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[bookmark: _Toc6406567][bookmark: _Toc6414919]Executive Summary 
The purpose of this report was to provide an in-depth analysis of the DVLA’s current strategies to minimise conflict from a diversity and inclusion perspective. The literature review revealed the theories underpinning employment relations, the necessity of good conflict management and effective communication. Results from a PESTLE analysis revealed the profound impacts of social factors upon diversity and inclusion practice. Furthermore, the consequences of exclusion were explored. The conclusions drawn from the literature review provided insight into further recommendations for the DVLA employment relations strategy.
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1. [bookmark: _Toc6406568][bookmark: _Toc6414920]Introduction 
 
The purpose of this report is to evaluate the current employment relations strategies within the DVLA in specific regard to their approach to issues arising from inclusivity and diversity. 'Employment Relations' is a terminology that has emerged and replaced 'Industrial Relations' as a term for defining the relationship between the employee and the employer (Ayling, 2018). Employees are becoming increasingly recognised as a vital resource for strategic success within organisations and therefore it is paramount to develop, harness and utilise the employee-employer relationship to reap the best outcomes for organisational goals (Kang and Sung, 2017). In response to this, there is now an increasing emphasis on strategies to provide managers with the skills to establish 'trust-based relationships' with their employees (Ayling, 2018; ACAS, 2011).  By creating and maintaining a 'positive climate' of employee relations can increase levels of employee engagement, commitment and employee involvement, all of which can improve business success and overall employee well-being (Ayling, 2018). Supporting this, Dalton and Villagran (2018) advocate that through the enhancement of work relationships, it can help foster and encouraging environment where people feel comfortable enough to open dialogues to solve issues. The focus for this report is on the employment relation issues arising from a diversity and inclusion standpoint.
Beazley and Miller (2018) state that promoting and facilitating diversity and inclusivity in the workplace is paramount to effective people management. Supporting this, Sabharwal, Levine and D’Agostino (2016) state that organisations with an inclusive and diverse workforce are more successful, innovative and perform better than organisations that do not. As organisations become increasingly diverse, the necessity for creating and maintaining an inclusive work culture will aid the struggle against potential conflicts arising from intergroup tensions and characteristic silo's that threaten collective collaboration and limit the strategic potential that can be gained from a diverse workforce (Menzies, 2018). For the purposes of this report, an evaluation of employee relations management within the DVLA included a PESTLE (Political, Economic, Social, Technological, Legal and Environmental) analysis (Appendix A). PESTLE analysis is a useful diagnostic tool for analysis the organisation’s external environment (Rastogi and Trivedi, 2016; Shital et al., 2018; Visconti, 2016). The main external factor impacting on employee relations management from a diversity and inclusion perspective was the Social factors which will be discussed in more detail in the literature review.
As the DVLA is a public sector organisation, it has to adhere to UK legislation. The Equality Act (2010) states that it is against the law to discriminate against the protective characteristics of Age, Disability, Gender reassignment, Marriage and civil partnership, Pregnancy and maternity, Race, Religion or belief, Sex and Sexual orientation (UK Legislation, 2019). However, organisations must recognise that to deliver an effective diversity and inclusion strategy, it must go beyond just complying with legislation by creating value for the organisation and contributing to employee well-being and engagement (Beazley and Miller, 2018; Shore, Cleveland and Sanchez, 2018). However, Sabharwal, Levine and D’Agostino (2016) argue that although the public sector has benefited from the diversification of its workforce in practice through the improved capacity to deliver services to diverse populations, there is no clear sign that the Public Sector is keeping pace with the on-going societal changes. The DVLA strategic plan for 2017-2020 highlights a key vision to become leaders of diversity and inclusion within the Civil Service (Gov.uk, 2019a; McNeil, 2018). This reflects the organisation’s recognition of the value of having a diverse and inclusive workforce. The DVLA intend to attract, recognise and nurture diverse talent, have the best staff networking group in the Department of Transport and also deliver a crucial message to staff to increase understanding of the importance of diversity and inclusion and what each individual can contribute to making this happen.
The literature review consists of an evaluation of employment relations in context, Conflict Management and Effective Communication, Diversity and Inclusion and Impact of Exclusion.


