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Be able to assess levels of employee engagement within an organisation.
1.1. Identify, and justify selection of, suitable diagnostic tools for measuring employee engagement in the organisation.
Although there has been an increase in the perceived importance of employee engagement from company leaders over the years (Deloitte, 2015) the recent COVID pandemic has shown the true value of an engaged workforce and the need to ensure this is a priority for Organisations. (Engage for success, 2020) 
Attempting to measure employee engagement can be a complicated and daunting task, however, there are tools out there to assist Organisations in achieving this. Some of these include: 
· Annual engagement surveys
· Pulse surveys
· Interviews
· Focus Groups
Engagement surveys are the most commonly used tool to measure employee engagement, (Johns & Ellis, 2016, P.89) as they are a quick and easy way to collect quantitative data, however they will only be effective if the results are reviewed and acted upon. (Linkedin, 2016) The impact of the survey is also dependent on the frequency. Annual surveys have been the more traditional approach, although critics argue this approach is now outdated as they believe concerns should be addressed in real time. They also argue that the mood of the employee on that one day of the year could skew the results. (SHRM, 2017; Tinypulse, 2016). Furthermore, pulse surveys are becoming increasingly popular. Perkbox (n.d) believe a pulse survey has better response rates and most importantly gives the opportunity to address and fix problems as they happen, not waiting for an annual survey and trying to remember the time when you were annoyed about something. Another major flaw of the survey is that usually it only captures quantitative data, meaning there is no opportunity to dig deeper into responses. Some organisations use a mixture of diagnostic tools, for example, a survey to collect the quantitative data, followed by focus groups to gain more insightful qualitative responses. 
The pros and cons of some of the other tools are summarised in Table 1 below.
Table 1. Tools to measure engagement. 
	Research Methodology
	Strengths
	Weaknesses
	Reason discounted

	Focus group
	Promote dialogue and discussion, resulting in attitudes and opinions.
	Potential for one or two characters to dominate the conversation, not representing all opinions, can also be very time consuming. (Taylor & Woodhams, 2016, P.100) 
	Due to short timescale not practical to use. 

	Interviews
	Can gather a wealth of information with the ability to probe on questions
	Time consuming and due to the topic of engagement, respondents may not be honest.
	Due to short timescale, not practical to use.



