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Work based Answers – 5KEEG

1B: An evaluation of my organisations approach to employee engagement based on current trends. 

Employee engagement strategies are crucial for organisations, and when effective, they can assist in the reduction of employee turnover, improve the productivity and efficiency of staff, retain customers, and consequentially maintain and increase profit margins. However, more importantly, evidence suggests that engaged employees are also happier in all aspects of their lives (Engagement Multiplier, 2020)

Employee engagement can be defined as the concept that supports an environment where workers are able to work to the best of their abilities each day and are committed to the organisations goals and values with passion to drive the organisation to success (Perkbox, 2020). Susan Cain highlighted the importance of recognising individual traits, and the different qualities that introverts and extroverts can bring to a business environment. Cain corroborated the definition of engagement and highlighted the need to cater for these differences within the working environment, and the importance of organisations in supporting these intrinsic differences to really maximise their workforce. Cain explained that “the key to maximising talents is to put ourselves in the zone of stimulation that’s right for us” (Cain, 2012). A study by the Gallup Organisation found that highly engaged tams yield 21% more profitability over their less engaged counterparts (Gallup, 2018).

With this in mind, another definition of employee engagement that is directed at the role of individual employees in overall organisation success is: “ Employee engagement is based on the personal involvement of the employee in the success of the company” (Perkbox, 2020).

This statement really identifies the importance of having several different approaches to employee engagement to ensure that all employees are catered for. A ‘one size fits all’ approach to engagement will not be effective in the long run.

2020 has really highlighted the importance of engaging with employees, not only to maximise internal profit margins, but also to attract new talent to organisations in a very uncertain labour market. The Covid pandemic has forced the closure of many large and small organisations and has been a particularly difficult period for the leisure and tourism industry. It has also forced the closure of many smaller local businesses.

Fortunately, the Social Care industry within which I work has not been affected in the same way as other industries as we are classified as ‘key workers’, however we have also faced our own unique difficulties in terms of managing an increased risk to working environments, as well as the ability to source PPE for Carers.

In fact, we have used this period to maximise our business opportunities by recruiting new staff which has subsequently allowed us to take on new care packages and maximise profits. It has also been the perfect opportunity to review our approach to employee engagement to ensure that current staff feel valued and engaged throughout this difficult period, but also to attract new staff that may need or want a change in occupation as a result of business closures, or re-evaluating their career choices.

Employee engagement tactics can consist of many different approaches, and these are usually underpinned by organisational values, policies and procedure. Tactics can include the following different means:

· Ensuring that employees are aware and aligned with organisational goals and values, and understand the part they play in achieving these;
· Excellent means of communication
· Create an engaging working environment
· Ensure clear roles and expectations are set
· Introduce flexible working practices
· Develop workplace culture
· Recognise and reward great work
· Personal development plans and supporting progression
· Developing and maintaining a strong employer brand

(Perkbox, 2020).

Over recent months we have reviewed our handbook and our processes to assess the Companies approach to employee engagement. Until recently, we have solely relied on the discretionary effort of employees, and the leadership of line managers and senior managers to encourage and support engagement. Within our care setting, we also find that the Carers relationship with the customers that they support also encourages them to stay working within that setting, as they develop a sense of responsibility towards that person.

I have recently been tasked with reviewing and providing recommendations for employee engagement initiatives within the Company. Upon review of the Companies procedures, actions and culture, it is apparent that we should be investing in our employee’s engagement a lot more. Employee turnover within the care industry is high, and although my organisation has a high turnover rate, we are still lower than the industry average, however we have almost come to terms with this issue, and have developed our recruitment methods to adapt to this. This shouldn’t be the case; we should be recognising the importance of retaining our employees by ensuring that we are engaging with them effectively.

We have recently made the decision to retain a marketing expert to manage our social media accounts on a daily basis, boosting the recruitment and engagement of people within the wider community, but also the engagement of our staff that are associated to these accounts. We post information about the Company and have recently started to post short bio’s of our employees and why they enjoy working for the Company., which has made them feel valued and involved.

We have also increased our rates of pay for the third time within a 12 month period, the final increase in pay we advertised and utilised the current Covid period to thank all of our staff for their commitment and dedication throughout these uncertain times, although there were other reasons for these increases in pay, we utilised these opportunities to our advantage to develop organisational engagement and culture.

