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Activity 1
Meet with your line manager or other relevant person to thoroughly understand your organisations’ approach to employee engagement.  If possible, attend an internal employee communications briefing/employee representative meeting.

During a discussion with the Innovation Officer within Swansea Council who’s role prior to COVID-19 was to consider options to improve engagement, I now have a thorough understanding of the initiatives offered within Swansea Council.

Swansea Council’s commitment to engagement is incorporated within the Organisational Strategy which has been consulted with Trade Unions and agreed by the Corporate Management Team.  The Strategy outlines ways in which the organisation can consider innovative ways to improve engagement.  This is in line with the view of (SHRM) who detail the requirement of an engagement strategy with ‘buy in’ from the relevant stakeholders.

COVID-19 has changed the priorities for Swansea Council within the medium term however, prior to the pandemic, work was being undertaken to implement new initiatives with the aim to change the culture of what is sometimes seen as an organisation with an archaic approach.  According to (SHRM) employee engagement should form part of the organisation’s culture.

An annual engagement survey is carried out results of which can been seen on StaffNet with the aim of providing an opportunity for staff to relay their thoughts about the workplace.  However, historically the Authority have seen poor responses to this, which could be due to the methods of communication and the lack of feedback from senior managers.  Going forward, the Authority will need to consider their approach as communication is an important factor or employee engagement and as such, employees need to feel that their opinions are listened to, (CIPD, 2020).

The annual survey enables the Authority to identify trends and take appropriate action.  An example of which was in Child and Family Services which highlighted issues of ‘burnout’ within the Teams.  Management reviewed the procedures taking into consideration the feedback received which resulted in job rotations and increased supervision from 6 weeks to 4 weeks, results of which are accessible via StaffNet.  (SHRM) outline the importance of effectively analysing the survey results and listen to the feedback so employees feel valued and listened to.

A COVID-19 survey was carried out in September 2020 with an excellent response with 1,600 employees participating and 90% of staff related positively about being able to access wellbeing support.  This being a vital consideration during this time as there is a clear link between wellbeing and employee engagement, (Engage for Success, 2020).

The Occupational Health Department promote a number of formal and informal Health and Wellbeing Initiatives from access to Stress Counselling, yoga, gardening to name a few.  Employees are able to attend during their working time which enables them to ‘switch off’ supporting their mental health and wellbeing, returning to work more engaged.

Swansea Council offer a number of benefits having a direct link to employee engagement and as such make them a desirable employee.  Examples of which being, agile working, annual leave, flexible working, new ways of working.  They also have robust policies and procedures in place evidencing the commitment employers are making to employees and as such, employees feel valued and more committed to their job, (ACAS, 2014).

Swansea Council recognise the benefits of employee engagement and as a result of reviewing the OD Strategy, have implemented a number of initiatives:
· Ideas Hub – tool for employee engagement, facilitator for employees for put their ideas forward, engage with the Head of Service for consideration and put ideas into practice.  As a result employees feel their views are listened to.
· Mentoring Programme – build skill set of individuals not just within their job roles but within their areas of interest.  Engage employees and develop their leadership capacity.
· Leadership Hub – available for all to attend on a monthly basis.  As a result of COVID-19 they now take place every 2 months and delivery has been modified to being webinar based.

In addition to the above, an analytical review is undertake in relation to attrition rates and exit interviews to determine the position of the authority and what can be done better.  It is important for the Authority to understand the negatives and learn from mistakes.  Any trends or themes identified as a result of the analysis are escalated to the Strategic HR Manager.

The purpose of Swansea Council’s OD Strategy is to change the culture of the organisation, not just building on the skills and capability of the workforce but to engage people who ‘want to’ work for the Authority rather than ‘ought to’ or ‘have to’ (Woodhams, 2016).


Activity 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 the topic that matter to them.

The below outlines the main benefits of working for Swansea Council which as we know make them an attractive employer.  It is clear that the benefits offered will engage people who are considering a career in Swansea Council and align to the demographics within Swansea i.e. Millennials and the Aging population.
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Whilst the above clearly outlines the benefits, in some respect Swansea Council have an archaic approach to employee related matters and as a result HR are currently revising policies and procedures with the aim to making them more palatable.  Denbighshire Council have recently produced a new employee handbook which is being used a module in developing an updated handbook within the Authority which is modern, attractive and engaging to the workforce.

