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“In such a changing business world, unleashing and releasing employee voice is essential to improve the growth within the economy.” (Bennett & Lemoine, 2014)
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1. [bookmark: _Toc6139828]EXECUTIVE SUMMARY

The purpose of this report was to examine and critically analyse an employment issue at Calan DVS, the chosen topic was employee voice. 

The report will critically evaluate theoretical against best practice approaches to employment relations and evaluate the organisation’s current climate. Various existing approaches to employment issues were discussed such as direct and indirect participation, a PEST analysis identified external trends and will discuss the most significant impacting on the Organisation’s employee’s voice. Various social factors were identified including generational changes and the need for Calan DVS to tailor its approach more toward the majority of the workforce who are millennials. The impact of the trade decline and government policy has also impacted employee’s voice and therefore this report explores it in more detail. 

Calan DVS was identified as a pluralist organisation, which means a heavy reliance on trade union representatives despite outsourcing to an HR consultancy. Much of the previous research on this topic suggested that the majority of organisations are unhappy with their current level of employee voice and the report discusses ways to enhance it whilst improving employee engagement and optimising motivation and performance.

The research report makes recommendations for Calan DVS to consider in order to enhance its employee’s voice:
1. Utilize social media by implementing ongoing collaborative training which is likely to satisfy the millennial employees.
2. Employee engagement surveys should be introduced and circulated every quarter.
3. Develop an employee forum to share experiences, opinions and act as a representative on behalf of their colleagues.
4. Introduce a change of scenery for one-to-one meetings or group meetings and events: incorporating social learning to remove employees into a more positive, creative environment, encouraging them to share creative ideas.
5. Suggestions on ways to innovate and engage Calan employees based on the Innocent Drinks case study.
6. Suggestions on implementing a ‘speak up’ standalone policy to prevent whistleblowers.
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2. [bookmark: _Toc6139829]Introduction
 
2.1 [bookmark: _Toc528183178][bookmark: _Toc6139830]Report Focus
This report is written by an HR Advisor Consultant who works at an outsourced HR Company, HCHR Ltd. HCHR provide HR (including employee relations) support to Calan DVS (Calan Domestic Violence Services). The purpose of this report is to critically analyse an employment issue at Calan DVS (Calan) and evaluate the issue of theoretical understanding against best practice and to evaluate the current employee relations climate at Calan. 

The report will provide six recommendations to contribute to employee commitment and engagement incorporating innovation and creative suggestions, as well as aiming to improve Calan’s overall business performance.

2.2 [bookmark: _Toc6139831]About Calan DVS 
Calan supports domestic abuse victims and was formed in 2012. Calan aspires to be the benchmark for domestic abuse support services; and as a result, the Organisation has become “synonymous with innovation, service development and excellence” (CDVS, 2018).

Calan has a Board of voluntary Trustees, with eight members, who are drawn from different disciplines and backgrounds. The Trustees hold overall responsibility for Calan’s strategy and policy, whilst day to day management of Calan is delegated to the Chief Executive and senior management team (SMT). In discussion with staff and stakeholders, it has been agreed that Calan should work in pursuit of the following vision: ‘Safe and resilient communities free from domestic violence and abuse’ (CDVS, 2018). 

2.3 [bookmark: _Toc6139832]Employee voice

Employee voice is where an organisation views employees as the central solution rather than the problem; to be involved, listened to, and encouraged to share an employee experience, expertise and opinions (Glass, 2018). Having a meaningful voice is critical to improve the experience and knowledge of employees and will help to achieve business objectives (CIPD, 2019a). It will present challenges, as the concept of the employment relationship and the forefront of the business becomes more diverse (Newcombe, 2012; CIPD, 2019b). 

The employee voice is rapidly evolving and following consultation with the Chief Executive (CEO), HCHR established that Calan are now entering a new phase with the aim to abolish any involvement with the trade union to allow employees to speak for themselves, and to be able to establish a direct relationship between the employer and its employee. The Organisation is now reaping the benefits of relationship building and moving into a period of significant growth and change (CDVS, 2018).

