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1b) If you are already familiar with its approach, evaluate whether or not your organisation’s approach needs a review, based on your reading of current trends. 
As with any organisation, CSG want to achieve high levels of employee engagement as an engaged workforce will according to Johns and Ellis (2016): 
· Improve profitability 
· Improve levels of customer satisfaction, customer loyalty, customer retention and new customer acquisition through the activities of advocate customers
· Reduce employee absenteeism 
· Lower labour turnover 
· Enhance rates of creativity and innovation 
· Improve productivity 
CSG Hotspots 
There are certain issues within CSG that have been identified that are the result of poor employee engagement and that need to be addressed: 

Sickness Absence rates within CSG are above the national average rate of 4.1 days per employee per annum (Office for National Statistics 2018). Academic year 2017/2018 saw an average absence rate of 4.5 days per employee, which increased to 5.1 days per employee in academic year 2018/2019. The average daily cost is approximately £70 per employee. With 800 employees and an average of 5.1 days per employee that totals £285,000 per annum. This is without taking into account the cost of absence cover. With sickness absence rates increasing, this suggests that employee engagement is low within the organisation. 

Turnover rates within the college in academic year 2018/2019 was 16.4%. This is much higher than the previous year 2017/2018 where the turnover rate was 9.0% . The main reason for the major increase is down to redundancy where 21 people took voluntary redundancy and 41 people resigned. A further 47 employees had an end to their fixed term contract. Other reasons consisted of death in service (1), dismissed (2), mutual agreement (1) retired (6) and retirement due to ill health (4). 
Although the main cause for this has been redundancy, 21 (the total of redundancy) minus  123 (the grand total of employees leaving this year) gives a total of 102 employees that have left this academic year. This is still more than the previous year where the total of employees leaving was 75. This suggests that the high turnover figure is to do with other factors other than redundancies. The college needs to find out reasons why so many people are resigning compared to previous years in order to understand engagement levels. 

Most of the issues identified by the surveys conducted for this module are linked back to line managers. According to Robinson and Hayday (2009) the behaviours of engaging managers are: they communicate and make clear what is expected, they listen, value and involve their teams, they focus on targets, they have, and share, a clear strategic vision, they show an active interest in others, they exercises good leadership skills and they act with respect and in turn are respected. Engaging line managers is one of the four enablers identified by Macleod and Clarke (2009) which emphasise the role of managers in promoting employee engagement. The other three are:
· A strategic narrative – This is where an organisation gives employees clarity between their job and vision and aims of the organisation”. 
· Employee voice –Where employees’ views are encouraged and listened to, in order to make a difference. 
· Integrity – This is defined as “a belief among employees that the organisation lives its values and behaviours”. This results in trust. 

From research, it is clear that line managers within CSG are not effective in promoting employee engagement as they do not hold the same behaviours  that are mentioned above. Employee voice was rated low, employees aren’t praised or recognised  by line managers and employees do not have clarity between their job and vision and aims of the organisation. 
Cultural barriers at CSG
	Filling a recruitment spot quickly
	This is an issue as line managers fill a recruitment spot quickly regardless of not being 100% on the ability of the candidate to do the job. This happened most recently where the college appointed a candidate to be “Head of Section”. This employee would oversee an area meaning that if the right person was not appointed to the role, this would have a major effect on employees that are being managed. Issues could include, demotivation from staff, low morale, lower productivity and engagement, increased levels of absenteeism and high turnover (Johns and Ellis, 2016). This links back to the data mentioned above where absenteeism is 5.1 days per employee and turnover rates is 16.4%. The reason for these being high may be down to employees not feeling they are being properly managed. Instead of trying to recruit quickly, the college needs to make sure that the right person is appointed by waiting and re-advertising the job role and having a more rigorous recruitment process in place for instance phone interview, formal/informal interview, a presentation and psychometric testing.

	Values, behaviours and mission statement of the organisation are not embedded in the job descriptions 
	CSG are not attracting candidates that have the same values and behaviours as the organisation. When candidates know the values, behaviours and mission statement when applying for the role, they are more likely to be committed to carry out and buy into those values and behaviours because they agree to them. Job descriptions that are advertised have no values, behaviours or mission statement mentioned. This may be another reason why absenteeism and turnover rates are so high. 

	Some values and behaviours not being met 
	From research conducted from the survey, it is clear that the values and behaviours such as praise and recognition are not being used by line managers which has an impact on how engaged employees are. This could also be the reason why turnover and absenteeism is high. Line managers may not be the sole reason for this not being implemented as it may be down to the values and behaviours not being embedded in the job descriptions meaning that the college does not have the right managers in place that align with the values and behaviours of the organisation. 

