Qualification: CIPD Diploma in Applied Human Resources

Module Name: Understanding Employee Engagement

Activity 1, 2 and 3 – On the Job Training

Word Count
1: 693
2: 494
3: 307



Student Name: Lowri Ann Davies 
Student Number: 1104209
CIPD Membership Number: 49370121



By signing below, I confirm that the work/evidence presented is my own, unaided work. I understand the regulations pertaining to candidate malpractice and the action that may be taken as a result.

Signed: L Davies
Date: 25/04/2019






1. Meet with your line manager or other relevant person to thoroughly understand your organisation’s approach to employee engagement. 

I met with my line manager, which is also the HR Manager, to discuss the organisations approach to employee engagement. Firstly, she advised that engagement is not one clear route, but it needs to be developed to fit the organisation and take into consideration a number of aspects (Johns and Ellis 2016). 

More recently, leadership have shown an interest in receiving feedback from employees for strategic decisions to be included within the 5-year business plan. The feedback meeting is held yearly and off-site to ensure that all employees are fully engaged throughout the day. Useful feedback has been retrieved from this and has allowed employees to understand their role in achieving organisation priorities and contributing to their success (Gifford 2018). Although, concerns were raised from an individuals ability to share their thoughts out loud on the matter. 

Individuals’ work differently, with the organisation needing to consider alternative avenues that can be used to share ideas and knowledge. A staff portal was developed to allow all employees (off and onsite) to have access to identical information (Layton 2019). 

On this, an anonymised suggestion box which must be related to the organisations values. These suggestions are shared with senior management and ensure that the values are considered in all ideas made. From this, suggestions are consulted amongst employees in monthly team meetings to decide on the next steps. Employee voice is an important aspect of decision-making and it’s important that employees are aware of potential changes that they’re able to support and implement successfully (Johns and Ellis 2016). 

As more duties are being devolved to line managers, HR has concentrated on bettering good performance management. During performance meetings, line managers have been trained to ensure that all its employees are being treated fairly and take into consideration their role, wellbeing and training opportunities (Johns and Ellis 2016). This allows the employee to believe that the organisation are thinking of their needs and wish to support them in their role.  

From a role perspective, line managers are responsible for ensuring that employees are aware of their day-to-day duties and what is expected for them to complete. Although, employees will be able to expand on this and consider areas that can be completed more efficiently through lean working reviews (Acas u.d.). Employees have more responsibility for their area; have clearer understanding and work above and beyond to achieve the best outcome. 

More recently, managing mental health is one of the areas at the top of the HR agenda. Bro Myrddin offers alternatives to allow employees to have a balanced work life. Good personal wellbeing is encouraged by promoting flexible working practices (Reilly 2016). This includes part-time hours, reduced hours, home working or provisions to carry out leisurely activities. Acknowledging flexible working practices has allowed the association to attract more applicants and retain individuals with outside responsibilities, making them feel listened and appreciated by their employer leading to increased loyalty and commitment to the organisation (Taylor 2016). 

The organisation continues to promote Training and Development opportunities as one of its key high performance working aspects. For employees, being offered to regularly develop their skills and knowledge allows them to do their job to their highest ability. By allowing employees to grasp these opportunities, it motivates them to work hard to progress throughout the company (Acas u.d.). Training and development is regularly discussed at supervision meetings held every 8 weeks and the performance appraisal meeting (Layton 2019). It provides a two-way communication on areas that both employee and line manager believe that has the potential to be heightened for current and future objectives.

Communication is a continuous thread through all employee engagement activities. Bro Myrddin encourages staff to take advantage of their lunch hour and interact with colleagues on a social level. Research proves that 27% of employees who have a best friend at work believe that they are aware of the organisations objectives and makes them feel that their role is important (Shriar u.d.). The Association is going to be trialling that employees must take 30 minutes a day away from their emails to promote face to face communication to promote open communication and develop relationships (Layton 2019). 
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2. Examine the employee handbook and any internal staff bulletins within your organisation and make some notes as to whether you think the content engages employees on topics that matter to them.