PEST (political, economic, sociological, technological), is used in this report, as an environmental scanning tool to identify the most significant external factors (Kaplan & Norton, 2008), likely to impact Calan with the influence of the development of new voice channels by utilising technology, adapting to social trends and the rise of the gig economy (CIPD, 2018a; Dromey, 2014; Rose, 2008; Newcombe, 2012). 

2.4 [bookmark: _Toc528183181][bookmark: _Toc6139833]Report objectives;

The report will examine and critically analyse an employment relations issue, employee voice, at Calan, against theoretical understanding and the roles of the parties in terms of best practice. It will also provide creative and innovative recommendations to contribute to employee engagement as well as organisational level performance.









3. [bookmark: _Toc6139834]Literature Review 

3.1 [bookmark: _Toc6139835]Aim of the literature review 
The chosen topic is employee voice, where employees can communicate ideas to their employer, influencing issues impacting the workplace, creating innovation, productivity and improvement (CIPD, 2019a). This section will explore the historical context of employment relations and critically analyse Calan’s current climate. A PEST will be conducted to identify the most significant external trends impacting on the employee voice and theoretical understandings will be critically evaluated against best practice approaches to employee voice linking with employee engagement. 

3.2 [bookmark: _Toc6139836] The evolution of employment relations – Calan’s current climate
Employment relations has evolved from industrial relations, having a heavy involvement in collective bargaining, trade unions  (Heery, 2016) and employees having little direct involvement with their employers in the result of an employment issue. It now places a stronger emphasis on both individual and collective relationships in organisations. There are also changes amongst the working population; employees having different types of contracts (part-time and zero-hour contracts) which has caused confusion in terms of boundaries for line managers with employees having different terms and conditions (CIPD, 2018a; Pinto, 2013). On the contrary, these situations have brought new challenges to employment relations, as individuals seek clarity over their changing work environment. For employers, there is a strong need to adapt to a more transient and dispersed workforce (CIPD, 2019a; Pinto, 2013; Sharp, 2018). 

CIPD, (2018a) identified a key concern for organisations, it depends on whether managers have the opportunity to learn the relevant skills to manage workplace relationships together or on a one to one basis. If managers are not being taught the skills they need, they are likely to lack confidence and will be less competent at building a positive employee relations climate to enhance the employee voice. 

There is now rising emphasis on supporting line managers to create and develop employee relationships based on trust (Heery, 2016). Employee relations today, is about building a positive climate where employees have more involvement, commitment and are engaged helping to achieve business goals and enhancing well-being (CIPD, 2018a).

Calan seem to be stuck in the industrial revolution, having a pluralist approach, the trade unions are the ‘primary source of employee representation and voice’ (Gennard & Judge, 2002), and employees have limited access to communication channels and direct participation with their employer. 

3.3 [bookmark: _Toc6139837]Theoretical approaches to employment relations 
There are various theoretical approaches to employment relations, Fox (1974) identified two perspectives as ‘frames of reference’.
· Pluralist – believes that conflict is a normal, expected occurrence which is managed and cannot be prevented. Its whole focus is collective bargaining, placing a heavy reliance on Trade union officials (Rowley & Jackson, 2010).
· Unitarist – believes that conflict is uncommon and abnormal and believes it should be eliminated, this perspective sees any presence of a trade union representative or collective bargaining as unwarranted, believing it would cause the conflict, if introduced (Shaw, et al., 2018).
Calan has adopted a pluralist approach through a strong recognition for trade unions, despite its HR function being outsourced by HCHR (Heery, 2016). Pluralists strongly rely on trade unions, policies and procedures, minimizing the chance of conflict (Sutherland, 2008). Calan have implemented many policies designed to support their trade union in the contribution to this, such as; dispute resolution, whistleblowing, bullying and harassment and mediation policies (CDVS, 2018).

According to Besheti, (2018), 87% of employees worldwide are not engaged and the whole concept is described as a ‘matter of life and death’. A highly engaged workforce is the difference between an organisation outperforming its competitors and a business failing to develop (Harter, 2018). The ideal environment should be created in order for Calan to flourish employee engagement and find the right systems which directly communicate with their employees (Chamberlain, 2012; Dromey, 2014; Brown, 2017).

