonomy, Taylor (2020) states the more authoritative approach that France and Italy have taken runs the risk of eventually generating community backlash or individual resistance, while the UK governments more gradual approach may leave people feeling negligent and leave people feeling its each for themselves. 


2.3 Micro and Macro Factors 
The most effective way to measure the impact of micro and macro factors on an organisation such as BPN is to develop a PESTLE analysis as seen in appendix 1. This gives a bigger picture if external context that affects the organisation based on the environment it operates in it will also allow the organisation to use the information flexibly for other external issues that may affect the business (CIPD, 2020e). 
During the pandemic, the UK Government have had to create new legislation to ensure that they support business throughout the pandemic, with areas being lockdown and businesses forced to close.  The Government created The Coronavirus Job Retention Scheme (Gov UK 2020), this scheme was created to avoid mass redundancies with the hope business could survive the initial wave of the pandemic. The scheme opened in April 2020 and continues to run having been extended until April 2021. This has seen a global shift in trends such as home working in April 2020 according to the Office of National Statistics (2020) 46.6% of the UK did some work from home 86% did so as a result of the Covid-19 pandemic risk of having an ageing workforce with world health organisation (2020) reporting that people aged 55-60 fall into the vulnerable category. BPN has had to adapt to employees shielding during the lockdown periods, this resulted in using a contract clause stating that the business has the right to ask you (the employee) to work where the business needs most' (BPN Employment Contract 2020) this resulted in a change for 10-15 employee that naturally develops the level of uncertainty in Job Security. Another considered micro factor that has affected the UK economy during the global pandemic is the unemployment rates. King (2020) form the BBC news the from August to October 2020 that the unemployment rate in the UK was 4.9% according to the Office of National Statistics (ONS) this is an increase of 0.7% over the previous 3 months that shows a figure of 1.69 million people unemployed in the UK. From August to October 2020 as stated by the BBC News (2020) there were over 370,000 redundancies made the UK wide, this figure would have been considerably more if the government had not proposed and invested billions on the Job Retention Scheme (Furlough). In an article from Webber (2020) who echoes the thoughts of Manchester mayor Andy Burnham asking the government to keep the furlough scheme going to support small business and the hospitality sector. Webber (2020) reports that the hospitality will be the sector with the highest job losses, BPN is involved in the hospitality industry which has seen an effect on the employees it is crucially important as stated by Meyler (2020) that it is ‘important now that employers are communicating and engaging with their employees proactively, transparently and honestly. There is no room for indecision when peoples’ livelihoods and mental health is at stake’. 






2.4 ER Generally 
The effect on the pandemic has seen a detrimental effect on organisations globally. BPN has historically had a relaxed culture working with employees ensuring that high employee engagement develops our productivity. The global changes have seen a major change on how the office side of the BPN operates, the implementation from Mark Drakeford (First Minister) to work from home where possible this is a shift for many employees at BPN. Homeworking according to the Global Workplace analytics (2020) is a growing field seeing business adapting to the change and being forced to adapt due to the pandemic effect, negatively the trust between employees and managers has been under the spotlight with many businesses including BPN having to adapt to the new way of operating this leaving a feeling of micromanagement amongst teams which is an unsettling feeling. 
The wellbeing of employees at BPN has been affected by the global pandemic as mentioned above the working from home instructions has brought a feeling of uncertainty, complexity and ambiguous to the business which is fitting considering the VUCA world we currently live in. a study shown by the Nations health board in Carmarthenshire (2020) shows that the cases in the area have risen to 159 a day which has seen the area fall into the Tier 4 lockdown before the national announcement by the First Minister was made which is also a worrying factor for employees affecting their increasing worries about job security and ill health risks. The UCL Covid-19 social study of 90,000 UK adults monitored mental health symptoms showed that they began to fall in June 2020 as lockdown measures started to lift and some normality was returned to society but mental health remained high in young people with lower income, people with diagnosed mental illness, those with children and those living in urban areas (Marshall, 2020).  
Kirk (2020) reports that the sickness records of the NHS staff are at an all-time high with the data showing that 6.2% in April 2020 which is up from 5.4% the month before as reporting by Kirk this is the highest level since April 2009 the NHS lost one in every 20 days to staff sickness during April 2020. Looking further into this data produced by the NHS it revealed that a third of the sickness absence in the NHS was down to stress which cost the NHS service over £300m per year. The sickness levels at BPN have also increased during this period (BPN, sickness data 2020) many employees feeling too anxious to report to work because of the health risks this also matches the report of Kirk (2020 who reveals that anxiety and depression were the most reported reasons for sickness absence with 20.9&, this has seen BPN having to take necessary steps to ensure that the workplace is safe for employees to report to work. 
Health and Safety have seen an increase in issues, for example, no suitable working stations and employees being able to maintain the social distancing rules whilst still being productive (HSE, 2020) (ACAS, 2020) (CIPD, 2020).  Reports from the BBC (2020a) show that Boohoo was talked about in a bad light for brining their employees into work knowing they had Covid-19 showing that the brand is focusing purely on company profits rather than employee health and safety.  The Government have reported that the message that should be communicated in business via email, notice boards, posters and word of mouth is ‘wash hands, cover face, make space’ (HSE -Gov, 2020).  