1.2. Liaise with key people to plan and agree the application of diagnostic tools.
Through discussion with my Line Manager and Head of Organisational Department, it was agreed that for this module I could follow the Gallup Q12 survey. (EV1) The reason behind this decision is due to the fact that the Organisation has used the Q12 as the annual engagement survey previously, so employees are more likely to be aware of the format. In an ideal world I would have been able to issue the survey to the whole Organisation so that the responses covered the full demographic of the workforce, however, with the current covid pandemic, and the fact a number of surveys have already been sent out, I was only given permission to send the survey to one department. Unfortunately, this itself potentially decreases the reliability of my findings as the respondents may not cover the characteristics of the full workforce. 
1.3 Apply diagnostic tools accurately and to an appropriate sample of employees to give meaningful results.
The chosen department was the Income Team, this is because I have worked with them previously on understanding the culture in the Organisation, therefore the survey can be seen to follow on from our previous focus groups. In terms of a sample selection, the team is made up of 11 employees, which is only 2.1% of the overall workforce. (Tai Tarian, 2020) Although an extremely small sample, it does provide a mixture of differing characteristics, see (EV2) for breakdown. 
Unfortunately, due to time constraints, I was not able to communicate and promote the survey before sending it out as advised as best practise. (Gallup, n.d) An email was sent to the eligible sample explaining the purpose of the survey and a link to the live survey. (EV3) 
The email and survey link were sent out on 26/10/2020, with a reminder email on 02/11/2020. The survey closed on 06/11/2020.
Of the 11 potential respondents, 9 completed the survey, resulting in a response rate of 81.8%, much higher than the likely response rate of 30-50% as suggested by Saunders (2007, P.441). 
1.4 Analyse resulting data and draw reasoned conclusions about levels of employee engagement in the organisation.
A full breakdown of the findings can be found in (EV4), though an overview of the results shows that overall satisfaction with the Organisation is high, with 75% of respondents stating they are satisfied with Tai Tarian as a place to work. However, this favourable response rate is not necessarily consistent with all other questions. For example;
Q02 – 7 out of 10 respondents confirmed they feel they do not have the materials and equipment to do their work right, this is a concerning statement, however, I do believe a factor in this particular question is the current circumstances of homeworking due to the COVID 19 pandemic. Earlier in the year a survey was sent out to all staff which showed that lack of technology was causing major frustration within the Organisation with staff struggling with Wi-Fi issues and using their own personal computers at home. Since the previous survey, the Organisation have acquired and are issuing work laptops though it is a slow process which I believe is a contributing factor to the results. 
Q04, 06 & 11 relate to recognition, development, and progress, and all have scored relatively negative, highlighting a concern in relation to managing performance. This strengthens the recommendations I made in my previous performance management assignment stating that the Organisation need to review the current performance management system and take on a timelier feedback approach. 
Q07 – findings showed that three-quarters of participants felt their opinion at work did not count. Personally, I feel this paints a fair picture within Tai Tarian and believe it is due to a lack of employee voice mechanisms.  
Conclusion 
There is a real mixture of feeling toward the Organisation at this time, which I believe is heavily impacted by the current circumstances we find ourselves in. For example, the positive result for overall satisfaction with Tai Tarian may be impacted by the fact that there is high job security with no redundancies being made or planned, Tai Tarian have also paid staff full pay regardless of any furlough period. Staff may feel obliged to be satisfied as they find themselves fortunate to be in a secure job that continues to pay as normal.  
I would also add that the last 9 months has seen lots of unplanned change and disruption, with managers adapting to managing teams virtually whilst trying to prioritise team’s wellbeing (CIPD, 2020). Therefore, it would be safe to say that the ball may have been dropped on certain elements, such as bi-annual performance reviews, which I believe impact the results of this survey. 
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Be able to evaluate current organisational approaches to employee engagement. 
2.1 Analyse the principal ‘drivers’ for employee engagement in the Organisation.
2.2 Assess aspects of the organisational behaviour which are most likely to hinder employee engagement.  
In terms of measuring employee engagement, Tai Tarian have previously used the Gallup Q12 survey, the results from 2016 & 2017 can be found in (EV5). The outcome displayed a year-on-year increase in the actively engaged category which the Organisation felt proud to argue they had made strides in improving employee engagement, however, subsequently there has been no formal measurement of employee engagement since 2017.
I have decided to evaluate Tai Tarians approach to employee engagement by looking at the four enablers of engagement as shaped by MacLoed & Clarke (2009). Throughout research they identified four common themes shared by organisations with high levels of employee engagement, naming these the four enablers of engagement:
1. Strategic Narrative
Described as ‘visible, empowering leadership providing a strong strategic narrative about the organisation, where it’s come from and where it’s going.’ (Engage for Success, n.d.)
Tai Tarian’s vision is to make a difference by providing great homes and communities (Tai Tarian, 2020a). The 2020-2025 Corporate plan was announced to staff virtually in September 2020 (EV6). The conference was hosted by the CEO with each strategy talked through in detail by one of the Directors. This was followed by all employees being designated into a ‘crew’ (named after each of the 3 corporate strategies) led by a member of the Executive Management Team (EMT) known as the crew leader (EV7). In my opinion this drives engagement by having visible leadership who buy in to the strategy, the ‘crews’ also open up direct communication between front line staff and a member of the EMT. With a Harvard Business Review (2016) report finding that strong executive leadership is believed to be a factor most likely to bring success, I would say this is a positive step forward. 
On the flip side, the newly announced corporate strategies do not include any focus on internal staff and their development which is likely to hinder employee engagement as ‘employees want to work for a purpose not just a pay check’ (Gallup, 2017).  
In 2019, Tai Tarian pledged to become carbon neutral by 2030, since then staff and members of the community have been involved in activities such as tree planting (EV8) enhancing engagement through a feel of purpose and contribution. 
The vision to make a difference has also been seen during this current pandemic, staff were given the option to pause their payments into the office refreshment fund or continue to pay in and donate the money raised. The overwhelming response was to donate the money to a number of chosen charities, showing the care and compassion of the workforce, highlighting engagement. (EV9) 
2. Engaging Managers
Engaging managers provide regular, honest, and constructive feedback (Engage for Success, n.d.) however, in my view Tai Tarian’s current performance management system (traditional annual year approach) does not support Managers to work this way, instead the approach is down to individual capability and the confidence to, when needed, facilitate difficult conversations. 