In addition to this, we have also devised a new onboarding strategy, to ensure that new recruits have the best possible start to their career within the Company, ensuring that they feel supported from the get-go. We invest a lot of time and money in to recruitment and the onboarding of staff, and it is vital that we get this process right to retain new recruits.

Finally, I will be reviewing employee wellbeing ideas to see what else we are able to offer our staff. Current ideas include offering employees an employee assistance programme, flexible working options, remote working options, and the concept of a four-day week has also been discussed.

In review of the above, I believe these tactics will be effective, but will only truly be effective if the organisation is able to market and communicate these effectively to employees. In review, I can see that the weakness of our Company is the reliance upon middle managers to ensure that our employees remain engaged. These line managers are often the most under skilled members of our management team but have one of the post important positions, managing our customers and staff on a daily basis.


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.

From experience, employees seldom familiarise themselves with the employee handbook, unless they are trying to find a specific section that interests them. For example, employees often refer to the employee handbook if they are trying to find out information in relation to flexible working, sickness absence or in the event that employees are invited to a disciplinary hearing. During such meetings, we always refer to the applicable policies that the employee may have contravened, for example “ are you familiar with our policy on phone use at work at paragraph 75.5 of our employee handbook”?. Staff seldom answer that they are. 

90% of staff are usually unaware of the employee handbook, and do not understand its purpose in their employment. It certainly does not engage our employees, but I would argue that its purpose is not to engage employees, but merely to monitor and supervise the mutual employee-employer relationship through the availability of policies and procedures to ensure a fair and robust working environment meeting all statutory and regulatory requirements.

On the other hand, internal staff bulletins are used within out organisation to engage staff. We utilize Yammer, which is similar to Facebook and is used universally by businesses to engage with employees.  Our employees are encouraged to post examples of good practice on Yammer, and we reciprocate this by posting compliments ad examples of good practice which have been carried out by our employees. A recent study highlighted that 55% of respondents wanted to switch jobs, and the number one reason for this was a lack of recognition (HR Technologist, 2020).

Within Yammer, we also post job vacancies and any other information which is relevant to our employees. We always try and do this in such a way that is engaging, and we utilise graphic design and professional marketing experts to ensure that our message is always put across in a noticeable way in keeping with the organisations branding and culture.

As previously discussed, we have recently started using Bio’s of our employees on Facebook to promote the business and put a face behind the brand. I think it would be beneficial if we could imitate this approach on Yammer. It ensures employee recognition, but also encourages staff to engage with the function more as they may be more interested in this type of information. I believe that employee recognition is one of the key foundations to employee engagement. Developing robust relationships with employees is essential to overall organisational productivity and profitability.

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 (for example delivering training on the topic/coaching line managers).

Upon discussing my develop needs with my Company Director, we have reviewed the requirements of the business to support employee engagement tactics and benchmarked these against my current skill set and abilities. In order to review my areas of development, we have utilised the CIPD Profession Map to guide us.

We have confirmed the need to provide training to line managers and middle managers on the effective management of staff to create a supportive and inclusive environment. We highlighted several areas from the profession map that were applicable and reviewed my current abilities to determine the level at which I need to be working towards to achieve these outcomes.  Due to a recent Company re-structure, we have determined that I will be required to take on policy writing and some more aspects of training, particularly training which is geared towards HR practices and organisation engagement. There is now a requirement for me to define learning and development strategy, policy and governance, and understand the legal requirements for content creation which  will in turn support organisation learning and strategic goals (CIPD, 2020).

We have also highlighted the need for me to refer to the employee experience area of the CIPD profession map whilst reviewing our employee engagement policies. I am tasked with reviewing employee engagement policies across the organisation and I am currently in the process of identifying tools and approaches to identify employee engagement. I will then need to further develop my skill set and understand how to design approaches to drive and assess employee engagement across the organisation (CIPD, 2020).

My skills and expertise in this area require improvement. This is an area of work that I have not had involvement in before, however I recognise the importance of employee engagement and I am determined to apply myself to develop the required skills in line with the profession map that will allow me to meet the Companies requirements.
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