3.4 [bookmark: _Toc6139838]Psychological contract 
The psychological contract details different perceptions and ways to influence employees and their behaviours (Barry & Wilkinson, 2016). It is described by CIPD, (2019c) as ‘intangible by nature’ and aligns a sense of fairness and trust between the employer and employee. If a breach is made, individuals and organisations could face serious consequences which would negatively impact job satisfaction, performance and commitment. Other breaches can cause resentment of their employer and behaviours intended to tarnish the business reputation (Valcour, 2016; Townsend, 2003). The psychological contract is the fundamental key to successful employee performance and engagement and focuses on six significant areas: 
· Employer brand
· Communications
· Learning and career development
· Management style
· Managing expectations
· Measuring employee attitudes (CIPD, 2019c)
Based on psychological perceptions from an organisation’s behaviour, the psychological contract is seen to provide a strong foundation for employers to focus on the ’human’ side of the relationship between the employer and its employee, such as their values, incentives, and desires. The concept of the psychological contract differs between different times and depending on the individual (CIPD, 2019c; Townsend, 2003). As an example, other opportunities, such as availability of training and development may seem more appealing rather than job security to employees. 

3.5 [bookmark: _Toc6139839]Employee voice defined
In this volatile uncertain complex ambiguous (VUCA) world (Bennett & Lemoine, 2014), unleashing and freeing employee voice is key for the growing economy to evolve. Freeman & Medoff, (1984) made the academic concept of ‘voice’ prevalent, by emphasising the benefits for both the employer and the employee to have a ‘voice participation tool’. 

According to CIPD, (2019), having an employee voice is where individuals are able to communicate their own personal views to their employer, influencing concerns affecting the workplace, creating innovation, productivity and improvement within an organisation. This in turn, results in a rise in job satisfaction, more influence and more opportunities to develop their career (Millward, 1992). Sources argue that the whole concept of employee voice is a pro-social behaviour within organisational behavior and is a ‘hard-edged agenda’ to be able to successfully ensure any benefits take place. (Barry & Wilkinson, 2016; Sharp, 2018)

Some sources refer to an employee voice as having the support of a trade union, or representative, like Calan, linking it to a significant normative case for collective organisation (Freeman & Medoff, 1984). Although there has been a decline in union voice since 1980, the way employers communicate through various channels such as regular meetings and briefing groups has increased (Rose, 2008). 

There are various forms of participation, which have been identified for organisations to enhance an employee voice; direct, indirect, downward and upward (CIPD, 2019; Freeman & Medoff, 1984; Sharp, 2018). The most significant participation methods relevant for Calan are direct and indirect. 

3.6 [bookmark: _Toc6139840]Direct participation
Employees sharing views directly with their employer via staff meetings or 1:1 reviews, or vice versa, without involving any trade unions (Bryson, 2004). Organisations favour this approach to be more effective as it increases employee engagement helping to build trust (Elgoibar, Euwema, & Munduate, 2016; Sharp, 2018). This approach also allows both the employee and employer an opportunity to raise any issues about their work in the organisation. However, The Taylor Review believes that engaging with trade unions will enhance an employee voice by assisting with collective bargaining and particularly avoiding the employer making any less favourable outcomes for individuals when recruiting. This is called indirect participation (Taylor, 2017).

3.7 [bookmark: _Toc6139841]Indirect participation
An indirect approach is usually referred to as corporate governance which ensures that the employee’s interests or concerns are raised by an employee representative or trade union (CIPD, 2019a).  A survey carried out by the CIPD, revealed that 50% of participants were more than satisfied with the amount of authority they have to make decisions in the workplace and that employees working in smaller private sector companies are more content with their level of voice (CIPD, 2019b).

According to (CIPD, 2019a), it is becoming more apparent that employees are using the whistleblowing procedure as an efficient way to communicate important messages around dangers at work or a breach of legislation affecting others, to their employer. Calan should consider implementing its own speak-up policy to support the top-down outlining solutions when facing a malpractice situation.

3.8 [bookmark: _Toc6139842]External Factors
In such a changing business world, unleashing employee voice is crucial to improve the growth within the economy (Newcombe, 2012). The uncertain labour market creates many neglected voices, and emerging technological and generational trends are changing the nature of employee voice. The fact that Calan still heavily rely on trade unions to represent an employee with employment relations, reduces engagement levels due to not having direct contact between themselves and the employer (Crawford, 2013).