I also believe the Organisational structure is another potential factor hindering engaging management. Like most public sector Organisations, there is a very hierarchical structure in Tai Tarian which can lead to barriers in communication and teams working in complete silo. (Bizfluent, 2019). Front line staff report into a Team Leader who provide front line management, however there is also an overall Manager of the department (EV10). As there is no clear definition of role, there is often confusion between responsibility, which has direct impacts on employees. 
3. Employee Voice
In relation to employee voice, the organisation has a partnership agreement with a number of Trade Unions which is used as the main voice mechanism. However, only 38% of the workforce (Tai Tarian, 2020b) actually have an active membership with one of these unions, meaning the majority of the workforce do not have someone speaking on their behalf, which can be a barrier to engagement. (Investors in people, n.d.) The low membership figure is in line with an overall decrease of trade union memberships across the UK over the years (Gov, 2019).    
On the other hand, in the midst of the current pandemic, a ‘Future of Work’ group (EV11) has been set up to get employees involved in how they would like to see the future look for them. I think this is a massive step in the right direction to increase employee voice, however, it is so important to follow through with all these ideas to be able to show the workforce the outcomes from their ideas and inputs. This in turn should improve employee well-being and motivation. (CIPD, 2020)
4. Integrity 
Following the 2017 Gallup results of increased engagement within the organisation, I reached out to 3 long serving managers to understand what they believe changed in the organisation following the initial engagement survey findings.  Interestingly neither of them recalls anything in particular changing. In my opinion this highlights a gap in the ‘you said, we did’ theory which is vital to effective employee engagement (Armstrong & Taylor, 2017, P.223), however, this does not indicate the Organisation did not act to the feedback. Often leaders make business decisions on the feedback of their workforce but do not communicate this clearly to show action has been taken following the survey results. (HR Zone, 2020) 
Throughout the covid pandemic, I personally feel the Organisation has really stepped up in relation to employee wellbeing. This is an important element related to employee engagement, highlighted by the fact the CIPD changed the profession map so that both engagement and wellbeing fall under the umbrella of Employee Experience. (CIPD, 2020) Business in the Community and Bupa UK have themselves have been urging companies to step up in this pandemic (Personnel Today, 2020) so I am proud that this was an automatic response from Tai Tarian. A winter wellbeing programme has been implemented (EV12) which includes Mental Health first aiders, training Managers to become I-ACT certified, providing a resilience package for all staff and promoting a check-in buddy system and a wellbeing hour throughout the working day. 
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Be able to recommend and plan strategies to raise levels of employee engagement within an organisation. 
3.1 Review external studies of employee engagement to identify relevant best practise. 
Throughout my research for this module, I found myself residing with a methodology built by Best Companies (n.d.), who suggest there are 8 factors of workplace engagement (EV13). 
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These 8 factors cover the common themes that show throughout a number of different engagement studies over the years, including The MacLeod Report (2009), Purcell’s ACAS discussion paper (2010) and the IES Report (2004). 
If we take a look at the Insurance giant Admiral, they recently made 3rd place in the Sunday Times ‘25 Best Big Companies to work for in 2020’, according to best companies website, 85% of staff agreed that the organisation ran on strong values/principles, and 89% agreed that their manager talks open and honestly with them. These statistics would agree with MacLeod’s enablers of engagement including ‘Strategic Narrative’ and ‘Engaging Manager’. 
3.2 Identify potential barriers to acceptance of employee engagement strategies and liaise with relevant people regarding how these may be overcome or minimised.
The first question that came to mind when reviewing Tai Tarians approach to employee engagement was to understand why the annual engagement survey has not continued since 2017 when they measured a year-on-year improvement. When I asked the Head of OD, he was very honest in the fact that the senior team were fearful of the results declining and did not want to ‘rock the boat’. The organisation itself has seen a decrease in absence and attrition rates over the years therefore I am led to believe that the leadership team do not believe there is a need to focus on an engagement strategy at this time. This attitude poses two thoughts for me. One - do the leadership team actually care about their employees? HBR (2017) believe that great leaders have a genuine care for all their employees. Or secondly, are they naïve to employee engagement as a concept and do not have a true understanding of what it is and the multitude of benefits it can bring to the organisation (CIPD, 2021). From my experience working with the leadership team, I would like to believe the latter statement is more accurate. 
See attached meeting notes of discussion between myself and my line manager on this topic, with my suggestions on how to overcome. (EV14)
3.3 Propose strategies to raise levels of engagement, based on analysis of the organisation and external reviews of best practise, to key decision-makers
My first recommendation would be to introduce an employee forum who have the opportunity to work with the leadership team on behalf of the workforce. Academic studies into employee engagement highlight the need for employees to have a voice and more importantly have their feedback acted upon. Although you could argue that employee feedback is gained through surveys, a study has shown that 29% of employees think the surveys are a waste of time, and 80% believe their employer will not act on the feedback (Armstrong, 2018). The employee forum would allow for qualitative data to be collected and analysed. 
Secondly, my findings from the survey as part of this module, along with the results of the Gallup survey back in 2017 show a lower score in relation to recognition at work. This is an important element to engagement as highlighted in the ‘Employee engagement management competency framework’ produced by Lewis et al in 2012 (Armstrong, 2017, P.220). Personally, I feel this is a simple element that can be worked on by introducing thank you notes, or even an employee of the week/month scheme. 
My final suggestion would be in relation to communication from the CEO. The majority of the communication throughout the COVID pandemic has been scripted by the Head of Organisational Development and delivered via the communications team. With the current climate seeing increased wellbeing concerns in the workforce, I would have expected the CEO to have taken control and been seen to lead from the front. With a HR.com study in 2019 identifying that 81% of respondents consider trust in leaders to be the most important factor impacting employee engagement, then I would recommend that such important communication come directly from the CEO. 
I fed back all 3 recommendations to my manager in our 121 on 26/01/2021 with the hope to take one of the suggestions forward. However, this is not achievable due to the fact that I am changing job roles and leaving my organisation on 12/02/21. In line with the assignment, I have drafted an implementation plan for my employee forum recommendation and sent this to my manager, following our discussions in my 121. (EV15a&b)