Due to COVID-19, awareness of employee health and wellbeing has increased across the Council with a specific page on StaffNet easily accessible to the workforce.  This information clearly signposts staff to the relevant department for support with links to courses and other sources of help.  The increased awareness was apparent in the COVID survey responses where staff felt they knew where to access wellbeing support.

Organisations need to understand the needs of their workforce and predict the future wellbeing demands.  Identify the appropriate wellbeing initiatives for the organisation and how they will align to the engagement strategy, (Engage for Success, 2020).
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The Leadership hub is another engagement initiative offered by the Authority, outlining the benefits which are clearly linked to employee engagement i.e. better working environment and culture.  The session below is concentrating on trust, which again is a vital factor for high employee engagement.  According to (SHRM, 2020), engagement levels are influenced by Line Manager through effective communication, building a trusting working environment and as such the session below will engage staff who are focused on encouraging a trusting working environment.

[image: ]

The Mentoring programme provides a clear explanation of what it entails, the support available, and the communication methods during the programme.  Whilst it refers to e-learning as mandatory, this may restrict employees who do not have computer access and therefore off putting as it is an instant barrier.  However, COVID-19 has made people engage more on line and whilst this has been a forced change, more of the workforce have been given online access which is having a positive impact.
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Programmes such as the ones identified above focus on the motivational factors in line with Hertzbergs Theory of Motivation to support employee engagement in the workplace.
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In my view, the future of Swansea Council is aiming towards people not only thinking it is a great place to work but also to provide development and growth with a clear career pathway with the outcome of high employee engagement and high performance and productivity as per the (CIPD, 2019) definition of employee engagement.



Activity 3
Discuss your development needs with your line manager as a result of the above activities, using the CIPD Profession Map as a basis of your discussion.  Consider whether or not your skills in this area required improvement (for example delivering training on the topic/coaching line manager).  Record your discussion (300 words approximately).

Following my discussion with the Innovation Officer, it was clear that whilst I have in depth knowledge and experience of how HR practices engage employees, I lack the knowledge of details regarding the initiatives which focus on motivational factors which are outside of the contract of employment and believe this an area of development.

In line with the CIPD Profession Map, my aspiration is to work within band 3 for all aspects  my role however, due to the operational demands within Education and Schools, I have limited opportunity to engage with the strategic element of Employee engagement.

Within my role as HR & OD Business Partner, I advise on some elements of employee engagement as outlined within Band 2 of the CIPD Profession Map, providing options and recommendations to service areas in relation to the engagement of staff and the use of appropriate communication methods ensuring the information is aimed at the audience it is intended.  Going forward, I am going to liaise more closely with the Innovation Officer having an insight into the initiatives being rolled out and thus providing me with an understanding of the benefits and as such outlining the added value to senior managers and employees alike.

In addition, I am going to attend the Leadership Workshops, providing me with the information that is being relayed to managers which can form the bases of the discussions going forward.

As part of my development, I feel I need an understanding of the workforce data within my area in order for me to provide advice and guidance in identifying trends or concerns.  To do this, I will liaise with the Workforce Planning Specialist to upskill my knowledge within this area of work.

Going forward, I feel I will be working between band 2 and 3 however, being part of ongoing discussions will enable me to meet my aspiration of working towards band 3.
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é Mentoring programme

We are launching a mentoring scheme to enable staff to learn from others or pass on their own
s/knowledge.

What is mentoring?

Mentoring is a form of training, learning and development and an increasingly popular tool in organisations for
supporting personal development. It is a distinct activity, different to coaching, becoming a widespread tool for
developing people to be the best they can be.

What is it for?

For mentees: an opportunity to connect and learn from an experienced, knowledgeable and/or senior employee to
help you progress in your career, learn and develop new or existing skills that can support you in your existing
role.

For mentors: an opportunity to provide advice and feedback to someone who can really use your support. It is also
an opportunity to learn new things and improve your own leadership and management skills, whilst sharing your
own knowledge and experiences.

‘The mentoring programme is being facilitated by Human Resources and Organisational Development.
What i the time commitment?

It is mostly up to you to decide how much you want to connect. Most mentoring relationships include a monthly
form of communication which suits you best, over a set period eg one year.

Employees, either as mentor or mentee, can take part in the mentoring programme during work time. It is
important that you get line management agreement before registering your interest.

Who can sign up?