[bookmark: _Toc6139843]3.8.1 Trade union decline
One major political trend Calan will notice an impact from is the trade union decline (see appendix A: PEST analysis). 

Topping, (2017) stated that trade union memberships have plummeted the most it ever has as they lost 275,000 members in 2016. Figure 1 shows the trade union decline between 1995 and 2016. Economist, (2015) believes that it is mainly due to operational changes in advanced economies based on having tight labour markets and skills shortages, even though, indirect channels are associated with the positivity of fairness or fair treatment  (Rose, 2008). 

Figure 1: Trade union UK decline between 1995 and 2016
[image: page7image3465293728]

Gennard, et al., (2016) argue that government decisions are held by collective bargainers and trade union representatives are referred to as ‘bully boys’ and ‘wreckers’ (YorkshirePost, 2013) which affects the levels of employee voice. Multiple sources also reveal that Margaret Thatcher set out to ‘crush the power of Britain's trade unions’ by introducing various employment legislation throughout the 1980s so that employers were unable to fairly dismiss those employees who refused to join a trade union (Travis, 2013; Mulholland, 2006). In 2016, the Trade Union became law which has overall resulted in unions having less involvement in recruiting, organisation, collective bargaining and taking action (Collins, 2015). 

3.8.2 [bookmark: _Toc6139844]Generational changes
The term Baby Boomers refer to those born before 1963, GenerationX between 1963-1980 and Millennials were born between 1980 and 1995 (Barr, 2018). Millennials are known to value a work-life balance (Carvalho, 2017) growing up with their lives shaped around technology, constantly demanding regular workplace feedback and they highly value flexible working as a benefit (Beheshti, 2018; Lurie, 2018). Baby Boomers and Generation X however, are perceived as being ‘reserved’ and have different career prospects, attitudes and behaviours. They work hard for their employer in exchange for a long-term investment in the development of their knowledge and skills to ensure job security benefits, such as, a retirement fund or pension (French, 2018; Lipman, 2017).

Over 50% of Calan’s workforce consist of millennials. The organisation should therefore be mindful of this when developing ways to enhance the employee voice. In contrast to other generations, the relationship with a millennial employee and their manager, impacts the employee’s job satisfaction (Gilbert, 2011). By utilizing this as a vocal tendency, it could reduce the risk of dissatisfaction. If Calan tailor its approach for millennial employees to have the ability to raise any issues, expectations or to provide and receive feedback, with their manager, the organisation would be more successful at enhancing their voice which will help to retain millennial talent (Alton, 2017). 



3.9 [bookmark: _Toc6139845]Employee engagement: Best practice
Employee engagement is the emotional commitment between the employee and the employer, in order to align with the business objectives (Kruse, 2012). According to CIPD, (2019a) good management and a quality workplace environment makes employees happier and healthier, and it gives them a sense of fulfillment which encourages productivity and innovation. Calan need to make sure its workforce is motivated and engaged in order to receive high productivity (Bearne, 2018) and this report will recommend ways to achieve this. The conception of employee engagement re-aligns other perceptions, significantly, motivation and commitment. It underlines both employees’ well-being and performance (CIPD, 2019b). 

A survey by the SMF revealed that motivated and engaged staff are known to be 12% more productive than unhappy employees (Sgroi, 2015). However, Graber, (2015) argues that most employers are oversimplifying the process to improve engagement by seeing employee satisfaction as an alternate for engagement. 

In terms of best practice, there are various ways to establish a culture of engagement according to multiple sources such as;
· Introducing a new environment for employees for meetings, 1-1 sessions etc. 
· Employee engagement surveys
· Consistent onboarding processes and training 
· Regular communication with employees and managers
· Implementing training and communication
(Kappel, 2018; CIPD, 2018a; Straw, 2018)

A critical factor to organisational success for Calan will be to understand all aspects of employee engagement to ensure the Organisation’s actions are relevant (CIPD, 2019b). However, ACAS, (2017) believes that to engage employees, it can’t be enforced from top-down and is more about a cultural shift in the way organisations behave. ACAS suggests four key ingredients to sustain a ‘happier, highly motivated and more performing workforce’;
· Leaders should have the same vision: to value how employees contribute
· Managers should be empowering their staff rather than controlling or leading employees. 
· To create a sense of trust and integrity, values need to be integrated into the everyday business instead of just existing on paper 
· Employees who are able to raise any concerns or opinions directly to their employer 
Critics argue the relationship between employee engagement and performance outcomes is ‘far from perfect’ (Harter, et al., 2002) that although employees might be engaged and motivated, they are not necessarily meeting the expectations of their employers, this may be due to employees working too hard and burning out where the whole organisation would sufer. 