[bookmark: _Toc63271385]Evidence for LO3





[bookmark: _MON_1673884160][bookmark: _MON_1673884182]
[bookmark: _Toc63271386]References for LO3

Armstrong, A. (2017) Personnel Today article ‘Do engagement surveys tell the whole story?’. Available at: https://www.peoplemanagement.co.uk/voices/comment/do-engagement-surveys-tell-whole-story  (Accessed on: 31st January 2021) 
Armstrong, M. and Taylor, S. (2017) ARMSTRONG’S HANDBOOK OF HUMAN RESOURCE MANAGEMENT PRACTISE. (ed.14). New York: Kogan Page Limited
Best Companies (2020) Company profile. Available at: https://www.b.co.uk/company-profile/?Admiral-Group-plc-47426 (Accessed on: 2nd January 2021) 
Best Companies (n.d) The 8 factors of workplace engagement. Available at: https://www.b.co.uk/factors/  (Accessed on: 02nd January 2021) 
CIPD (2021) Employee Engagement and Motivation. Available at: https://www.cipd.co.uk/knowledge/fundamentals/relations/engagement/factsheet (Accessed on: 31st January 2021) 
Harvard Business Review (2017) Great Leaders show genuine care for their teams. Available at: https://hbr.org/sponsored/2017/02/great-leaders-show-genuine-care-for-their-teams (Accessed on: 31st January 2021)
HR.com (2019) The State of Employee Engagement in 2019 Report. Available at: https://info.glintinc.com/rs/586-OTD-288/images/The_State_of_Employee_Engagement_2019_ResearchReport_hrdotcom_Glint.pdf#:~:text=The%20State%20of%20Employee%20Engagement%20in%202019%20Executive,annual%20study%20on%20the%20state%20of%20employee%20engagement  (Accessed on: 31st January 2021) 
Purcell, J. (2010) ‘Building employee engagement’ ACAS Policy Discussion Paper. Available at: https://archive.acas.org.uk/media/2672/Building-employee-engagement/pdf/Building_employee_engagement-accessible-version-Jun-2012.pdf  (Accessed on: 2nd January 2021) 
Robinson, D et al. (2004) ‘The Drivers of Employee Engagement’ Report 408. Institute for Employment Studies. Available at: https://www.employment-studies.co.uk/system/files/resources/files/408.pdf  (Accessed on: 2nd January 2021) 


Evidence 2 - Sample Description.xlsx
Sample Breakdown

		Income Team 

				Sample Details 



Gender





Male	Female	4	7	



Employment Status





Part-Time	Full-Time	2	9	



Age





Up to 25 Years of age	26-40 Years of age	41-55 Years of age	56+ Years of age	2	5	4	0	