2. [bookmark: _Toc6406569][bookmark: _Toc6414921]Literature Review
[bookmark: _Toc6414922]2.1 Employment Relations in Context: 
In deepening the understanding of the term ‘Employment Relations’, it is important to note the historical context of industrial relations and how it emerged.  The concept of Industrial Relations emerged and developed as a result of the industrial revolution (Kaufman, 2004; Hyman, 2018).  The increases in relentless social and economic changes led to employees working long hours for low wages doing monotonous and dangerous work under poor supervisory practices which in turn led to high employee turnover, violent strikes and an increasing threat of social instability (Hyman, 1995; Gall and Holgate, 2018). In response to this, Industrial Relations was formulated with a distinct emphasis on problem-solving strategies through the incorporation of communication and collective bargaining between both employees and employer (Kaufman, 2004).  In modern society ‘industrial relations’ is often viewed as too broad a concept for encompassing employment relationships and therefore the rebranding of ‘employment relations’ is increasingly taking precedent due to encompassing both the collective and individual workplace relationships (Ayling, 2018; Banfield and Kay, 2008; Lewis, Thornhill and Saunders, 2011).
There are three dominant theoretical perspectives of employee relations; these are ‘Pluralist’, Unitary’ and ‘Radical or Critical’ frameworks (Abbott, 2006; Malik, 2018). The Pluralist approach views management and employees as two separate groups with differing values and objectives (Abbott, 2006). Therefore, the pluralist notion is to acknowledge the inevitability of workplace conflict due to differences and progressively manage them instead of ignoring or avoiding it (Malik, 2018). This approach recognises the competing authority of other organisations such as trade unions and utilises a collective and collaborative relationship to deal with employee relations issues (Martínez Lucio, 2007). This is likely to incur fairer outcomes for employees as they are enabled to negotiate terms and counter balance managerial power through the legitimate right of collective bargaining (Hodder, 2015).
The Unitary approach emphasises the promotion of a common and unified set of values and behaviour in order to achieve harmonious organisational goals (Malik, 2018; Zhang, 2014). It also encompasses the notion that workplace conflict is not an inevitable characteristic that arises in the relationship between management and employees (Abbott, 2006; Wilkinson et al., 2014). However, when conflict occurs, it is often seen as the product of poor communication or the exhibiting of inappropriate behaviours and therefore likely intervention entails learning interventions and/or disciplinary action to quash the effects of outliers on the ‘natural order of things’ (Budd and Bhave, 2008; Malik, 2018).
The radical or critical approach is largely considered redundant due to the decline in ‘radical’ thinking (Gall and Holgate, 2018; Kaufman, 2018). However, the framework is based upon the work of Karl Marx (1950) who argued that there was a fundamental inequitable division of interest between classes due to the nature of capitalist society. This inevitably leads to on-going conflict and the emergence of trade unions is seen as a natural product of capitalism (Malik, 2018; Abbot, 2006).
The literature indicates that the DVLA operates from a pluralist perspective due to the acknowledgement of the trade unions such as the Public and Commercial Services Union (PCS) and their approach to conflict management.
[bookmark: _Toc6414923]2.2 Conflict Management and Effective Communication:
Conflict within the workplace is unfortunately, a compulsory part of the employment relationship and therefore it is essential to practice conflict management strategy to ensure the continued health of workplace relationships (Ayling, 2018; Terason, 2018).  The CIPD, survey report on workplace conflict (2015) claims that 45% of public sector employees were more likely to express an experience of conflict that happened in the last year than of their private sector counter parts. The implications of this demonstrate the importance of effective conflict management strategies. Caputo, Ayoko and Amoo (2018) state that organisational workforces are becoming more diverse in their composition, there are potential challenges to be faced such as intensified conflicts due to differences in beliefs and values.  Without effective conflict management, individual and ‘unorganised conflict’ can cause detrimental effects to organisational success, such as increased costs due to sickness absences, unhealthy relationships, bullying and harassment leading to eventual high employee turnover rates and a tarnish employer brand (Ayling, 2018; Choi and Ha, 2018).
Choi and Ha (2018) state that there are three types of conflict management culture that influence employee satisfaction, these are: Dominant, Collaborative and Avoidant. Dominant conflict management promotes active confrontation as a normal behavioural strategy that encourages competition to publicly resolve conflicts. In opposition to dominant conflict management, is a collaborative conflict management culture that encourages co-operative behaviour to resolve conflicts. Avoidant conflict management proposes a passive approach to conflict in order to preserve harmony (Chen, Xu and Phillips, 2019; Choi and Ha, 2018; Johansen and Cadmus, 2015). It is apparent that the public sector has a more collaborative approach to conflict management as the use of mediation and the inclusion of third parties such as trade unions remains a popular strategy (CIPD, 2015; Lahana et al., 2017). The collaborative approach to conflict management culture positively influences job satisfaction and productivity through the enabling of a supportive environment in which employees feel safe to voice their concerns and develop solutions (Caputo, Ayoko and Amoo, 2018; Choi and Ha, 2018; Tearson, 2018). Almost et al., (2016) suggests that dude to the inevitable nature of conflict occurring in the workplace, it is the responsibility of both management and employees to increase awareness, accountability and understanding of conflict to enable the proactive task of minimising antecedents and reduce conflict.