3.10 [bookmark: _Toc6139846]‘Engaging for Success’ Theory

Macleod & Clarke, (2009) published a report, ‘Engaging for Success’, identifying four engagement enablers to help shape the business environment where employees can perform at their highest potential: 
· Creating a strategic narrative - Detectible, inspiring leadership providing a strong strategic narrative about the Company history.
· Engaging managers - who focus their employees providing them with scope, treating them as individuals.
· Providing an employee voice - to reinforce and challenge views. Employees are seen as central to the solution and invited to contribute their experience, expertise and ideas.
· Ensure organisational integrity - the values on the wall are reflected in day to day behaviours. There is no ‘say –do’ gap. Promises made and promises kept, or an explanation given as to why not.
Hollinshead, et al., (2002) argue that most theoretical approaches are not appropriate, and are unrealistic for the modern world. There were multiple risks mentioned in the report that not all employees have a voice and it was recognised by The John Lewis Partnership that employees who feel they do have a voice to raise any employment issues, equally feel more connected to their employer. 

Calan have an intranet system for internal staff to communicate their views however after consultations with the CEO, HCHR also noticed that this isn’t utilized to its full potential. Employees who fail to speak up whether it is via email, face to face or on the intranet will automatically become disconnected to the organisation (CIPD, 2019a). Cancialosi, (2016) argues the limitations of digital communication present significant challenges such as no guaranteed feedback or a potential confidentiality breach.

4 [bookmark: _Toc6139847]CONCLUSION

The aim of this report was to critically analyse an employment relations issue at Calan; employee voice. 

The literature review established Calan are stuck in the industrial revolution of employment relations, having adopted a pluralist approach with heavy reliance from trade unions as a method of employee voice, lacking direct participation with their employer. This report will recommend ways to change that culture to provide the employee an opportunity to voice their opinions directly to their employer. 

Macleod & Clarke, (2009) theory ‘Engaging for success’, identified four engagement enablers: creating a strategic narrative, engaging managers, provide an employee voice and ensure organisational integrity. Calan should follow this model in order to get employees to perform to their highest potential which requires treating managers like individuals, making sure employees are aware of the organisation’s strategic past and future business plan, implement methods where employees can reinforce and challenge their views and to ensure business values are integrated into everyday behaviours. 

The PEST analysis identified specific external factors impacting employee voice such as generational shifts focusing on millennial’s needs and expectations. As the majority of Calan’s workforce are millennials, who have significantly different characteristics to baby boomers and generationX, Calan need to consider the fact that they favour regular feedback, technological platforms to integrate and like to socialise, when trying to enhance the employee voice. It also established a trade union decline is impacting the employee’s voice due to government changes such as the Margaret Thatcher governance and the Trade Union Act becoming law in 2016. 

In terms of best practice, it was established that good management and a quality workplace environment makes employees happier and healthier, providing them with a sense of fulfillment. This is seen to improve productivity and innovation (CIPD, 2018a). 

Following consultations with the CEO at Calan, HCHR established that the Organisation’s future aim is to become a unitarist with the perspective of having minimal business conflict and removing any involvement with the trade union to give its employees an opportunity to speak for themselves, and to be able to feel confident to develop a direct relationship between the employer and its employee (Shaw, et al., 2018).

The following chapter will provide six recommendations on ways Calan can enhance its employee voice, based on findings from this report. 



















5 [bookmark: _Toc6139848]RECOMMENDATIONS

5.1 [bookmark: _Toc6139849]Utilizing social media: implement ongoing collaborative communication 
As mentioned in the literature review, Calan’s engagement strategy should be developed to attract millennials who are known as ‘tech savvy’ individuals (York, 2017). According to Barber, (2016), using social media to harness an employee voice is an ideal platform for employers and sees it as the perfect prospect to innovate and engage staff, despite some organisations feeling cautious to use its power (Doward, 2017).

