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Contributing to Employee Engagement in the Organisation
1.1
To measure the levels of employee engagement within our company, myself and a director discussed what would be the best method. We took into consideration the remote working of employees and the busy workloads. We pay for a survey system within the organisation which we usually use to gather customer feedback but I was given authorisation to use it to give out my employee engagement survey. A survey was picked due to not having everyone in the same location at once so a face-to-face meeting would not be possible. All employees have a company email address also so I knew I could send it to everyone. 
We chose to  use the GALLUP 12 questions as the survey because it takes a snapshot of where employees are in terms of engagement and covers a range of aspects. It starts with the bare essentials of engagement, moving on to career satisfaction and recognition, the employer/employee fit and ends with prospects (Surveys, n.d.). The advantages of doing this survey are:
· It asks direct questions that inspire honesty
· Specific weaknesses are highlighted (Surveys, n.d.)
· It is free
· Data is easily collated and reviewed
1.2
A director and I have agreed that I can use our survey platform to distribute the survey and to collate the results. I have been given permission to send it to everyone’s email address in the organisation and I am allowed to send it to the self-employed members also. The survey is short and should take no more than 10 minutes to answer so I am allowed to encourage employees to complete the survey during their working hours. 
1.3
The survey has been issued using Survey Monkey (EV 1). I have sent the survey to all employees because we are a small organisation and to get a range of different results and perspectives. 
1.4
To the 16 people I sent the survey to, I have had 10 responses (EV 2). Results are as follows (EV 7):
Question 1- 9 people answered yes to knowing what was expected of them at work.
Question 2 – I have the materials and equipment I need to do my work right – 7 answered yes.
Question 3 – I have the opportunity to do my best – 7 answered yes.
Question 4- I have received recognition or praise in the last 7 days- 5 answered yes- 1 answered yes from customers.
Question 5 – My supervisor or someone at work seems to care about me as a person- 10 answered yes.
Question 6 – There is someone at work who encourages my development – 8 answered yes.
Question 7 – At work, my opinions seem to count – 5 answered yes.
Question 8 – The mission or purpose of my company makes me feel my job is important – 9 people answered yes.
Question 9 – My associates or fellow employees are committed to doing quality work – 8 people said yes.
Question 10 – I have a best friend at work – 7 people answered yes.
Question 11 – In the last 6 months, someone at work has talked to me about my progression – 9 people answered yes.
Question 12 – This last year, I have had opportunities at work to learn and grow- 8 people answered yes.
Overall at least 50% of people agreed with most of the statements with the worst scoring statement being around praise and recognition and at work my opinions seem to count. I can make an assumption, without carrying out any more research that recognition and praise in the last 7 days does fall short because of the remote working and the nature of the job. I can also add that the main Director is extremely busy and hands on- he does work alongside the boiler engineers and as such is not available to give praise to all on a weekly basis. My opinions seem to count, from a personal perspective I can see how some might feel this. Lorries are extremely expensive to buy and when a drivers breakdown they do suggest getting new ones- but there is a cost to this and also a 2 year wait for a new vehicle to be built and ready, so it’s not so much they don’t count, I think it is the fact that some of the opinions and suggestions are unrealistic if they knew the why and detail behind that decision.  Materials and equipment needed to do my work right- this is only 7 answering yes because 1 is the engineer who we need to order parts for specific jobs and sometimes they are out of stock because biomass is such a niche market, and the other 2 are from the HGV drivers, where we have recently had a lot of lorry issues with them breaking down.
2.1
Our organisation is small and consists of 14 employed members of staff and 2 self-employed who work as and when needed. There are four Managers, two Directors and 8 employees. We have 5 HGV employees who operate under the transport manager and 2 engineers who operate under a Manager/Director and myself who operates under the direction of a Director. 
The first bit of engaging information an employee is given is the employee handbook, along with their contract of employment. The employee handbook has all the relevant information regarding policies and procedures within it and if an employee wants to find how they request annual leave etc, it is easy to navigate. The opening paragraph in the employee handbook is really the only ‘engaging’ part different to other companies, the rest can be viewed as a standard employee handbook template (EV 3).
The probationary period is when new employees meet everyone, are shown around the premises and receive one-to-one training. They get to know the team and are paired with another employee for two weeks to learn their role and how the organisation as a whole works and operates. Many of our positions are lone working now due to the pandemic and the need for separate offices during this time, also many of our roles have just one person completing them. For this reason engagement is extremely important. Employees need to know what is going on and need to feel that their contribution is making a difference, but if they are never in the same location as their line manager, then it is important that we engage by other means. Currently our employee engagement takes the forms of:
· Daily- We are in constant communication daily with company Whatsapp groups (EV 4). This enables us to share information with everyone quickly. We stay in touch via these groups and communicate orders/issues etc through them. 
· We have an office phone system so we can internally call each other as we are working in separate offices and remote working. This works really well as we can just pick up the phone and have a chat whenever.
· We have monthly staff meetings (EV 6). These involve management and HR. The organisations vision and performance is reviewed in these, along with jobs that need doing and feedback/issues which need dealing with. Anyone can speak during these meetings and notes are taken and to do points actioned. The meeting notes are then emailed to all so everyone can review what was discussed and action the to-do points relevant to their departments. The following month then the to-do list is reviewed first to make sure everything has been actioned before moving on.
· We have an internal work email system so everyone can email colleagues and we also have teams set up. Teams is not used often as we mainly use Whatsapp as this is on people’s mobiles. 
· Once a year a staff outing takes place where the whole team goes on a day out, karting/shooting etc and then out for a meal. This is all about relaxing and team building rather than what the company is doing/achieving. 
· Once a year we also have a Christmas meal out as a whole team also so that all staff members can enjoy each other’s company and gel better as a team.
2.2
A barrier to engagement is lone working and working remotely or in separate office buildings. The HGV driver’s role means arriving on the yard on a Monday before anyone else, and are going before anyone else arrives that day. They do not return then until Friday evenings, when everyone has primarily left. This means that all engagement with them takes place digitally or via phone conversations. The driver job can be very isolating as they do lone work 99% of the time. They are away all week sleeping in their cabs so are not around friends/ family or colleagues. There is nothing we as an organisation can do to change this job role to make sure they touch base with everyone face-to-face. 
The engineers do a lot of lone working but they tend to start off on the yard together, grab a cup of tea and have a chat before going off to their different destinations. They all return to the yard at the end of the day, where again they have tea and a catch up. A director is present first thing in the morning and at the end of the day so communication between this group is very good, meaning they are engaged because they know first-hand what is happening.