Employment Type 





Permanent	Fixed-Term 	10	1	



Length of Service





<	1 Year	1-3 Years	4-5 Years	6+ Years	1	4	6	





Sheet1

		Known As		Activity		Employment Status		Salary Grade		Scale Point		Hours Per Week		Date Started		Employment Type		Age		Gender

				Income Assistant		Part-Time		H015 GRADE 5		24		16		3/4/11		Permanent		32		Female

				Income Officer		Part-Time		H016 GRADE 6		28		18.5		3/4/11		Permanent		41		Female

				Income Assistant		Full-Time		H015 GRADE 5		25		37		3/4/11		Permanent		45		Male

				Income Assistant		Part-Time		H015 GRADE 5		25		21		3/4/11		Permanent		53		Male

				Income Assistant		Full-Time		H015 GRADE 5		25		37		6/6/11		Permanent		34		Male

				Income Assistant		Full-Time		H015 GRADE 5		25		37		7/22/13		Permanent		25		Male

				Income Assistant		Full-Time		H015 GRADE 5		24		37		7/3/17		Permanent		28		Female

				Income Assistant		Full-Time		H015 GRADE 5		24		37		10/16/17		Permanent		44		Female

				Income Assistant		Full-Time		H015 GRADE 5		24		37		3/26/18		Permanent		32		Female

				Income Assistant		Full-Time		H015 GRADE 5		24		37		1/13/20		Permanent		24		Female

				Income Assistant		Full-Time		H015 GRADE 5		21		37		9/21/20		Fixed Term		29		Female





		Up to 25 Years of age		2		Part-Time		2				Male		4		Permanent		10				<1 Year		1

		26-40 Years of age		5		Full-Time		9				Female		7		Fixed-Term 		1				1-3 Years		4

		41-55 Years of age		4																		4-5 Years

		56+ Years of age		0																		6+ Years		6
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Hi All,
I hope you are keeping well in these strange times.

1 was hoping to ask you all for a favour please. As part of the qualification I am currently studying, | need to undertake an engagement survey within the organisation and evaluate its results. As we have spoken in depth previously about your feelings
toward the organisation it would be great to get a further understanding of how you are feeling at the moment. The survey is completely confidential and of course is not compulsory.

If you are happy to take part, please can you follow the link below which will take you to the live survey. You may recognise some of the questions from the engagement survey utilised a few years ago s | have followed the same format.

https://www.smartsurvey.co.uk/s/N7RO3X/

The survey closes end of day 06/11/2020 so if you are happy to take part before then | would be truly grateful.
If you have any questions, please let me know.

Many Thanks,
Sarah

Sarah Mills

Tai Tarian Ltd.

Ty Gwyn,

Brunel Way,

Baglan Energy Park,
Neath Port Talbot,
SA11 2FP

Tel: 01639 508459 =

20:08

& 71 @) ENG

02/02/2021
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Q12 Survey Results 

(Tai Tarian, 2016; 2017) are as follows: 

2016 Q12 Results 				2017 Q12 Results

Engaged – 35% 					Engaged – 54%

Not Engaged – 54% 				Not Engaged – 41%

Actively Disengaged – 11% 			Actively Disengaged – 5% 

Percentile Rank = 3.82 				Percentile Rank – 4.13
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‘Your progress
CORPORATE PLAN 2020

Sustainable
Communities

Sustainable
Homes Sustainable
Planet

Welcome to the launch of our new and exciting Corporate Plan!

“We are excited to be able to introduce our new Corporate Plan to you all in short “Zoom” webinars between the 29" September and the 12th October. In these sessions
we'll take the opportunity to share with you the key themes for the next five years. We'll explain how this exciting phase of development for our organisation will also mean
a period of discovery and learning for us all.

The webinars will be hosted by our Executive Team, who will describe their long term view of the key themes of the plan which are Homes, Communities and Planet.
Above all, they will explain why we're adopting these strategies and what they mean to us all.

There are a number of events available on the 29th September, 2nd 5th 8th and 12th October for audiences of up 45 colleagues per session. Your manager will enrol you
on the most suitable event. Further details will be provided closer to the launch date.