2.5 Best Practice Guidance of ER 
The pandemic has been challenging for business with business making some debatable changes. The pandemic has seen high street giants going into administration, such as the Arcadia Group (Topshop), DW Sports, Benson for Beds, Peacocks, Debenhams and many more (Baker, 2020)  this has seen thousands of job losses across the UK with the BBC News (2020) report that UK unemployment is likely to reach 2.6 million in the middle of 2021 that is 7.5% of the working-age population.  The pandemic has differentiated the positive leaders to the negative leaders with views on how they have dealt with the complexity of the pandemic following each step on how or if they put their employees first. JD Wetherspoon has taken the negative limelight as reported by The Guardian (2020) they abandoned 43,000 employees and insisted that they could not afford to pay them their wages until the company was reimbursed by the government to cover their wages. The company’s outspoken chairman Tim Martin has played down the risk of people gathering in pubs during the pandemic and insisted that the government was wrong to shut them down. This style from Martin is autocratic leadership style making his own decisions with no feedback from other colleagues or employees of the business not taking into consideration their safety during a global pandemic. 
The report from Stone (2020) states that Borris Johnson states ‘from the evidence and statistics collated shows that the spread of the disease does tend to happen later at night after more alcohol has been consumed’  this then puts a further strain on our NHS. The NHS leadership showed its resilience and compassion towards their employees throughout the pandemic (NHS, 2020) putting all employees mental and physical wellbeing first and going above and beyond to look after their people in what is the most challenging and straining time for the National Health Service the leadership of the NHS during the pandemic has been highly spoken about as they have offered employees flexible working and included different working initiatives to keep them engaged, connected and motivated. Connley (2020) carried out a review taken by employees of the business that rated their leaders publicly this saw leader being highlighted for their good leadership throughout the pandemics common themes in each leader was their engagement with employees, keeping communications up throughout a difficult period of uncertainty, they prioritised a work-life balance approach and put employee health and wellbeing at the front of their business plans. BPN has also had similar leadership with Managing Director John Burns leading the way on championing employee health and wellbeing ensuring that employees are continuously updated on future business plans and continuing to enjoy their roles even through a global crisis. 

3.0 Findings 
A SWOT analysis is a tool used that seeks to identify the strengths, weaknesses, opportunities and threats of the organisation, the analysis supports the organisation to determine their success and develop organisational strategies (CIPD,2020). The analysis is to identify the impact of Covid-19 on BPN on ER which is in further detail in appendix 2. The start of pandemic left the pet industry in a confused state where the industry goes from here. This saw many companies scrambling and making panic decisions that were detrimental to the company an example of this has been given by BPN’s, National Sales Manager who identified that many of BPN’s competitors implemented the furlough scheme for all their sales team leave customers short of stock for their shelves and in a place of uncertainty as to when the next delivery would be delivered. Franco (2020) states that the Pet Industry has elements that protect the industry from other consumer industries which include that there is no substitute for Pet Food, pets still need feeding and home cooking is not as feasible as buying pet food in the long term. 
Appendix 2 identified many strengths, weaknesses, opportunities, and threats that BPN are faced with. Strengths included the step up in leadership throughout the business and the focus on employee health and wellbeing which is paramount during the pandemic. This saw BPN implement a new Flexi day which is given to employees each calendar month for them to focus on themselves and have an extra break from work the findings of this saw employees noticing that the company have taken steps to implement the extra day to look after their wellbeing throughout the pandemic and beyond. BPN put employees first during the pandemic through giving 5 months of full pay during the early stages of the pandemic instilling the confidence the employees that the company are doing everything they can to ensure their roles are safe, BPN also saw the redeployment of employees to support with busier areas of the business i.e. production which showed employee flexibility and willingness to support during the pandemic. The findings discovered that the HR department was well updated on all governments rules and regulations which gives the employees the confidence that all precautions and correct steps are taken. The pandemic has brought opportunities for BPN giving them a strong foothold over their competitors in the market, Franco (2020), stated that with the pet food industry remaining intact throughout the pandemic it will mean that companies like BPN can recover quicker for the impacts. During the pandemic, BPN continued its high standard of services ensuring that consumers were well looked after this has seen the customer base of BPN grow during the pandemic with competitor brands closing their services throughout the lockdown periods which leads to BPN having the commercial edge on their competitors in a challenging market. The pandemic gave BPN new outlooks on more agile ways of working through using different technologies allowing bigger meetings to continue to take place virtually minimising the need to travel. 
The SWOT identified the weaknesses faced by BPN throughout the pandemic the biggest was the absence level of employees throughout the pandemic and the effect of the pandemic on employee health and wellbeing. BPN has seen an increase of sickness absence throughout 2020 (BPN Sickness records 2020) this has been caused by the pandemic and also the increase of employee stress due to the uncertainty of the pandemic. Studies from McCulloch (2020) shows that women are currently more stressed in work during the pandemic than men, which is an accurate quote when looking at BPN’s absence levels. Another weakness which has been crucial to fix is the transition from office working to home working with the business not used to the new way of working this identified that there we some unprotected areas in the IT infrastructure which is highly concerning a study from Moore (2020), states that home working has created new opportunities for cybercriminals this has caused unnecessary stress for employees.  
Employee health and wellbeing is a weakness for BPN but is also a long term threat for the company with many employees suffering mentally with the lockdown and uncertainty of their roles. This has been identified in our hospitality sector of the business with the team being on furlough for the majority of the last year. Their knowledge of the furlough scheme was minimal with the business having to react to government advice to close the hospitality sector which meant BPN had to be proactive and react quickly to the advice without a preferred consultation with the employees ensuring their understanding and feeling comfortable on the reasons why BPN have had to take the action taken. BPN has responded through giving wellbeing days to employees 'Flexi days' which has seen the confidence in the business growth amongst employees giving them full confidence that BPN is doing all they can to support their health and wellbeing and keep them in their roles during very challenging times for businesses. 