	Redundancy/re-structure
	Most recently the college has gone through voluntary redundancy which has left employees feeling uncertain about their position at the college.  With the number of students decreasing every year, staff are going to feel uncertain about the future which will impact on motivation levels and a decrease in productivity. With the college going through redundancy, a new college re-structure was needed. From research outlined above, 21 people left due to redundancy, but 41 people resigned. This may be down to the new college re-structure and the uncertainty for the future. 



From this information it is clear that CSG need to review the ways in which it engages with its employees. The following are ways to raise employee engagement:
· Line managers – According to Roper (2017) “without line managers there is no engagement. It is impossible to engage others if the line manager is not engaged”. Within CSG line managers are the main people to raise levels of employee engagement in the organisation. From research identified above, line managers are not engaging with employees. Roper (2017) identifies way to over come this issue: 
1. Recruit the right line managers through a rigorous interview process so that they have the same values and behaviours as the organisation. 
2. Engage managers with company strategy – people feeling inspired by likeable and charismatic managers is important. There needs to be some kind of process that engages managers with the strategy, enabling them to see what people need to engage with. 
3. Start from the top – For line managers to understand the company strategy and purpose it needs to be clearly communicated from above. 
4. Training – Investing in training for line managers is valuable. 
· Re-structure/redundancy – There is a sense of uncertain about the future of the college and jobs as the number of students entering the college is decreasing every year. This has resulted in redundancy and a new restructure causing low engagement. To over come this, it is important that the college attracts as many students as possible to the college. This can be done through marketing, employees being advocates for the organisation and achieving high standards and grades to attract more students. More students means that this barrier is minimised. The principal also needs to be more open of the current position of the college and the future by regular updates on the internal gateway and in person with the organisation.
· Lack of bottom up knowledge transfer for instance employee voice – According to Acas (2019), this leads to employees feeling demotivated because their opinion doesn’t count by their manager which creates a low trust culture. The line manager needs to be engaged for them to engage others. Ways the line manger and the organisation could engage employees could be through suggestion schemes/box, regular meetings and an open door policy where employees could tell them their ideas. Another way is to do regular employee engagement surveys to monitor levels For this to be effective, line managers need to take employees feedback on board and implement them. This leads to employees feeling valued and motivated raising engagement levels. 
· Values, behaviours and mission statement not embedded deeply enough in the organisation – This needs to be embedded in job descriptions so that the company attracts the right people. People who align with the companies values and behaviours are more likely to drive employee engagement. As well as this, the values, behaviours and mission statement need to be better advertised around the college and implemented into the induction process. They also need to be driven by top management and line managers in order to drive engagement with the rest of the workforce. 




















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 employee handbook at CSG is 4 years out of date meaning that information is not current and accurate. The content therefore does not engage employees. For instance, during the last 4 years, we have had a new principle meaning that the mission is now different to what it was in 2017. This means that CSG are not attracting the right people to the college who buy into the mission statement before recruitment as the document is not up to date. 
	The number of staff employed at CSG has also increased as the college has recently merged with Coleg Ceredigion. 
	The culture, service, delivery and resource at CSG however does remain the same where the aims are: 

Our culture
Our aims are:
· To ensure learners are the focus of our College.
· To inspire our learners and provide them with an enjoyable and life enriching experience.
· To be a safe and caring College, that promotes equality and diversity, supporting learners from a wide range of backgrounds, ages and ability.
· To promote a culture of respect, environmental awareness and an ethos of global citizenship.
· To promote the Welsh language, a Welsh ethos and a bilingual culture within our College.
· To challenge and support learners and staff to be excellent.

Our service
Our aims are:
· To achieve excellent results, progression and employment for our learners.
· To develop learners’ skills up to world class standards.
· To deliver a broad curriculum, inclusive of 14-19, FE, HE, WBL, ACL, international and commercial training.
· To be responsive to stakeholder needs and contribute to regeneration.
· To develop and sustain effective employer engagement and value adding partnerships.
· To contribute fully to the UWTSD Group, for the benefit of all our learners.

Our delivery
Our aims are:
· To achieve and value excellence in Teaching and Learning.
· To achieve innovation and excellence in all our activities.
· To provide visionary leadership and governance.
· To secure the highest levels of motivation and effective team working.
· To ensure access to high quality information to inform our decision making.
· To maintain clarity in communication and consistency in policy, procedure and practice.

Our resource
Our aims are:
· To value and invest in our staff.
· To promote a safe and healthy learning and working environment.
· To create an inspiring physical resource, that embraces modern technology and provides excellent learning and social experiences.
· To minimise the environmental impact of our physical resource.
· To secure diversified income streams.
· To achieve value for money and financial surpluses in order to re-invest in the future of our learners.