Anyone can sign up to be a mentee, so long as you have run it past your line manager. This is so you both agree
and understand the time commitments involved with mentoring. You will need to have an idea on what you want
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@ Working for Swansea Council

Come and work for us and enjoy benefits including flexible working arrangements and a competitive holiday allowance.

There are many benefits of working for us:

+ Excellent pension

+ Competitive holidays

+ Staff discounts

+ Flexible working arrangements

+ Flexitime

+ Wellbeing and innovation activities

We have strong corporate values, plus you'll enjoy a fantastic quality of e here in Swansea.

Meet some of our staff
More than 11,300 Swansea
Council employees - including
around 5,000 based in schools -
are happy to deliver a wide range
of services across your
community.

Council policy search
search for a policy document
relating to working for the
coundil

Our values

Council employee
document search

search for a document relating to
working for the council

Gender pay gap reporting
We are required to analyse our
workforce data to understand
whether there is a gender pay gap
under the Equality Act 2010
(Specific Duties and Public
Authorities) regulations 2017 for
employers with 250 employees or
more, based on a 'snapshot date".

We have three clear values, which
guide the way that we work, how
we develop as an organisation
and our decision-making through
the years ahead.
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staff home O Employee mental health and wellbeing - Coronavirus

Coronavirus (Covid-19)

In these times of uncertainty and ty employees and managers are reminded that the
Coronavirus resrictions FAQS stress management and counselling service is available to support the mental health and
wellbeing of all employees.

Covid-19 Staff updates

Working fom home, ncluding ICT 1.0 cvice provides:

support
Covid-19 FAQs + Quick easy access to telephone counselling and debrief support

+ Referrals relating to front line staff and/ or coronavirus will be prioritised with a call back within 24 hours
D e e + Managers can contact the service to arrange weekly mental health and wellbeing debriefs/check in's with

members of their front ine teams to build resilience and ensure employees are supported through the
uncertain times ahead

Managers are reminded that all employees should receive a weekly wellbeing check and be referred into the
Health and safety: Covid 19 stress management if it s noted that their mental health and wellbeing is beginning to deteriorate
(coronavirus guidance) + The services is also able to offer critical incident debriefs for any employee who experiences or is witness to
any traumatic incidents. Critical incident debriefs will be carried out within 24 hours of referral.

Online stress management help

Covid-19 1T For self or manager referrals/ debriefs or advice and guidance relating to employee mental health and wellbeing
please contact: Liz Thomas-Evans, Principal Stress Management Advisor and Counsellor, 01792 636027.

Employee mental health and
wellbeing - Coronavirus

Coronavirus covid-19 support by
ward

Service centre update

Covid-19 Handwashing and
hygiene guidance

Other sources of help
Changing social care support -

iy There are lots of things you can try that could help your wellbeing - find out more on the Mind

‘website: www.mind.org ul/information-support/coronavirus-and-your-wellbeing/ o
" Coronavirus anxiety workbook (The Wellness Society) (PDF, 550KB) &7

Courses on Learning Pool
Email stress o
Stress awareness &

Preventing burnout
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é Leadership hub

The leadership hub is an initiative where you will have the opportunity to listen and interact with
motivational and inspirational speakers who will offer tips and experiences to help you be a
better leader.

Managers who show great leadership qualities can inspire both teams and individuals to accomplish amazing
things and create a better working environment and culture.

‘The hub is open to all employees. Whether you are in a leadership role, management role, an aspiring manager or
have an active interest in leadership.

The leadership hub is an opportunity for employees to learn new skills, gain new experiences and network with
other like-minded employees. Sessions will cover the very latest in leadership thinking where employees wil leave
with positive take-aways for both personal and working use.

s an employee of Swansea Council anyone can attend during work time.

Next session
High Trust Behaviours with Julie Watkins, Learning and Development Advisor at Pembrokeshire County Council
15 October, 10.00am - 11.30am (webinar)
Julie will be talking through high trust behaviours, looking at:
+ who to trust and why we trust them
+ the part that trust plays in smart working
+ the impact of trust on speed and cost
+ what high trust and low trust looks like in teams

+ the thirteen behaviours of high trust behaviours

Prior to joining Pembrokeshire back in 2012, Julie spent the previous 15 years teaching in Adult Education. Julie
teaches on the Leadership and Management programme as well as being a qualified coach, coaching managers
and senior leaders across Wales, and last year coached on Academi Wales summer School programme

Book your space online
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