3.1
There are several definitions for employee engagement. Early definitions of employee engagement is defined by Kahn (1990) which focuses on how employees express themselves ‘physically, cognitively and emotionally’ as they do their job roles (Gifford and Young, 2021). Physical engagement can be expressed through the effort and energy they put into their work. Cognitive engagement can be expressed through focus on ones work and fully submerged in the detail whereas emotional engagement is when the employee shows a sense of pride in their work, feels satisfied and enthusiastic about their job (Taylor and Woodhams, 2016). 
Utrecht University group of occupational psychologists narrowly defines work engagement as a state of mind in an employee which is shown by vigour, dedication and absorption in ones work (Gifford and Young, 2021). The CIPD research suggest there are two types of employee engagement, one being emotional engagement where the employee feels emotionally involved or attached to a part of the organisation/their work and the other being transactional engagement. Transactional engagement can be demonstrated in an employee as someone who appears engaged in their work but would happily jump ship for a better offer elsewhere (Taylor and Woodhams, 2016). The emotional engagement happens at a deeper level.
The Institute of Employment Studies (IES) carried out research into 25 ‘engaging managers’ across seven different organisations. They chose these managers because they managed the most engaged teams but their job roles differed, along with their span of control. These managers had nothing in common except that they all had similar behaviours when managing their teams. These managers were put forward because of their teams high engagement scores but it also was apparent that they had performing teams (Taylor and Woodhams, 2016). The reasoning behind their success was that they were not afraid to have the difficult conversations, to manage the poor performance and behaviour, to deal with issues head on and quickly (Taylor and Woodhams, 2016).
Employees of these managers were asked to describe why their managers were engaging. A theme of behaviours emerged of high levels of communication, listening, two-way conversations, a focus on targets rather than processes, generally interested in their employees and are positive role models (Taylor and Woodhams, 2016). Organisations that are engaging have invested time and money into ensuring their management teams have developed the behaviours needed to promote engagement and well-being (Research report -phase 2, 2017). This investment of training in managers, give the manager a sense of engagement and involvement with the company. It makes the manager more competent and confident within their role and their ability to do their job.
There has been evidence that there is a link between employee engagement and organisational success. With this link established, that means that engagement becomes a focus for HR strategies and practice. A Gallup study in 2010 found that business units with the highest levels of engagement had 18% higher levels of productivity than those with the lowest scores of engagement (Research report -phase 2, 2017). 
3.2
A barrier to engagement within our organisation is that managers are managers because they hold the relevant certification needed to perform that role, such as the Transport manager has a transport management license, the Health and Safety manager has the NEBOSH certification and the Finance manager has an accountancy degree but none of them have had sufficient training in managing people. The Directors have no qualifications in managing people and have not attended any courses. To manage people and know about engagement practices etc you need to have looked externally at courses or events which will give you knowledge and understanding of these topics. We did start to send the Transport manager on managing people day courses but then the pandemic hit and they were cancelled. He managed to attend a ‘bullying and harassment at work’ course, which improved his knowledge and surprised him regarding what is considered bullying/harassment and unacceptable. There is a lack of knowledge around HR principles, employee engagement, managing people and this does need to be addressed so that we can improve our operation. 
Time is a barrier to engagement within our organisation because people work remotely we are never in the same location unless it is the monthly meeting. This is organised a couple of weeks in advance and for us to engage with each other more we would need to allocate time to spend with each other. Communication between us is good with multiple digital platforms available for us to do this, however some employees do not embrace these and will not openly communicate unless asked. The main Director is not a talkative person and has multiple work commitments so his communication needs to be improved, he needs to lead by example.