A major issue resulting on conflict is due to misunderstandings, misinterpretation of meaning and general miscommunication (Ayling, 2018). Kang and Sung (2017) state that effective employee communication can help influence the employee perception of their relationship with the organisation in a positive way such as through enhancing an employee’s organisational trust, loyalty, performance and commitment. Supporting this, Oetzel (2017) proposes that effective communication can lead to positive outcomes despite cultural diversity within work group communication. Additionally, Ayling (2018) states that organisations must evolve from using traditional formal strategies of communication towards promoting a much broader skill set that incorporates dynamic dialogue between two parties, forward thinking and emotional intelligence.
[bookmark: _Toc6414924]2.3 Diversity and Inclusion:
According to the PESTLE analysis (Appendix A), the societal climate in which organisations are operating in today have become more and more complex and diverse (Brunow and Nijkamp, 2016; Sabharwal, Levine and D’Agostino, 2016; Shore, Cleveland and Sanchez, 2018). People are not only characterised by the race and gender, but by their socio-economic class, sexual orientation, age, physical ability etc. (Sabharwal, Levine and D’Agostino, 2016; Ogbonna and Harris, 2006). As society becomes more diverse, organisations must also adapt their workforce to reflect the population so as to ensure organisational success (Shore, Cleveland and Sanchez, 2018). Reflecting this, the DVLA consider the definition of a diverse workplace as having staff that is representative of the customer population they serve (DVLA, 2017).  
A blend of diverse individuals inevitably leads to changes in the dynamics of working relationships as people adapt to new unfamiliar social situations (Ogbonna and Harris, 2006).  Supporting this, according to the DVLA Civil Service People’s survey (2018), employees expressed that bullying and harassment marginally increased from last year's survey results, additionally, most people felt personally discriminated against for their age, disability, pay grade and most highly answered: ‘prefer not to say’ (DVLA, 2018). Although overall response to bullying and harassment was positive, the fact that the majority of individuals that did experience discrimination would prefer not to say indicates a work environment where some people feel they cannot express themselves fully.
As the workforce is increasingly becoming more age diverse (Hammond et al., 2016; Truxillo, Cadiz and Hammer, 2015). One of the most major human resource issues for the public sector to face in the next ten years is an aging workforce (Goodman, French and Battaglio, 2015). Supporting this, the Equality Monitoring Report for 2016/17, states that 62% of the workforce for the Department of Transport is over the age of 40 (Gov.uk, 2019b). Therefore, organisations must embed into their employment relations strategy, how to incorporate the differing values and view-points of a multi-generational workforce (Butler and Jeffers, 2018; Lewis and Wescott, 2017; Solaja and Ogunola, 2016). However, the DVLA Civil Service People’s survey revealed that prejudice against age was a major characteristic in which people felt the most discrimination (DVLA, 2018). Supporting this, Lössbroek and Radl (2018) state that due to normative workplace dynamics, there is a recreation of a gender divide for individuals late in their career as although the older workforce have a much lower participation in training rate than younger employees in general, it was found that older men were given more training opportunities than women. 
An important part of remedying discriminatory behaviours is raising awareness of them and elucidating employees to the differences in attitude and values of a diverse workforce in order to create a more inclusive working environment (Dwyer and Azevedo, 2016). Additionally, (Menzie, 2018) states that in order to decrease the risk of discriminatory behaviours, organisations should reinforce and support their employee’s self-esteem through regular performance appraisals that include feedback on strengths and successes as well as professional developmental goals.
Shore, Cleveland and Sanchez (2018) state that what defines an inclusive organisation or society is the facilitation of a welcoming environment in which people of all identities can fully be themselves whilst also contributing to a larger collective as valued and full members. According to the DVLA Diversity and Inclusion Action Plan (2017-2021) the meaning of ‘inclusivity’ encompasses the feeling that all employees are able to be themselves, take pride in being different and feel supported, empowered, valued and fairly treated (DVLA, 2017). 
Human beings have an innate need for the feeling of belonging and inclusion (Filstad, Traavik and Gorli, 2019).  This is reflected in Maslow’s Hierarchy of Needs in which the third tier up for an employee to reach ‘self-actualisation’ is a sense of belonging in which an employee feels they have an efficient environment with supportive co-workers and employers (De Vito et al., 2016). According to Maslow’s Hierarchy of Needs theory in terms as a motivational theory, it is proposed that the employee will strive to experience the satisfaction of five basic needs in order to progress their self-development (Shih et al., 2018; Hale et al., 2018). At the bottom of this hierarchy are the basic physiological needs such as incoming wages to support themselves, the second tier is to achieve safety and security such as pension schemes and a safe work environment. The third tier is a sense of belonging to the organisation for which you work. The fourth tier is the need for esteem. To achieve ‘satisfaction’ in this an individual strives to receive recognition through awards and promotion. The final tier of the hierarchy is ‘self-actualisation’ whereby the employee has reached the point of satisfaction through their achievement and is therefore willing to give back to others, for example, mentoring (De Vito et al., 2016). This theory has been heavily criticised for being too broad and simplistic in its whittling down of individual motivations (Acevedo, 2015; Compton, 2018; Collings, Wood and Szamosi, 2018). However, the model does aid in the understanding of the general conception of human needs which is based on psychological literature (De Vito et al., 2016; Compton, 2018). From an organisational perspective, the feeling of inclusion for an individual can have numerous positive outcomes such as greater altruism, increased team engagement, a willingness to share information and participate in discussions and also reduced turnover rates (Riordan, 2014).