4.0 Conclusion 
BPN has responded strongly to the global pandemic support employees throughout the process ensuring that health and wellbeing is at the forefront of each decision made. BPN have continued to work throughout the pandemic delivering pet food and continuing to provide the best nutritional advice in the pet food industry.  Redeployment supported BPN with the management of the uncertainty that filtered through employees this saw BPN using employees in different areas of the business, alternatively, some employee decided that they would prefer the furlough scheme which BPN paid 100% salary for the first five months of the scheme this support BPN financially and also avoided the need for redundancies.  The safety of employees is paramount to BPN ensuring that employees are fit and healthy to continue working throughout the pandemic is something that is continued to be reviewed during the pandemic BPN ensured that employees were communicated to fully on the next steps and vision of the business, BPN also showed flexibility to staff allowing departmental managers to bring furloughed employees back as a 'skeleton staff' approach not allowing departments to be overcrowded so that employees felt comfortable in their working environment and their health is always at the forefront of BPN's decision making. BPN have provided new IT equipment and continues to develop the IT department to ensure all employees who are needed to homework are up to speed with the latest technology through some online internal training to minimise skill gaps and to manage the IT departments workload. 
BPN have been extremely successful during the pandemic ensuring that the business continues to run, employee flexibility and engagement to deliver the success for the company is very commendable and was rewarded in the form of a Christmas bonus. Employees have seen how much their health and wellbeing mean to BPN with the company showing empathy and understanding to isolation periods, employee confidence in returning to work and the health and safety processes and procedures in place to support them. A proactive approach that continuously develops to suit employees needs has seen BPN come out the other side of the global pandemic. 











5.0 Recommendations 
During the year of the pandemic, BPN has seen many changes from the health and safety rules and regulations that need to be implemented further in departments. The health and wellbeing of employees is something that BPN have become a focused fully on. BPN have implemented and enrolled a flexi day which gives employees the opportunity to take some time away from their roles to rest and recover and on each calendar month the flexi time renews. This has seen employees becoming more productive knowing they have that extra break during the month they have also become more engaged in their roles giving back to the company after the increasing demand of the industry this is BPN recognising that employees deserve the recovery. This has been the case with many other businesses as reported to by Mustoe (2020) who has stated that top businessmen and women are now developing a four-day working week and seeing productivity improvements and better company results. 
 After a turbulent year BPN continued to reward their employees through a Christmas bonus this is something BPN pride themselves on have continued to do. A consideration moving forward for BPN is to bring employee representatives on board that can communicate messages regarding company plans surrounding the pandemic these representatives can be departmental managers or team members this gives employees a voice allowing them to bring any concerns their teams/colleagues have to the table which will then be listened to by senior management and if necessary actioned. Once again giving employees a voice will contribute to their mental health and wellbeing.  MacLeod and Clarke (2008) show that giving employees a voice give employees that sense of involvement in business decisions giving them a voice to contribute ideas and their expertise on how actions should be taken leaving employees feeling empowered in their roles and during these times safe when decisions are being made affect them. 
Becoming more agile and working smarter is a recommendation to take forward for BPN, being more prepared of what may come in the future i.e. further restrictions and lockdowns, it is essential that the business continues to operate to remain in our competitive market position this includes being prepared with equipment better employee training on working from on the IT, this will allow employees to feel comfortable being fully able to operate from home. BPN has developed a more flexible attitude with employees when it comes to starting and finishing times between the times of 8am-5pm with the company strictly running at a 9am -5pm basis the company have been seen to split departments to minimise overcrowded departments this has seen employees adapting the early start and early finished which has been reviewed and continues to work extremely well for the company giving BPN that extra hour of trading.
Timescales and an action plan of recommendations have been set out in appendix 3. 
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7.0 Appendices 


