Understanding Employee engagement
On the job tasks
1. Evaluate whether or not your organisation’s approach needs a review, based on your reading of current trends. 
In 2016 a new Head of Organisational Development was appointed, he wanted to introduce an employee engagement survey into the Organisation. The chosen tool at the time was the Gallup Q12 Survey. This is one of the most popular engagement surveys used by a number of large organisations, including B&Q who have won the Gallup Great Workplace Aware three times. (Personnel Today, 2009). 
The results of the 2016 & 2017 surveys (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
The Organisation felt proud to say that they had made strides in improving employee engagement year on year, however, have subsequently chosen not to send out the survey since. Bearing this in mind, as I am still relatively new to Tai Tarian, I spoke to 3 Managers who have been with the Organisation for a number of years to understand their thoughts on what changed between 2016 and 2017 that they believed increased engagement within the organisation. Interestingly neither of them can remember anything in particular changing after the first survey. This supports Phillip Wilsons (SHRM, 2017) thoughts whereby he believes that the time it takes to turn around the results of a large company wide annual survey, employees have forgotten what they answered and why, creating a feeling of being misunderstood regardless of their previous answers.  
Over the years there has been a shift away from the traditional annual engagement survey to more regular feedback tools such as pulse surveys. 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. 
Moving on to employee voice mechanisms, the organisation has a partnership agreement with both Unite and Unison Trade Unions, with a small number of employee representatives for both. There are no employee forums, therefore the Trade Union Reps pretty much speak on behalf of the whole workforce. Interestingly, 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 someone speaking directly on their behalf. The low membership figure is in line with an overall decrease of trade union memberships across the UK over the years (Gov, 2019).    
Other platforms the Organisation have are; an Employee Assistance Programme, and ‘Speak in confidence’, a confidential way of employees raising anything they may have concerns over, although the emails to this system are very few and far between, the feedback I have heard is that employees don’t believe it is really confidential. This itself highlights a trust issue. 
From my findings above I would initially conclude that the Organisation really needs to spend more time focusing on employee engagement and recommend a working group to develop an engagement strategy. However, in the midst of the current COVID pandemic, I believe the Organisation has stepped up. I am currently working with the rest of the OD team to put together a Winter wellbeing programme, 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. We also have a ‘Future of Work’ workgroup set up that are arranging zoom sessions for employees to feedback their experiences from working at home and 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)
In conclusion, I believe Tai Tarian have a long way to go in terms of being up there with some of the more engaging companies such as B&Q and Itsu (CIPD, n.d.) however have started taking steps in the right direction. I believe a written paper to the senior management outlining all the research evidencing the link between engagement and positive organisational outcomes would be a good idea as a starting point as it is so important to have buy in from the top. This is not a quick fix and needs to be planned and executed effectively in order to see results. In the meantime, I would recommend further training with the line managers on how to become a more engaging manager, as they are one of the key enablers to engagement success. (Engage for success, 2012). 
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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 purpose of the employee handbook is to provide a one stop shop for answers to employees’ questions that relate to the Organisations procedures. It should provide a summary of the organisations policies, procedures, and practices. (XpertHR, n.d.)

On review of Tai Tarian’s employee handbook, the first thing I identified is the location of the document. It is located on the companies Intranet page, under the Recruitment and Induction tile in Organisational Development (OD). Personally, I do not think that OD would stand out for many employees when searching for this particular document, I think they would be looking for something with HR titled on it. Secondly, having the document under recruitment and induction would indicate it is only applicable for new starters, whereas the handbook should be a continuously referred to document throughout someone’s employment career. It is also an invaluable tool for Managers to refer to when answering employee questions, ensuring the answer is consistent with the Organisations set practices. (Personnel Today, 2018) 

The content of the handbook itself is in line with the suggested content provided by both CIPD (HR-Inform, 2019) and Xpert HR (n.d). This includes more engaging topics such as salary, holiday entitlements, and employee benefits, along with standard requirements such as discipline and grievance, absence management and health and safety. 

In relation to how the document is written, in my opinion the tone of the document is non engaging, and I do not believe was drafted with the end user in mind. I feel like the tone is 38 pages of ‘talking at’ rather than ‘talking to’ the workforce. The language and tone, along with the title of the handbook are focus points that Sarah Williams (CEO of TEAMango, 2017) believes are key to writing an on brand and engaging staff handbook. 

A communication bulletin called ‘The Advisor’ is sent out via email to all staff on a biweekly basis. The purpose of the communication is to send out any updates to staff and let them know what is going on or coming up in the organisation. 

On review of these communications I would say they include topics that staff would want to hear about, these may include personal or organisational updates. For example: 

· New starters to the organisation – There is a piece welcoming all new starters, providing photos and interesting facts. 
· Celebrating big birthdays and births – Includes congratulations to any staff members who have recently welcomed a baby into the world or celebrating an important birthday.
· Congratulating employees on internal promotions. 

These topics show Tai Tarian is an organisation that cares about what goes on in employees lives and we want to celebrate and share success. Advertising internal promotion also promotes the fact that we focus on internal development of staff and recognise success, an enabler of engagement. (Sage, 2018)
Other topics include:
· Advertising awareness days and events. For example, promoting a moustache challenge for ‘Movember’ and ‘Wear it Pink’ events for breast cancer. 
· Promoting Health and Wellbeing sessions that have been arranged for all staff to sign up to.  
· Providing details of our Employee Assistance Programme. 

Again, these topics show the organisation cares about the workforce and keeping them fit and healthy, especially during the current pandemic. I believe this shows commitment to our employees which again is another link to engagement. (Forbes, 2017)
Finally, the bulletin is full of pictures and bright corporate colours, enticing people to want to read it therefore having the desired effect of being an effective internal communication platform. 
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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. 
Throughout discussion with my line manager it became apparent that Employee Engagement has not been a main focus for the Organisation in recent years, and that even though as a HR Team we have great ideas about introducing an engagement strategy, this has to be agreed by Board and the Senior Leader Team. Unfortunately, this is not a priority right now which is evident in the recent announcement of Tai Tarian’s 5 year Corporate Plan (Tai Tarian, 2020a) which sadly does not include any people related objectives. 
It was agreed that I need to focus on what we do have control over at the moment in relation to engagement. 
Reviewing the Employee Experience element of the CIPD Profession Map (CIPD, 2020) I can develop in the below tasks:
Organisation’s onboarding approach – With the current pandemic throwing the ‘normal’ onboarding approach out of the window, it is now the perfect opportunity to evaluate and rethink a new approach to onboarding. With the IRS Employment Review (2003) finding the majority of staff turnover is within the first 6 months of employment, it is more important now that ever to have an effective onboarding procedure. 
In relation to staff turnover itself, the figure for 2019/2020 sits at 12% (Tai Tarian, 2020b) there is definitely work to be done to understand the reasons behind employees leaving the Organisation. I will be reviewing the current exit interview process to ensure we are collecting the relevant data to understand if there are trends from leavers. I can then use that data to put forward a case for any changes. 
As part of my HRBP role, I have now been given the lead on Health and Wellbeing. This is not something I have led on before so will include research on best practise and reaching out to staff to understand what they would find beneficial. 
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