[bookmark: _Toc6414925]2.4 Impacts of Exclusion:
Riordan (2014) and Shore, Cleveland and Sanchez (2018) state that businesses will focus too much on the diversity aspect by directing efforts to decrease discrimination against marginal groups, although this is a step in the right direction, it is currently unclear whether organisations are proactively creating an inclusive environment to ensure success once these individuals are employed (Sherbin and Rashid, 2017). The DVLA have explicitly recognised this by preaching the slogan “diversity is the mix and inclusion is making the mix work” (DVLA, 2017). The implication of this recognition highlights the DVLA’s intent to simultaneously develop both a diversity and inclusion strategy that complements each other.  Without strategic input, the impact of exclusion in the workplace and in everyday life can have detrimental effects on the psychological and physical health of an individual regardless of whether it results from overt or subtle forms of discrimination (Shore, Cleveland and Sanchez, 2018). The consequences of exclusion can lead to potential conflict within the workplace. Riordan (2014) claims there are four psychological dynamics that frequently work against inclusivity in most organisations, these are: (A) the natural instinct for people to gravitate toward people that are similar to themselves, (B) subtle biases, (C) out-group employees trying to conform and (D) majority group resistance to changes benefiting minority groups.
A) Homophily is a social phenomenon that is defined by the innate need to socialise with others who are similar to themselves (Maseli and Bakar, 2018). Ahlf et al., (2019) argue that homophily is an integral contributing factor for forming intrapersonal relationships and perceived trust.  However, this behaviour can often lead to biases in attitudes and behaviours which can heavily influence recruitment and development opportunities by limiting a pool of potential candidates for advancement (Bursell and Jansson, 2018; Riordan, 2014). The formation of groups featuring members with similar characteristics can often lead to impenetrable boundaries, predictable thinking and be detrimental to collective organisational goals due to emerging conflicts (Pillemer and Rothbard, 2018). In order to impede this natural tendency, Riordan (2014) suggests reviewing the demographic statics to highlight any biased patterns of behaviour in providing opportunities and which areas within the business would benefit from more diversity.
B) Although overt forms of prejudice and discrimination can be addressed formally and legally, the more subtle forms (which are much more frequent today) are less likely to be viewed as legitimate or requiring an official resolution and therefore marginalised employees are not protected from this (Shore, Cleveland and Sanchez, 2018). The implications are that unprotected employees can be experiencing a negative working environment in which they feel unsafe, insecure, demotivated and lead to potential conflict. Therefore, organisations must be proactive in seeking solutions to provide equality and inclusivity (Riordan, 2014). An example of subtle forms of discrimination are ‘micro aggressions’ in which a semi-conscious manifestation of bias in people’s behaviour or speech can cause inequities within their relationships with others (Dalton and Villagran, 2018; Torino et al., 2018). Although subtle, micro aggressions can have a cumulative negative effect on an individual’s mental health and self-esteem. They can also contribute to creating the feelings of invalidation, a hostile work environment, lower productivity and devalue social group identities (Pitcan, Park-Taylor and Hayslett, 2018; Dalton and Villagran, 2018).
To combat this, Riordan (2014) has suggested that organisational leaders must proactively and regularly review minority groups’ accessibility for training, professional development tools, networks and other opportunities to ensure equal opportunity for progression and development. Additionally, Dalton and Villagran (2018) advocate the necessity of providing training to minimise the act of micro aggressions and also instil individual resilience for those who experience them. The DVLA have recognised this as an issue and proactively provided a mandatory e-learning module consisting of situational video examples of ‘micro behaviours’ which are deemed harmful so individuals can recognise, reflect on them and minimise the damaging behaviours that they may not have been consciously aware of before.
C) Wasylyshyn et al., (2018) states that humans have a need to be socially accepted and when this process is disrupted in the form of exclusion from in-groups, people sometimes respond by conforming to the behaviours and values of in-group members. Conforming to beliefs and values that are unnatural to an individual can cause detrimental effects on the psyche as their external behaviours are not in line with their internal beliefs causing a cognitive dissonance (Levy, Harmon-Jones and Harmon-Jones, 2018; Morris, 2015). An example of this is when female leaders adopt more masculine traits in order to fit in with the majority group’s characteristics often to the detriment and isolation of the out-group they once belonged to (Derks, Van Laar and Ellemers, 2016). Riordan (2014) states that in an effort to reduce conformity and enhance inclusivity, organisational management must authentically engage through opening up a dialogue about pertinent issues faced and promote and environment that celebrates and encourages differences.
D) Affirmative action policies are designed to increase and equalise opportunities for marginalised groups of individuals (Kalev, Dobbin and Kelly, 2006). The DVLA have recently introduced a Positive Action Pathway learning programme to help increase prospects of lower grade marginalised workers. However, there can be a backlash from majority groups by feeling excluded and perceiving this as reverse favouritism causing tensions to rise (Ebrahim, 2018). To minimise the potential negative consequences of Affirmative Action policies, Riordan (2014) suggest that organisations engage with the workforce and explain the necessity and benefits to the changes made. 
A summary of the literature review and the evaluative findings are presented in the conclusion.