Appendix 1 - Pestle Analysis 
	Political 
	· The pandemic has been a politically heavy with announcements surrounding safety of the population during the pandemic. 
· The job support Scheme (Furlough)
· Travel restrictions for trading. 



	Economic 
	· Redundancies and unemployment at an all time high in the UK 
· Living Wage Increase in November 2020. 


	Sociological 
	· Health and wellbeing of employees during these difficult times has been bigger than ever. 
· Career attitudes changing. 
· Home working. 


	Technological 
	· New technologies are continuing to emerge with new machinery and automated systems being used in certain departments. 


	Legal 
	· Changes in government legislation that have impacted on employment terms and conditions – furlough scheme. 


	Environmental 
	· Covid -19 a global pandemic that has seen business having to adapt to new working ways.  
· The shift in global warming and the increased need to switch to more sustainable resources. 



[bookmark: _Hlk60232021]


Appendix 2 – SWOT Analysis 

	Strengths 
	
· BPN have managed to be sustainable throughout the pandemic by continuing to trade in a busy pet food market 
· Existing wellbeing initiatives looked into for employees i.e. flexi day has been implemented. 
· BPN topped up the 80% furlough to 100% salary for the first 5 months of furlough. 
· Redeployment of staff to busy departments during the Covid-19 showed the flexibility and willingness of staff. 






	Weaknesses 
	
· Increase of employee absence relating to the pandemic 
· Increase of mental health cases. 
· The transition to home working was not something BPN done very smoothly – which identified the need for further IT training with some employees. This developed unnecessary stress for employees and workload issues for the IT department. 
· Internal communication on what employees should be doing if they needed to isolate etc. 







	Opportunities 
	· Given BPN the opportunity to look at more agile ways of working through developing home working systems i.e Microsoft teams meetings instead of travelling to and from offices. 
· Behaviours of employees changed which lead to new working ways being established safe, smarter ways of working. 
· BPN benefited from new customers with some competitors closing their doors during lockdown, this saw an increase of customers bulk purchasing pet food, giving us a commercial edge on our competitors. 
· Over time hours were worked to keep up with the demand of orders coming into the distribution department. 






	Threats 
	
· Uncertainty of employees who are on furlough not being able to return to their roles due to closures of sectors of the business. 
· BPN have a hospitality sector of the business this has been affected hugely by the pandemic which could lead to a complete restructure of the sector. 
· Employees showing resistance to returning to work after the pandemic worrying about safety measures. 
· Budget implications with the hold back in the training budgeting due to impacts of the pandemic. 
· Forced lockdowns by the government. 










Appendix 3 – Action Plan 
	Ref.
	Recommendation
	Person Responsible
	By When
	Resources Required (Cost)

	1
	How BPN supported the health and wellbeing of Employees during the Covid-19 pandemic. 

	HR Officer & HR Manager 
	Ongoing. 
	Costs of counselling sessions that the company are offering 
Flexi day that has been implemented to support employees.  

	2.
	Covid 19 Reps for each department.  
	HR Manager 
	January 2021
	No Cost – this will be an internal exercise allowing employees to bring forward ideas and voice concerns.   

	3.
	IT Internal training/ Ordering of equipment. 

	HR Manager and IT Admin
	January 2021
	Approximate costings will be around the £5000 figure further costings will be developed by IT. 
HR Manager will work with IT to develop an accurate training programme  to support employees working from home. 

	4. 
	Flexible Working 

	HR Officer & Departmental Managers.  
	January 2021
	Time of the HR Officer and Departmental Managers will come at a cost to BPN.. 
Flexible Working will also give the employees options on when they start i.e. 8am start or 9am start which gives them the flexibility to suit their personal life.  
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