The organisations employee handbook is updated on a 6 monthly basis to take into account legislation and policy changes. The handbook is designed as a continuously updated accessible tool to inform new and current individuals of their obligations and expectations as employees. It demonstrates a clear standard that all employees are expected to adhere too to achieve fairness (Johns and Ellis 2019). From an employee perspective, it proves the resources and opportunities that the organisation can offer an employee to achieve its full potential through performance management and, L&D policies and procedures. 

Within the handbook, it firstly highlights the organisation’s aim, mission and values. It is a clear tone for the remainder of the handbook and a reminder of what employees must consider on a daily basis within their role (Gifford 2018). Our current handbook provides an overview of each important employment policy required by law i.e. health and safety, disciplinary, grievance, absence due to sickness etc. 

The consistency of the handbook suffices HR that all managers will consistently follow its guidance when managing their employees, dismissing unfairness between colleagues (ACAS 2012). The policies and procedures are full of information and processes that all employees need to be aware of on legislation and their rights. 

Currently, the handbook is located in a document drive on the organisation secured drive (Layton 2019). To allow employees to have easier access, have time to read and be confident that they’re aware of its content; I would suggest that it be made accessible on the company’s staff portal but can offered in other formats i.e. paper. The staff portal is accessible by all staff through Internet browsers off an on site. This shows that the organization considers different methods of communications for individual needs (ACAS 2012). 

When reviewing the document, it only contains the necessities of a handbook. It includes information that must be shared with employees and not necessarily items that will interest them within the organisation. I’d suggest including sections that refers to the informal day-to-day relationship between employees. This can refer too dress code, holiday requests, staff structure with job title and key responsibilities, and employee standard (Personnel Today 2018). By circulating this document prior to an individuals start date, it will provide them with the reality of working for the organisation and demonstrates the commitment that the association has taken to provide a warm welcome. In turn, employees will be clearer on behaviours, duties and expectations, which will contribute towards developing their engagement (Johns and Ellis 2016). 

Also, refer to successful stories throughout the previous year from completed training courses, charity work, completion of projects and current staff benefits. It portrays a bigger picture of the organisation rather than from a strategic perspective and engages employees with extra non-monetary benefits (Personnel Today 2018).

An employee who is fully aware of their obligations, aware of their contribution to organisational objectives and work within a successful team will have increased productivity and job satisfaction (Gifford 2018).
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[bookmark: _GoBack]3. Discuss your development needs with your line manager as a result of the above activities, using the CIPD Profession Map as a basis for your discussion. Consider whether or not your skills in this area require improvement.

As I considered the organisations approach to employee engagement, it was apparent that there were a number of avenues used to develop and sustain engagement but I needed to provide reassurance that the correct approaches were being used. To ensure that the processes are reflecting the organisations current priorities and growth, I would need to complete research on best practice and current trends within employee engagement. From here, I would be able to discover potential tools that would be more suitable for the organisation and drive it forward. 

In relation to this, the current engagement avenues would need to be reviewed and scrutinised. The organisation are performing well and achieving their targets but there was no research connecting engagement to job satisfaction, involvement and high performance etc. My line manager proposed that I circulate an engagement survey to all staff and inform and conduct informal discussions. Not only that we’d be able to involve all employees and gather evidence, it is an opportunity to get to know employees and be able to tailor engagement initiatives to meet their emotional intelligence. 

Our values are an integral part of the association and it’s expected to be abided by all individuals. When reviewing information and documents that is available to staff, our values weren’t obvious and included in most documents. Moving forward, values are going to be the golden thread through all documentation from the recruitment stage i.e. value based question within interview form. This allows the interview panel to have an understanding of the applicants consideration of the organisations values and if they’re able to work within them in their role. 

As the key party in nourishing engagement, line managers require training on their ability to consistently manage their employees well. I would work closely with them to develop policies and procedures and arrange training on building trustworthy relationships. 
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