We look forward to seeing you there!”
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CORPORATE PLAN 2020 - 2025

Sustainable Homes

Creating homes where people can thrive

2 Affordable homes for our tenants

b, Tailored services to support tenants in
their homes

Sustainable
Communities

i full potential

a Gommunity partnerships delivering services that
matter to our customers

b, Tenants supported to be healthy and active within
their communities through focused and targeted
involvement and learning opportunities

Garbon neutral (net zero) by 2030
Implement the principles of the circular
economy and maximise any potential to invest
and contribute to the Foundational Economy
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Tai Tarian invites Pontardawe residents to join
tree planting programme

Fri 06 Mar 2020

Tai Tarian, one of the largest social housing providers in Wales, has invited the public to join them to plant
hundreds of trees in the Swansea Valley in a bid to help tackle the climate crisis.

The exercise, at Pontardawe, is the latest in a number of special projects for the housing provider as they
work towards their commitment of becoming a carbon neutral organisation by 2030.
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Tue 18 Aug 2020

8 & 1 RS S~
Tai Tarian staff have made donations to a number of local food banks and charities.

This comes after office staff, having had to work from home during the coronavirus outbreak, chose not to
stop contributing towards tea, coffee and milk supplies for the office, but to divert the money into a special
fund with the amount being donated to local good causes.

Following a staff vote, £1500 was split between the Vale of Neath Foodbank Glynneath, Building Blocks
Resolven, Neath Foodbank, Pantry Foodbank Pontardawe and Port Talbot Foodbank. In addition, NPT
Mind, which helps provide support to people living with mental health conditions received £500 from the
fund.
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chosen charities, showing the care and compassion of the workforce, highlighting engagement.
(EV9)

2. Engaging Managers

Engaging managers provide regular, honest, and constructive feedback (Engage for Success, n.d.)
however, in my view Tai Tarian's current performance management system (traditional annual year
approach) does not support Managers to work this way, instead the approach is down to individual

capability and the confidence to, when needed, facilitate difficult conversations.

1 also believe the Organisational structure is another potential factor hindering engaging
management. Like most public sector Organisations, there is a very hierarchical structure in Tai
Tarian which can lead to barriers in communication and teams working in complete cilot. (Bizfluent,
2019). Front line staff report into a Team Leader who provides front line management, however
there s also an overall Manager of the department (EV10). As there is no clear definition of role,
there s often confusion between responsibility, which has direct impacts on employees.

3. Employee Voice

In relation to employee voice, the organisation has a partnership agreement with a number of Trade
Unions which is used as the main voice mechanism. However, only 38% of the workforce (Tai Tarian,
2020) actually have an active membership with one of these unions, meaning the majority of the
‘workforce do not have someane speaking on their behalf, which can be a barrier to engagement.
(investors in people, n.d.) The low membership figure is in line with an overall decrease of trade
union memberships across the UK over the years (Gov, 2019).

On the other hand, in the midst of the current pandemic, a Future of Work’ group (EV) has been set
up to get employees involved in how they would like to see the future look for them. | think this is a
massive step in the right direction to increase employee voice, however, it is so important to follow
through with all these ideas to be able to show the workforce the outcomes from their ideas and
inputs. This in turn should improve employee well-being and motivation. (CIPD, 2020)

1% Share 3 Comments

OFind «
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proud that this was an automatic response from Tai Tarian. A winter wellbeing programme has been
implemented (EV) which includes Mental Health first aiders, training Managers to become I-ACT
certified, providing a resilience package for all staff and promoting a check-in buddy system and a
wellbeing hour throughout the working day.
Evidence for LO2
References for L02
Armstrong, M. and Taylor, S. (2017) ARMSTRONG'S HANDBOOK OF HUMAN RESOURCE
MANAGEMENT PRACTISE. (ed.14). New York: Kogan Page Limited
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[image: ][image: ]A snippet from ‘Skillbox’ the organisations e-learning platform. Used to book on to training sessions. 

A snippet from the bi-weekly ‘Advisor’ magazine sent out to all staff. 
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Home / My courses / "Future of Work" - Staff Discussion Forum

"Future of Work" - Staff Forum

As part of our "Future of Work" plan we want to have some discussions with staff!

We are looking for staff to share their experiences of working from home.

‘We would like to capture your feelings, working conditions, and employment practices like flexible working.

These discussions will be held viturally over zoom, and we will hold separate groups for Office Workers and the Manual Workforce.