3. [bookmark: _Toc6406570][bookmark: _Toc6414926]Conclusion
Drawing from the literature review, it is clear that the topic of employment relations is multi-faceted and paramount to organisational success (Ayling, 2018; ACAS, 2011; Dalton and Villagran, 2018; Kang and Sung, 2017). Therefore, it was deemed necessary to explore the context of employment relations and the theory underpinning it (Ayling, 2018; Banfield and Kay, 2008; Kaufman, 2004; Hyman, 2018; Lewis, Thornhill and Saunders, 2011). It was noted that the DVLA operates using a Pluralist approach due to how it acknowledges and approaches conflict (Abbott, 2006; Hodder, 2015; Malik, 2018; Martínez Lucio, 2007).  Further exploration revealed that in order to enhance employment relationships, facilitating a diverse and inclusive environment was crucial to having effective people management, organisational success and minimal potential negative impacts of conflict in the workplace (Beazley and Miller, 2018; Menzies, 2018; Sabharwal, Levine and D’Agostino, 2016). 
Analysis of conflict management culture highlighted that the DVLA uses a collaborative approach (CIPD, 2015; Lahana et al., 2017). It was found that a collaborative approach to conflict management led to employees having increased job satisfaction as well as contributed to an inclusive environment where individuals could propose creative solutions to issues (Almost et al., 2016; Caputo, Ayoko and Amoo, 2018; Choi and Ha, 2018; Tearson, 2018). It was also noted that a major cause of conflict was poor communication and therefore emphasised the importance of facilitating and utilising effective communications (Ayling, 2018; Kang and Sung, 2017; Oetzel, 2017).
Upon further analysis of the external environment, a PESTLE analysis was done (Appendix A) and revealed that social factors had the most impact on employment relations issues. The PESTLE highlighted the social climate in which organisations are operating in are becoming increasingly more diverse (Brunow and Nijkamp, 2016; Ogbonna and Harris, 2006; Sabharwal, Levine and D’Agostino, 2016; Shore, Cleveland and Sanchez, 2018). With the increase in diversity comes challenges and changes to the working relationships. This was reflected in the DVLA Civil Service People’s survey (2018) in which employees felt discriminated ages for their age, disability and pay grade (DVLA, 2018).  It was interesting to note that the highest answer was ‘prefer not to say’ which implies that some individuals feel that do not have a safe environment in which to air their opinions.
The characteristic of Age was explored and revealed that despite an aging workforce being a major challenge within the public sector, results from the people’s survey stated that this was one of the highest rated characteristic people felt personally discriminated against (DVLA, 2018; Goodman, French and Battaglio, 2015; Gov.uk, 2019b; Hammond et al., 2016; Truxillo, Cadiz and Hammer, 2015). The implications of this are surprising and indicate that the DVLA must amend their human resource strategy to reflect and incorporate more multi-generational workforce policies (Butler and Jeffers, 2018; Lewis and Wescott, 2017; Solaja and Ogunola, 2016). 
Further analysis revealed the differences between diversity and inclusion. Diversity within the workplace cannot thrive unless inclusivity measures are taken to ensure equal opportunities (DVLA, 2017; Shore, Cleveland and Sanchez, 2018). When individuals feel included, the outcomes are both beneficial on an individual and organisational level (Riordan, 2014; Sherbin and Rashid, 2017). However, the impact of exclusion creates cumulative antecedent factors that could cause potential conflict (Bursell and Jansson, 2018; Dalton and Villagran, 2018; Pillemer and Rothbard, 2018; Pitcan, Park-Taylor and Hayslett, 2018; Riordan, 2014). The conclusions derived from the report have provided a basis for further employment relations recommendations. 





