	Other information that still remains current is the useful information section in the handbook. This provides information on line managers/mentors, access to the college computer system, online payslips, online telephone directory, college website and gateway page, email good practice, printing allowance, human resources (reporting sickness absences, annual leave entitlement, how to access policies, pension schemes, rest breaks, college vacancies, staff development, appraisal schemes)and finance. 

	The handbook needs to be developed to ensure that the new mission statement, college structure and principle are included. It is important that this is updated and is right in order to attract the right people and to get them to buy into the values and mission of the organisation. This would contribute to decreasing turnover and absence rates and increase productivity and motivation. 

The below is a screen shot of the internal gateway. This is engaging to employees as it provides them with all the necessary information they need, and it is also updated daily meaning that the information is current and accurate. Announcements from the Principal is featured in the centre and other news such as new vacancies are features under the “features news” section. This information is engaging to employees as they are interested in updates with regards to the college and any important information that they need to be aware of such as the increase in mumps in the college. 
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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. Consider whether or not your skills in this area require improvement
According to CIPD (2019), employee engagement is one of the specialist knowledge areas of the CIPD profession map. Employee experience is about creating a great work environment for people. It involves understanding the role that trust plays in the employment relationship and making sure people are listened to and have a voice in issues that impact them. This area focuses on the factors that really drive engagement, such as the manager/worker relationship and the wellbeing agenda. It’s about looking at the employer brand, both current and aspirational, and working in partnership with people to shape the factors which most strongly influence it. 

After studying the employee engagement module, I would say that I am on the fundamental level where I understand the organisations approach to employee engagement, the organisations approach to listening to workers, how the relationship a worker has with their line manager can positively or negatively impact engagement, the different approach to and activities around well being in the organisation and how trust affects the working relationship. I also understand the people policies that impact the worker experience in CSG and the communication channels at the college. I understand parts of the associate level such as, the tools and approaches to drive engagement but I need to further explore this level to understand the pros and cons of a range of worker voice tools and approaches, how to assess management practices and behaviours and their impact on the worker experience, different elements of on boarding and how to administer them and the different trust models and how they can be use to improve relationships at work (CIPD, 2019). 

In order to further develop myself around this topic, I would start with doing research in order to work towards the associate level. To further develop this area I would need to deliver training to line managers around the topic of employee engagement and coaching line managers on the importance of it. Other ways to improve on this topic would be to attend CIPD talks around the subject. 
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EMYR THOMAS: We have received very sad news that our colkague Emyr Thomas, brickaying depariment at the
Cardigan campus, has passed away. Our sincere condolences to hs famly, friends and close colleagues at his time

DRAFT DIGITAL STRATEGY: A Working Group, chaired by like Wiliams, has drafted a igtal sirategy for the Colege.
to complement Welsh Government’s' Digtal 2030 Strategy. The draftcan be found HERE. We're nterested in staff
views on the strategy and are inviing feedback for he next two weeks. Any comments fo

mike.wilams @colegsiroar ac.uk by Frday 31 January please. Dioch yn fawr.

VIELSH SELF ASSESSWIENT: Flzsse can il staff g0 to CSGNatRapans to complste for yoursalf. Guide HERE. Dislen yn
faur.

MUMPS: There have been S recent cases of mumps at Coleg Sir Gar (¢ Ammanford and 1 Graig). The Puble Health
Wales Officer considers the number o be low at the moment, so wil not a tis stage fssue any correspondence fo
Students (which normally advises them {0 be up o date with HIYR vaccinations, to be viglant of their heatih and the
importance of personal hygiene). But t would be worth reminding students and collagues of hs i you geta
convenient opportunity (eg, tutorial. We've asked about the rsk of mumps for pregnant women and whie t appears.
there i no signifcant iskto unborn chidren identified, the advice was for expectant mothers to contact their mduwie if
there was a mumps outbreak i ther working area. Diolch yn favr.

BOARD GAMES: Sharon Wilams (Cynnydd Hentor, Piowriviyd) is colecting board games for students. If you have any
Youd be happy to donate, please drop them at the Leamer Support Offce, Pibwriwy. liany thanks.

EMPLOYMENT VACANCIES SITE: Becky Pask has been working with the Library to set up an employment vacancies.
ste for students - see more hips:sies. soogle comlcolegsirgar ac. ukcolegsirgar-dy fodok uturehome.

DRAFT FEES FOR 2020121: Please fnd our draft fees HERE (HE, FE, Schools efc), yet 0 be approved by the Board of
Directors, but ready to be submited for approval. Any issues please contact mie.wiiams@colegsirgar.ac.uk

DRAFT TERM DATES 20202
forward planning

Please see HERE. Please note they are n draft at hs point, but hopefully wilhelp wih
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