We look forward to seeing you there!
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How has working from home been for you?
For our “Future of Work” discussions we want to
hear directly from Staff about your working from
home experiences.

Two Zoom sessions will be held on the 3rd
November at 3pm and 4pm and we are looking at
30 people to join the conversation

If you are interested in taking part in the hour long
sessions you can book on via Skillbox.
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Snippet from bi-weekly ‘The Advisor’ magazine. 
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Winter Wellness

Since working from home during the pandemic,
we've leamed that many of you have feltisolated and
‘miss your colleagues.

To help you combat this and encourage you to look
after yourself, we have launched our new Winter
Weliness Plan.

The wellbeing of you, our colleagues has always been of paramount
importance to us. But the challenges we have all faced this year means that nowis.
the time to step things up a notch and offer you more.

You can see what we've got planned by watching this short video

As you can see, two of the main things we're focussing on is encouraging you to go out at some point during
the day to get some fresh air and do a litie exercise, weather that's going for a run, walking the dog or just
simply geting away from your desk for a period of time.

We also want you to ‘buddy up' with a colleague. Someone who you can check-in with everyday to discuss
how you're both feeling and just be there for each other f needed.

There is more to come as we develop the package and we are keen to hear your views and ideas. Winter
Welness chats will take place via Zoom in the coming weeks and details of how to book will be announced in
due course.

Inthe meantime share your thoughts with colleagues and on Team Tai Tarian.
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Reference: https://www.b.co.uk/factors/ 
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The 8 factors of workplace engagement

The academically tested and verified methodology we’ve built is one of a kind, and
feeds our 8 factors of workplace engagement.

‘We break down your survey results to reflect how your organisation performs
across the following eight factors, giving you the ability to target specific areas for
improvement.
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Meeting with Sian (HR Manager) – 08/12/2020

Introduction of engagement strategies.

Barriers

1) Lack of support from Leadership 

· 2021 HR People Plan – One of the main topics is Engagement and Culture with the objective to develop a culture where employees feel engaged and listened to, contributing to the success of the organisation. However, we have not had approval to put focus on this in 2021. 

· Annual Employee Engagement survey – Not been utilised since 2017. 

Perception from leadership - fearful to formally measure employee engagement since the year-on-year increase in engagement scores from the Gallup Q12 survey in 2017. Low absence and attrition levels can be used a measure of high engagement at the moment. 

2) Management Capability 

High number of front-line managers have been with the organisation since the council days and have therefore been promoted due to time served rather then their capability to manage a team. A lot of them do not have the skills to manage a team effectively and could see any extra responsibility (through the strategy actions) as a tick box exercise. 

3) Financial burden 

A budget would be required for employee engagement activities. 



Solutions 

· Coaching to the full management team on what employee engagement actually is, the benefits of an engaged workforce (e.g increased productivity, high retention, low absence) and what elements we can look at to support high engagement e.g. performance management system, recruitment process. 

· Measure the engagement levels of the management team. If they are not engaged with the organisation how can they role model the behaviours needed to support organisational engagement. 

· Promote the research from Engage for Success which highlights the need for engaging managers. Follow this up with initial and ongoing training sessions for all managers on how to become an engaging manager. (Can utilise the CIPD Maturity model as a starting point). 

· Engagement strategies do not need to be a financial burden, start with small changes. For example, introduce thank you notes as a way of recognition, give more responsibility to the high performers. 
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Hi Sian,

Following on from my 121 today and the recommendations made in relation to my findings from my engagement module, please find attached draft implementation plan for the introduction of an employee forum here in Tai Tarian.
If you have any questions, please let me know.

Many Thanks,

Sarah

Sarah Mills

Tai Tarian Ltd.

Ty Gwyn,

Brunel Way,

Baglan Energy Park,
Neath Port Talbot,
SA11 2FP

Tel: 01639 508459
General Enquiries: 0300 777 0000
Website - www.taitarian.co.uk
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Evidence 15b - Implementation Plan.xlsx
Sheet1

				By When 		Cost 		Risk 		Comments 

		Actions 

		Write a business case to senior management team to consider the implementation of an employee forum		2/26/21		N/A		Business case is not approved 

		Consult with trade unions		3/12/21		N/A		Trade Union do not support 

		Write up Terms of Reference document including remit and responsibilities of the forum and it's members		3/19/21		N/A