4. [bookmark: _Toc6406571][bookmark: _Toc6414927]Recommendations 
The recommendations derived from this report are as follows:
[bookmark: _Toc6414928]4.1 Measure, review and reinforce:
The DVLA plans to annually review their diversity and inclusion plan and encourage employees to actively meet the legal obligations required in relations to equality and diversity (Gov.uk, 2019a). Data can be gathered through quantitative and qualitative methods to highlight gaps in current strategy or where the diversity and inclusion strategy is excelling (Beazley and Miller, 2018).  Supporting this, Dalton and Villagran, (2018) suggests that organisations can implement an employee sentiment assessment to regularly assess how employees are feeling and highlight areas of concern. Furthermore, it is recommended that more specific staff surveys be created to gage reaction to affirmative action policies (Beazley and Miller, 2018; Riordan, 2014).
[bookmark: _Toc6414929]4.2 Workplace behaviour
Regarding workplace behaviour, Almost et al., (2016) suggests both employees and employers should be accountable for their behaviours and take responsibility for increasing awareness of possible antecedents leading to conflict. The implications of this are to review codes of behavioural conduct in the workplace.
Menzie 2018 suggest that a way of remedying the negative effects of discriminatory behaviour on an individual is through investing in the encouragement and support of the employee’s self-esteem through regular performance appraisals.
[bookmark: _Toc6414930]4.3 Communication 
Ayling (2018) states that organisations must reinforce communication channels to ensure there is a two-way process involving authentic dialogue and listening instead of just providing one sided information and instructions. It is recommended that the DVLA reflect on their current communication channels and identify improvements (Beazley and Miller, 2018).
[bookmark: _Toc6414931]4.4 Learning and development
Beazley and Miller (2018) suggest mandatory training for both employees and managers in team building to increase social awareness and value differing perspectives.
Dwyer and Azevedo (2016) suggest that in order to reduce discriminatory behaviour in the workplace, training may be needed to convey the value of a diverse workforce through e-learning and educational seminars.
Dalton and Villagran (2018) suggest that awareness and cultural competence training can minimise the occurrence of micro aggressions.
Further recommendation proposes the emphasis be placed on preventing age discrimination (Butler and Jeffers, 2018).
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Appendix A –PESTLE analysis

