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1. After meeting with the head of HR to understand the organisations employee engagement strategy it is clear the organisation understands the importance of having a strong and open communication system. Frost (2016) discusses the need for communication but also highlights how this is different from engagement, the article notes that communication is important but involving employees in decisions and giving them the opportunity to express their feelings and thoughts is what drives engagement on a higher level, bearing this in mind Folly Farms approach encompasses both elements, the organisation has strong and open communication systems whereby line manager keep their teams in formed but there is also a communication based app in use which means directors can communicate with employees on the ground and often send broadcast style messages which are short and snappy, this allows for instant updates. By using a frequent and often approach to communication alongside formal newsletters and one to one meetings, the engagement levels of employees are higher as they feel kept in the loop about changes and updates though the organisation. 

Andre, Lindos and Fares (2013) Discusses that employee engagement in smaller family owned firms tends to be higher and can bring a unique perspective, this is definitely something that is built into the approach by Folly Farm which is a family owned and family run organisation, this is used to the organisations advantage and employees are reminded of the background of the firm regularly and how it has grown, the directors also communicate frequently with team members and have a notable presence across the site which build on the attachment of employees as they buy into the small family aspect and really feel part of the team, this approach helps drive the psychological state of employees and how they see themselves as part of the family and want the organisation to do well and keep growing. 

The organisation also puts a lot of emphasis on personal development plans, this is where high performance areas are recognised, and appropriate praise given by line managers but also an opportunity to address under performance. The development plans are put in place annually and employees have a one to one meeting with their line manager quarterly, this ensures momentum remains constant and employees are given goals and targets to achieve, According to Kappel (2018) setting employee development plans can really help boost engagement as employees then feel as though the company is investing in their growth and want to return that via high levels of commitment to the organisation. The development plans are only implemented for supervisory positions and above so it could also be argued that more could be done with employees on the shopfloor to ensure they feel as engaged and as valued as those higher up. 

The organisation does not have a formal engagement policy but takes the little and often approach, there is a clear and strong focus on communication and development plans however, it is clear that this is limited to those on permanent contracts, there is scope for more to be done for those on seasonal contracts but this can be challenging sue to the nature of the business and the fact contracts are short so employees may not benefit from the approach. The organisation naturally implements some of the best practice approaches to engagement without having a formal policy, it is fortunate hat the family orientated culture of the organisation lends itself to a strong and cohesive team environment and this alone appears to be enough to gain buy in and longevity from employees, many of whom have upwards of 10 years’ service with the company. In summary, is clear that communication is present and meeting the needs of employees and they are aware of what the organisation is trying to achieve but there does need to be some work done to roll this out across the lower levels of the organisation to get further engagement levels from employees as this is where the greatest impact would be felt. 


2. Janzer (2019) notes the importance of having an employee handbook and how this can clearly set out company policies and missions and be a good base line for communicating these messages to employees. This is a good starting point during the onboarding process as it introduces the organisation to an employee and also gives them background about the company and generates buy in to its ethos from the beginning. The handbook at Folly Farm is clearly set out and gives background to the company and its story and timeline, it introduces the directors and senior management team also which helps forge good working relationships from the beginning s employees feel as though they know those they are going to be working with. The handbook goes on to clearly explain policies and procedures such as uniform and dress code, disciplinary procedures this is done effectively and is clear and engaging with pictures, this means employees know what is expected of them and how they should conduct themselves within the workplace and minimises the potential for disagreements and conflict which contributes to a more positive working environment and thus a more engaged team who are behaving appropriately. The handbook also describes key health and safety policies and highlights emergency procedures on site, this is important as it ensures employees feel at ease and comfortable in terms of what to do in stressful situations. Arguably the most engaging section of the handbook is the ‘meet the team’ section whereby employees from different departments have profiles, these profiles highlight the individuals length of service and key skills developed within their employment and often includes those who started as supervisors and have progressed to management positions, this is engaging and meets the needs of the organisation as its relevant and interesting and highlights what can be achieved and gives new starters something to aim for. 

The other key source of communications comes from newsletters which are posted monthly in staff areas, these include articles about staff and what they have been up to both inside and outside of work, they also include a staff shout out section which gives praise for employee of the month winners, trip advisor staff mentions and team members who have been promoted. This is particularly engaging from both sides as those who have won awards get recognition and those who haven’t get to see their colleagues and also have something to aspire to. The newsletters also highlight key developments across the organisation and communicate changes to systems and processes, this ensure messages are filtered out through the company and that everyone feels kept up to date and is aware of what is going on and why. 

3. After meeting with my line manger and discussing the organisations approach to employee engagement and also my own skillset in this area and factoring in the CIPD profession map, it’s clear that I sit predominantly at the associate level as I have a sound knowledge of the approaches to driving employee engagement, a good understanding of the impacts of well-being initiatives at work and how trust models can be used. There are some areas which I feel as though I have further knowledge and sit higher as I have in depth knowledge of the importance of onboarding and have designed and re-structured the company onboarding system and am predominantly responsible for this area and its delivery, this is key to engagement as it creates a lasting and important impression of the brand and can make or break the start of someone joining the organisation. In terms of areas to develop, I would look to develop based on the improving of managers approaches to employee engagement and how this area can be further strengthened as good relationships between managers and their teams can drive froward organisational goals and make for committed employees. The best way to drive this forward would be through training and perhaps running a workshop with line mangers on the importance of employee engagement and hoe this helps get the most out of their teams, by giving them more theory behind why things are done they could potentially change their team communication methods and development plans for individuals and build better relationships with their teams thus improving the organisation as a whole. 
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