		Advertise to workforce through internal communication channels, include: 
1. What is the purpose of the forum?
2. Responsibilities of forum members
3. How to put yourself forward to be a forum member (2 week period)
		3/26/21		N/A		Communication doesn't get to everyone		Collaborate with communications team

		Arrange for workforce to nominate representatives from the names of the employees who put themselves forward 		4/16/21		N/A		Minimal nominations 

		Ensure the nominees make up the full range of workforce e.g someone from each department. 		4/23/21		N/A		Nominations all from one area

		Forum to nomininate a chair person		4/23/21		N/A		Lack of interest in the role 

		Set up monthly forum meetings with a member of the leadership team		4/23/21		Forum members away from their normal working role during meetings. 		Leader not available due to other commitments 
No free meeting rooms		Needs to be an agreed rota in place for leadership team

		Agree how to communicate outputs to the rest of the workforce		4/23/21		N/A

		First forum meeting		5/3/21		N/A		Minimal attendance. 		Ensure pre-agreed agenda
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		Candidate name: Sarah Mills 

		CIPD Membership/registration No.:

54832957



		Qualification title: CIPD Diploma in Applied Human Resources 

		Unique Learner No. (ULN):

1907114



		Unit code

		Unit title

		Assessment criteria no.

		Evidence description

		Evidence reference number

		Assessor

initials

		I/V initials if sampled



		5AEEG

		Contributing to Employee Engagement in the Organisation

		1.2

		Email to Line Manager and Head of OD, confirming the use of the Gallup Q12 tool for the Income Department. (email followed a zoom meeting discussion) 

		EV1

		

		



		

		



		1.3

		Information about sample group

		EV2

		

		



		

		



		1.3

		Email to sample group with details of the survey

		EV3

		

		



		

		



		1.3

		Survey Results 

		EV4

		

		



		

		



		2.1

		2016 & 2017 Gallup Q12 Survey Results 

		EV5

		

		



		

		



		2.1

		Launch of Corporate Plan 

		EV6

		

		



		

		



		2.1

		Email from ‘Crew Leader’

		EV7

		

		



		

		



		2.1

		News article of Tree Planting in the community 

		EV8

		

		



		

		



		2.1

		News article on staff donation 

		EV9

		

		



		

		

		2.2

		Housing Organisational Structure

		EV10

		

		



		

		

		2.1

		Communications about Future of Work

		EV11

		

		



		

		

		2.1

		Communications about ‘Winter Wellness’ programme

		EV12

		

		



		

		

		3.1

		Best Companies – Factors of workplace engagement 

		EV13

		

		



		

		

		3.2

		Meeting notes from discussion with line manager over engagement strategies 

		EV14

		

		



		

		

		3.3

		Email follow up from discussion with line manager around recommendations and implementation plan

		EV15a and 15b

		

		



		Candidate declaration:



		· I confirm that the work/evidence presented for assessment is my own unaided work. 

· I have read the assessment regulations and understand that if I am found to have ‘copied’ from published work without acknowledgement, or from other candidate’s work, this may be regarded as plagiarism which is an offence against the assessment regulations and leads to failure in the relevant unit and formal disciplinary action.

· I agree to this work being subjected to scrutiny by textual analysis software if required.

· I understand that my work may be used for future academic/quality assurance purposes in accordance with the provisions of the Data Protection Act 1998.

· I understand that the work/evidence submitted for assessment may not be returned to me and that I have retained a copy for my records.

· I understand that until such time as the assessment grade has been ratified through internal and external quality assurance processes it is not final.



		Signature:

		SL Mills

		Date:

		03/02/2021
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To. |

[

Subject | Fw: Engagement Survey

From: Sarah Mills <Sarah.Mills@taitarian.co.uk>
Sent: 22 October 2020 14:45

Subject: Engagement Survey

Hi Both,

team.

Thanks for your support.
Kind Regards,

Sarah Mills

Tai Tarian Ltd.

Ty Gwyn,

Brunel Way,

Baglan Energy Park,
Neath Port Talbot,
SA11 2FP

Tel: 01639 508459
General Enquiries: 0300 777 0000
Website - www.taitarian.co.uk

Following our discussion this morning, | am writing to confirm that | will utilise the Gallup Q12 survey questions with the Income Team only. As agreed | will feedback the findings to Sian and look at potential recommendations for that particular

71 @) ENG

19:48
02/02/2021
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