	Potential Factors
	Political
	Economic
	Social
	Technological
	Legal
	Environment

	
	· Change in priorities and objectives
· Brexit
	· Inflation
· Resources
· Brexit
	· Demographic trends
· Customer expectations

	· Introduction of new technology.
· Upgrading existing systems
· Training staff
· Technological innovation
	· Legislative changes.
· Brexit
	· Corporate social responsibility.
· Ethical enforcement.

	Impact on Employment Relations
	Planning for change.
	Direction of funds and resources.
Planning best utilisation.
	Talent recruitment, retention and management.

	Upskilling
Competing
Keeping up to date.
	Changes in the nature of the work
	Policies reflecting accountability and ethical behaviour.










Appendix B: Action Plan

	Recommendations

	4.1 Measure, Review and Reinforce 

	Key Action

	Person Responsible
	By When

	Resources Required

	Strategic Impact


	Review diversity and inclusion plan
	Diversity and inclusion team
	On going
	Team of 10 analysts devoted to reviewing diversity and inclusion plan 

	The purpose of this is to ensure HR is doing every in its power to make the DVLA the most inclusive employer in the UK.

	Encourage employees to actively meet the legal obligations required in relations to equality and diversity.  

	Human resources
	On Going
	Continuous resources of time, people

	The purpose of this is to ensure the DVLA meets the absolute minimum standard of inclusion and diversity by law to provide strong foundations to build upon.

	Implement an employee sentiment assessment 
	Human resources team
	6 months from now
	5 Staff over the 6-month period £62,500.

	The purpose of this is to regularly assess how employees are feeling and highlight areas of concern.

	Propose more specific staff surveys be created to gage reaction to affirmative action policies.
	Diversity and inclusion team

	3 months from publishing policies
	5 Staff over 3-month period £31,250.

	To assess if the strategy is working and benefiting those who it’s made for.

	4.2 Workplace behaviour

	Key Action
	Person Responsible

	By When
	Resources Required


	Strategic Impact


	 Increase awareness of possible antecedents leading to conflict. 

	Employment relations team
	On going
	Time, materials, staff
	The implications of this are to review codes of behavioural conduct in the workplace in an order to reduce potential conflict.

	Invest in regular performance appraisals.
	HR strategist
	On going

	Continuous resources of time, people

	Investing in the encouragement and support of the employee’s self-esteem leads to job satisfaction and the reduction of conflict.

	4.3 Communication

	Key Action

	Person Responsible

	By When

	Resources Required
	Strategic Impact



	Reinforce communication channels

	Recruitment team
	 On going

	Continuous resources of time, people 
	To ensure there is a two-way process involving authentic dialogue and listening instead of just providing one sided information and instructions. It is recommended that the DVLA reflect on their current communication channels and identify improvements.

	4.4 Learning and Development

	Key Action

	Person Responsible

	By When

	Resources Required

	Strategic Impact


	 Propose mandatory training for both employees and managers in team building. 
	Learning and Development Team
	3 months times
	5 Staff over 3-month period £31,250.

	To increase social awareness and value of differing perspectives.




	Evaluate training on the value of a diverse workforce through e-learning and educational seminars.
	Learning and Development Team

	On going

	Continuous resources of time, people

	To reduce discriminatory behaviour in the workplace.


	Creation of a cultural competence e-learning module.
	Learning and Development Team

	6 months
	5 Staff over 6-month period £62,500.

	Training can minimise the occurrence of micro aggressions.


	 Prepare a case for placing emphasis and prioritising resources on preventing age discrimination 
	Learning and Development Team
Resourcing Lead
	12 months
	Team of 10. Approx. £240,000

	To aid in overcoming the challenge of an aging workforce and reduce age related discriminatory behaviours.




