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1.
CIPD (2019a) define employee engagement as ‘a combination of commitment to the organisation and its values plus a willingness to help out colleagues’, which is known as organisational citizenship. It is stated that it is about more than motivation, as it is something the employee has to offer and not required as part of their contract.
Bluestone aims to be an employer of choice, and due to the tight labour market within the area it is imperative to retain and attract the best talent. There are a range of staff benefits including discounts on accommodation, free use some of the facilities, subsidised childcare, a wellbeing programme, and free transport for the Housekeeping department on changeover days. I therefore believe that our benefits package is quite extensive. However, it is mainly aimed at those with children so we could extend our employee benefits to be inclusive of those without children; for example, more offers in the spa, vouchers or ‘time back’ incentives as rewards. 
At Bluestone, the HR department strive to increase engagement levels to improve overall business performance. Research conducted by the team has given an insight into how the business is affected by disengaged employees, through recruitment, retention, productivity and absence levels. Employees can lack engagement due to unfairness in pay and reward systems, as employees don’t feel valued if they don’t believe their pay is fair, whether that be compared to other roles in the business or compared to industry and national pay scales. Therefore, Bluestone’s approach to pay could be improved to increase employee engagement. A suggestion would be to increase the pay of minimum wage roles once their probation has been passed. 
As stated in CIPD (2019b) effective resourcing can have an impact on the long-term success of the organisation, and therefore it should be planned effectively to ensure the understanding of what skills and attributes are required. Therefore, recruitment is planned effectively and the candidates are selected based upon set criteria. However, there are times when managers recruit in a reactive manner and therefore select non-suitable candidates to quickly fill a gap. Managers could benefit with further recruitment training to make them more proactive and prevent quick and easy recruitment. 
Approximately 10% of leavers leave Bluestone because they’ve found work elsewhere with more suitable hours. Therefore, Bluestone could offer additional hours in other departments to ensure these staff are retained. To do this, the internal application process needs to be made more accessible and all vacancies could have a two week window before they are advertised externally. 
Communication also needs to be improved, as this is one of the lower scores within recent engagement survey results. This involves being more open and honest, which is part of what the Bluestone culture is. Therefore, managers need to live by these values in order to gain more respect from employees. 
Overall, I believe that Bluestone has a great approach to employee engagement but some of the policies could be amended to be more inclusive of different groups of people and to be more fair in terms of pay and reward. 

2.
It is important for organisations to have an employee handbook as it introduces new employees to the culture and values, communicates the expectations, ensures policies are communicated, outlines employee benefits, provides guidance for managers, and helps defend against employee claims (Personnel Today, 2018). The Bluestone Employee Handbook has recently been made into an electronic version to save on printing costs. Although this saves money, the handbook doesn’t look as professional or welcoming as the previous hard-copy handbook did. The content focuses on policies and a background to Bluestone which gives a good insight into the background of the business and what the values and culture look like. To improve, it could maybe have some more profiles on managers to make them more known and approachable. 
Hussein (2014) notes that effective internal communication is key to employee engagement, which in turn leads to high performance, loyalty and retention. Flow is the online learning and development platform that Bluestone uses for its staff communications. Every fortnight a newsletter is sent out called ‘the comms brief’, this features stars of the week, resort news, wellbeing information, volunteering opportunities and competitions. The comms brief has recently been improved by adding the competitions element, giving it more of a ‘fun factor’. It also has increased the amount of people who read it as employees want a chance to win prizes. Although there are some features that are included every week so could seem a bit intensive, I believe that the balance is right. Macloed and Clarke (2009) note that employee voice is essential to achieve high levels of employee engagement, therefore organisations should involve employees in decision-making and allow them to voice their opinions. Therefore, the comms brief could be used to include staff in decisions and encourage them to share their ideas. 
Bluestone has a staff intranet where departments can add information and shared resources, ranging from health and safety risk assessments through to the core activity planners. HR has recently added all job descriptions to the ‘HR Hub’ on the intranet which is a great addition, and there are also some useful links and all HR policies. However, it would be beneficial to separate ‘manager guidance’ onto a separate page where managers can access guidance documents. It could also feature more staff profiles and up-to-date information.  
Overall, I believe internal staff communication works well within Bluestone. However, to embed the Bluestone culture into this further there are opportunities to extend this into being open and honest with upcoming changes, and to ask employees for their suggestions. 

3.
On the new CIPD Profession map, employee engagement has been renamed ‘employee experience’ (CIPD, 2020). My main role as a Senior HR Officer is looking after recruitment and onboarding, which is tightly linked to the employee experience. It is imperative for new starters to feel welcomed and feel engaged during their first few months in their new job (CIPD, 2019c); from understanding the benefits through to having a well-designed competence framework so that they understand what is expected of them. It is also important for my role for existing employees to be engaged, as word of mouth is an effective form of recruitment (CIPD, 2019b). 
Due to being part of a small HR team, I also get involved in other aspects of HR which includes some engagement initiatives. For example, we all have an input into the questions asked within the engagement surveys and discuss employee benefits. We also all get involved in employee relations issues, which must be handled sensitively to ensure there isn’t a negative impact on the individual or the team morale. 
However, looking at the CIPD standards (CIPD, 2020) there are some areas that I could expand my knowledge of and gain more experience in. I would like to spend more time understanding how to design approaches to employee engagement and how to implement new initiatives. I have a good understanding of the importance of trust within an organisation but would require more experience in building a culture of trust. I could also help deliver training to line managers in how to engage their employees and could arrange regular meetings with them to discuss their initiatives and the impact it is having.
Overall, I believe I have a good understanding of employee engagement but it could be further developed through guidance from the Director of HR and being more involved in new initiatives to improve the employee experience. 
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