NHS, (2013) believes there are two methods for enhancing employee voice via social media:
· Bringing the outside in: working with positive and negative feedback, accessing staff’s annual opinions via engagement surveys.
· Taking the inside out: using social media to gain regular feedback from staff via the organisation’s intranet forums and using blogging platforms to celebrate success of the organisation to provide staff recognition. 
Millennials also expect continuous quick and collaborative training and feedback (Gower, 2014), and for the organisation to improve the engagement of its staff, it is suggested to use interactive websites for attraction. Calan is likely to notice a positive return of investment (ROI) as millennials will be able to integrate their continuous professional development on a day to day basis instead of having to do formal, annual appraisal meetings which costs a lot more time and money (York, 2017; Carvalho, 2017; Gilbert, 2011). 

5.2 [bookmark: _Toc6139850]Employee engagement surveys 
As mentioned in the literature review, employee engagement is the emotional commitment between the employee and the employer, aligning with the business objectives (Kruse, 2012). Macleod and Clarke’s theory of the four engagement enablers was explored to support the cultural change, for employees to improve individual performance. One enabler was, ‘providing an employee voice’. There are various ways Calan can enhance an employee voice however, one significant recommendation is to implement engagement surveys, circulated to all staff every quarter. The survey should use a likert scale scoring system, to provide a more accurate response investigating more concisely, the employee’s feelings, views and experiences (Morrel-Samuels, 2012). There are many benefits of an employee engagement survey, Judd, et al., (2018) states the three most significant strengths:
· ideal predictors of behavior;
· employees have the chance to feel heard;
· vehicles for shaping culture and changing employee’s attitudes.
Camelot UK (The National Lottery) are known to have increased its employee voice 10% in 2014, by directing its main focus on leadership behaviour, experiencing the values, having clear and transparent communication channels, appreciating its impact, and recognition (Smith, 2014). An example employee engagement survey can be shown in appendix B, which is recommended for Calan follow, to design its own survey. 

5.3 [bookmark: _Toc6139851]Develop an employee forum
According to Duckworth, (2015), an open employee forum that is conducted either face to face or via social media (such as JIVE), is a positive method to support an organisation enhancing its employee voice. Multiple sources believe the importance of committing to reading responses and/or minutes from the forum meetings, engaging with individuals and sharing experiences (Sharp, 2018; CIPD, 2019a; CIPD, 2018a).

Virgin Media implemented an employee voice forum as it was costing 75% of one job role and so, it consisted of one national voice lead and around 360 voice reps throughout the whole organisation (Sharp, 2018). The project has since benefited the company in various positive ways:
· Positive impact on the business culture – driving culture change
· Improved employee engagement all across the business
· Improved connections with internal communications 
· Leaders are now prepared to listen
(IIC, 2018)

An employee forum will be an integral part of Calan’s business plan, providing encouragement of two-way communication and employee involvement linking to an overall engagement strategy to enhance employee voice (Stuart, 2014). It is therefore recommended to introduce a staff forum consisting of one or two employees from each project area at Calan and the meetings should occur once a month to act as the voice of their fellow colleagues which should influence business decisions. Cost implications and the strategic objective for this recommendation, are outlined in appendix C of this report.

5.4 [bookmark: _Toc6139852]Introduce a change of scenery – social learning
According to Altman, (2018) social learning was a significant trend in 2018 and many workplace environments are experiencing hostility as they fail to be ‘intellectually stimulating’ as more employers are aligning technology with remote work or online training.

It is recommended that in order to enhance the employee’s voice, Calan should facilitate meaningful social connections, to keep up with emerging technologies. This could be changing the meeting setting, i.e. taking the employee out of the workplace environment also known as an ‘off-site’ (Frisch & Chandler, 2006). Daykin, (2018), refers to Business as a creative painting, starting with a blank canvas, science as an approach to gaining knowledge and art requires skills to be able to carry out any human activity which a business also needs. A creative environment such as the Glyn Vivian art gallery or the Swansea Bay Museum would be an ideal place to hold one-to-one feedback meetings with the manager. It will encourage employees to share creative ideas, out of their comfort zone and holding the meetings in a different environment will allow both the employee and the manager to gather a fresh perspective.

