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There are a number of approaches which organisations use to look at employee engagement levels with each approach having particular strengths and limitations. Considering Hywel Dda University Health Board’s approach to employee engagement I can conclude there are some improvements required. Currently, the Health Board carries out a full organisation employee survey every 3 years. There are numerous benefits to carrying out such a large scale survey including:

· Can provide large quantities of data to analyse
· Usually confidential in nature
· Allows organisations to gage the level of commitment of employees and predict whether a turnover problem is likely to be an issue
· Can allow employees to feel like they’re ‘being heard’ 
(Miller, B. 2018)

However, there are also many limitations to conducting such a large survey including:

· Employees view the survey as a ‘tick the box’ exercise 
· Can be time consuming and costly on a large scale to produce
· The outcome doesn’t explain the reasons for engagement levels
· Without clear commitment from the employer in implementing changes relevant as part of the employee survey, the exercise will be counter-productive 
(CMI 2015)

Although HDUHB carry out surveys as part of the approach to employee engagement, the timing and frequency of employee surveys is vital. Requesting regular feedback suggests that the organisation cares about how employees feel about the organisation, it’s practices and their work environment. The last survey conducted was in the summer of 2019 which is often a busy period of annual leave for the organisation due to school holidays and could mean that a number of employees were on leave and therefore unable to complete the survey which would mean the organisation failed to capture an overall accurate picture of the thoughts of its workforce. Also, carrying out an employee survey every 3 years wouldn’t be considered as ‘regular’ intervals and so acting on information from 3 year’s ago may mean that the results are now outdated and irrelevant in comparison (SHRM 2020). 

It is identified that although the traditional approach to conducting an employee survey will still be useful, it is important that organisations adopt a more flexible, adaptable and manageable approach which can be linked to other business needs to provide a full insight in to what is happening within an organisation. Employee voice forums through social media as an example could be considered as a more useful and accessible tool for employees of the Health Board (MacLeod and Clarke 2009).

Based on the above, I would suggest a review of the timescale and time period in which the employee survey is conducted. Carrying out a more regular employee survey provides the organisation with regular feedback which can allow organisation leaders to predict future turnover and possibly introduce measures to combat this (Judd et al 2018). 
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A good employee handbook can play a vital role in building a positive workplace culture and loyalty from employees. It should include what the organisations core values and goals are and should outline various aspects including the organisations business statement, HR and legal information, policy guidance in in relation to annual leave, sickness etc and expectations of what the organisation expects and what individual employees can expect in return (Evans, S 2018)

Upon examining recent internal staff bulletins and the current employee guidance documents there are numerous topics included which I believe engages employees on the topics that matter. Being such a large organisation with a mixture of staff groups, there isn’t just one ‘employee handbook’ but are many guidance documents on an array of topics including:
· Annual leave
· Special leave
· Pay awards/progression
· Sickness absence management and well-being
· Flexible working policies
· Personal development
· Raising concerns 
· Standard of behaviour and appearance – what the organisation expects of individual employee’s behaviours
I believe the above topics are all important to individuals as the topics mentioned can all have an affect on individual’s work and personal lives and have an affect on the ability for employees to carry out their role effectively. Palmer, K (2019) explains how offering additional benefits such as enhanced sick pay and family friendly working through flexible working policies are more likely to result in increased individual productivity and avoid employees feeling overworked. Ensuring that all these handbooks discuss topics which are relevant to individuals on a daily basis and can support employee engagement. 
Considering the daily staff bulletins which are issued to all internal email addresses and knowns as the ‘Global’ announcements usually includes information from across the Health Board which is site specific. For instance, they include useful information on maintenance being carried out on the X-Ray machine on a particular hospital site and although not always relevant to everybody, it is relevant to some staff groups. The Global also issue links to services which could be appropriate for everybody within the Health Board such as the well-being and staff counselling contact details. It also includes useful updates on recruitment efforts and encourages internal employees to search for internal job vacancies to encourage career progression. It is suggested that using staff bulletins/newsletters, creates benefits and can help support employee engagement. Some of the benefits to staff bulletins can include:
· It keeps everybody involved and up to date with relevant changes
· It creates a sense of belonging
· Encourage employee participation 
· Messages are delivered with guarantee
· Information is fast and efficient
Internal communication through the use of staff bulletins helps to encourage a cohesive culture and can lead to greater efficiency and productivity (Ritchie, J 2015).
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It is important that I am able to identify my professional development needs as a HR professional and continually reflect to learn and improve. Following my recent activities and upon completing my recent portfolio work I met with my line manager to discuss any areas for improvement using the CIPD profession map as a basis for our discussion.
Looking at the Profession map, I have been able to identify that I need to aim to gain more knowledge and skills in 2 particular areas:
· Organisational development
· Skilled influencer
We discussed how this is going to be achievable, whilst taking in to consideration any limitations I have in my current job role. 
· Organisational development – within the Health Board, this requires exposure at a high managerial level. However, by discussing with my line manager, we determined that there are areas which I can be involved in to support any organisational changes. For instance, we are in the process of changing the current sickness Policy which has been rolled out to try and improve sickness rates and also provide more of an understanding of the process, and how managers can support employees in staying in work, and returning to work as soon as possible. I have been involved in providing training to managers in delivering the new policy, as well as advised on individual situations whereby the sickness process may need adapting slightly taking in to account individual, and sensitive circumstances. We discussed arranging meetings with service managers in which sickness levels are particularly high in order to understand some of the reasons why this may be. Unfortunately, with Covid19 as a priority for the Health Board this has been put on hold. However, when things begin to get back to normal, my priority is still ensuring I gain the necessary skills and experience to take forward and support organisational changes. 

· Skilled influencer – I have discovered throughout my engagement module that I need to work on my current approach of being a skilled influencer. By carrying out research through the questionnaire, and collating data on current trends within the organisation, I have discovered this is a better way to influence senior management’s decision-making progress. I discussed with my line manager the requirement for making objectives I am proposing ‘SMART’ and applicable in order to influence the benefits of implementing changes and how this can have a positive affect on the organisation. 