5.5 [bookmark: _Toc6139853]Innocent Innovation
Innocent is the UK and Europe’s number one smoothie brand. Innovation is highly valued by the Company as being a consistent behaviour to encourage employees to voice suggestions on ways to improve the business. The Company would enforce employee engagement in a number of ways. As mentioned in the literature review, Calan must encourage a more open and transparent culture: Innocent hold monthly meetings company-wide to provide financial updates keeping the employee’s in the know. The Innocent head office meetings have seating allocated randomly including management in order to get a broader understanding of different roles and how, holistically, Innocent works. Employee surveys are conducted every quarter to share employee views and opinions (Sahlman & Heath, 2004).

5.6 [bookmark: _Toc6139854]Implementation of a ‘speak up’ policy
Based on findings, it is suggested a speak-up policy should be implemented at Calan as it can be used to support employees re-assuring that their concerns are important and that they are listened to. It will also encourage employees to raise any organisational issues to the Board. An effective speak-up policy will also encourage Calan staff to raise their issues with their manager, internally before externally raising their concerns via social media or to the public press (Black, 2015). A climate of open, regular communication aligned with a clear procedure for managing conflict or raising issues, will support Calan and reduce the risk of alleged accusations of misconduct activity.

 (CIPD, 2019a) advises that the policy should outline the following principles; 
· Calan stresses the importance of ways to identify any wrongdoing in terms of dangers or illegalities.
· Any actions must be reported immediately to the employee’s line manager/ CEO.
· Employees are welcomed to raise more serious issues to the CEO and will not be penalised for not informing their line manager.
· Employees are encouraged to voice their concerns at any stage and are assured they will be treated in total confidence
· There will be no discipline for making managers aware of any actions 

An action plan can be found in appendix C for Calan, including costs associated with these recommendations.
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7.2 [bookmark: _Toc6139859]Appendix B: Employee engagement survey
Calan DVS are committed to listening to the opinions of all employees in the workplace and taking appropriate actions based on those attitudes. However, it can be difficult to ensure that the opinions of all employees are heard. To address this, the organisation has devised this employee engagement survey. We would like you to complete this survey so that your opinions can be heard. We want to hear all opinions, positive and negative.
The survey should take no longer than [20] minutes to complete. Please answer every question.
The survey is anonymous, and no attempt will be made to identify anyone who has completed the form. The opinions gathered from this survey will be confidential. A minimum number of 10 employee responses in each team is needed to enable the organisation to give a breakdown of the results. If a team provides fewer than 10 responses, the results of the survey will not be available at team level. However, the team's results will still feed into the survey results of the organisation as a whole and any higher business-unit levels.
If you have any questions about the survey, please contact [name and contact details].
[This survey is being administered and analysed by HCHR Ltd, a firm of consultants that has significant experience in carrying out similar surveys. The organisation has in place arrangements with Calan DVS to ensure that it has measures in place safely and securely to process employees' personal data.]
The deadline for completing the survey is [         ]. You should return the survey via email to: info@calandvs.co.uk.
Thank you for your time and cooperation.
	About you

	Gender:
	Male
	Female

	Length of service:
	Less than one year
	1-2 years
	3-5 years

	
	6-10 years
	11-20 years
	20+ years

	Employment type:
	Full time
	Part time

	Do you have line manager responsibilities:
	Yes
	No

	Grade:
	1
	2
	3
	4
	5
	6


 
	Questions

	Please answer each of these questions by ticking the appropriate box. If you would like to add any comments to explain your response, please do so in the space under each question.

	1. Do you think that you are fairly paid?
	Yes
	No
	
	

	Comments:
 
 

	2. Have you received enough training to allow you to perform your work duties effectively?
	Yes
	No
	
	

	Comments:
 
 

	3. Can you see a career path for yourself in this organisation?
	Yes
	No
	
	

	Comments:
 
 

	4. Do you enjoy coming to work?
	Yes
	No
	
	

	Comments:
 




 
	Agree/disagree

	In this section there are a number of statements. In response to each statement you are required to tick one of five boxes.

	Scale
	Strongly agree
	Agree
	Unsure
	Disagree
	Strongly disagree

	1. My manager gives me clear guidance on my work duties.
	1
	2
	3
	4
	5

	2. I understand the organisation's vision.
	1
	2
	3
	4
	5

	3. I enjoy working with members of my team.
	1
	2
	3
	4
	5

	4. I am rewarded well for the work that I do.
	1
	2
	3
	4
	5


 
	Any ideas?

	Please answer the following questions.

	1. How do you think your work could be made more interesting and challenging?

	 
 
 

	2. What new products/services do you think we should offer?

	 
 
 

	3. Do you have any comments that you would like to add to the answers that you have already given?

	 
 
 









7.3 [bookmark: _Toc6139860]Appendix C: Action Plan
	Ref
	Recommendation
	Person Responsible
	Date of Action
	Resources Required
	Strategic Impact
	Cost Implication

	1
	Utilizing social media: implement ongoing collaborative communication 


	Senior management team (SMT)
	1st May 2019
	· Liaison with Telemat (IT)
· Social media platforms: LinkedIn, Twitter & Facebook 
	· Staff are innovative and engaged and comfortable with the level of feedback received. 
· Calan’s ROI will increase

	· 3 hour brainstorming meeting with SMT
· 1 day worth of work for Digital Marketing Officer to ensure social media content relevant 
· Telemat onsite service could cost up to £300 per day to design a potential communication platform 

	2
	Employee engagement surveys 

	· All line managers to be responsible for circulating surveys to their team 
· HR Advisor Consultant from HCHR


	Ongoing, to start next financial quarter – June 2019
	· HR will need to work in conjunction with HCHR to ensure appendix B is relevant to Calan 
	· Increased employee voice 
· Transparent communication channels 

	· £75 per hour (3 hours) paid to HCHR consultant to create employee engagement survey. 

	3
	Develop an employee forum

	One line manager from each project area and one employee
	30th May 2019 – next SMT meeting
	· JIVE social media platform 
· Meeting room 1 to be reserved 
	· Employees will feel more engaged and able to share experiences 
· Positive culture change
· Improved communications 

	· 2 hours each month for the employee forum meetings 

	4
	Introduce a change of scenery – social learning

	One line manager from each project area  
	23rd April 2019 
	· Outlook email/ calendar to invite employee to an offsite meeting 
· Performance review contained in handbook and health and safety policy, needs to reflect taking employee offsite 
	· Employees will feel engaged to share creative ideas.
· Both employee and manager will gather a fresh perspective on each other and the organisation.
	· 2 hours of both employee and manager’s time for the meeting including travel time.

	5
	Innocent Innovation

	The whole SMT 
	Quarterly basis, starting 1st May 2019
	· Outlook emails to arrange meetings
· Conference room at Shaw Trust to be hired out for 3 hours to hold Organisation wide meetings
	· Managers have a broader understanding of all roles and how the organisation works 
· Staff are aware of any relevant financial updates 
· Staff feel more innovative knowing that their suggestions are listened to

	· £200 per hire at ShawTrust (per quarter)
· 2 hours lost each quarter by each member of staff to participate in meetings 


	6
	Implementation of a ‘speak up’ policy

	HR Advisor Consultant from HCHR 
	28th April 2019
	· XpertHR for relevant legislation/ GDPR  updates
	· Staff feel confident to raise any issues which enhances employee voice
· Reduced risk of public press being exposed
· Calan will experience a more open and transparent climate with regular feedback


	· £75 per hour paid to HCHR consultant to design and revise handbook policies (approx. 1 day = £575)




PEST Analysis- Calan DVS


Political
> Funding cuts (BREXIT) affecting job losses - causing job uncertainty
> Trade union decline
> increased 
> Working hours etc


Economic
> Economy growth/Decline
> Unemployment rate 
> National minimum wage increase (NMW) - could cause employees to compare pay.
> Increased Living   wage
> Taxation
> Gig economy - less contact between staff could reduce engagement


Sociological
> Generational Changes - consumer attitude, increased support needed 
> Media views - influencing employee's opinions/ social pressures
> Generational trends: millennials
> Employee reviews online



Technological
> Emerging technologies: Digitalisation - robotisation - jobs becoming extinct
> Reduction in employee engagement - less humans more robots 
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