The findings that the most engaging managers were those who communicated well and dealt with issues quickly, I feel our organisation is extremely slow to address poor performance or poor behaviour with most issues not being dealt with at all. This means the organisation has a culture of not addressing issues, of some employees can do what they want and there are no repercussions. This means employees who are trying their hardest and do want to learn and grow become disengaged because they do not see the point when employee X can behaviour or perform so poorly. 
Management support is limited and this hinders engagement. When an issue arises and a manager wishes to discuss with a Director, the Director is not usually available to talk through issues or offer support and guidance. Some managers do like the lack of support because they can get on with making the decisions, but others do want that support, guidance and recognition.
With remote work stations, HGV away jobs and engineers out on different jobs, it is rare that we know where or what jobs our colleagues have on throughout the day. 
Confidentiality is not present in our organisation. Some managers communicate too much information regarding sensitive issues around the organisation or its employees. This impacts on the level of trust the employees have in management and hinders engagement.
3.3
Management needs to attend courses on employee engagement and managing people. Redkite and Morgan Le Roche Solicitors offer day courses (EV 5) on specific subjects and these need to be attended as soon as possible. This will involve time out of the normal working week but I feel it will be a good investment. 
Weekly catch ups either remotely or in person between management to address issues or to give support and recognition I feel need to take place at least once a week. 
Issues of poor performance and behaviour need to be dealt with. There is no point in being held to ransom by employees because of the fear you won’t be able to replace them as this is hindering the culture of the organisation and its overall success. A course for Managers and Directors on managing poor performance will be a good investment.
Confidentiality needs to happen. Employees need to know if they are having their performance addressed, a wage increase or want to talk to a manager about an issue, they need to trust it will go no further. Sensitive company information which also should be confidential should be, without managers communicating this when it is inappropriate to do so. An example would be around supply issues or the risk of redundancies.
HGV drivers need to engage with more employees and not just each other and their line manager. There needs to be a once a week catch up with them collectively which needs to be headed by the Director. Without the HGV drivers there is no company and I feel that we take this for granted. They are the most important group of employees but they are the ones we engage with the least. It will take some organisation to get them all in the same place at the same time every week, but I think if we do this on a Monday or Friday and schedule it the same time every week, this will not be an issue. The highest turnover rate within our company is with HGV drivers- they are also the hardest to replace- and I think if we invest this time each week, then we will engage them better and hopefully hang on to them for longer.  
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Your event Managing drug & alcohol abuse in
the workplace (Online 28 February 9:30am) is
coming up soon!

Monday at 09:30
Organised by Morgan La Roche

Don't forget your tickets

View or manage order

1 eTicket
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[Notes from staff meeting — 10.02.22 - 1.30pm
We went over the minutes from previous meeting. Matters discussed below.
GD~Lorries & pellets
Lorry pipes— Pipe on sucker unit has been replaced.
820 Darren has now left for full time employment; Duncan will now undertake the rear door work.

Loading conditions have improved at Avonmouth as at present AMP aren't loading out of the same
shed.

B11 currently having work done by Steve Powell. Will review the weigh cell once everything else is
done.

RL-Yard & chip

Progress on the dust extraction unit for the pellet shed. Needed replacement motor which arrives
tomorrow (11.02.22)

Fire prevention water system. Pump is fitted but additional reels to add to the system.
James Bellarby has fitted the dust extraction on the cab of the ICB Loadall. Working well

Extension and new door on the bagged pellet shed. Customer signage and the yard barrier to
prevent customers going on to the main yard. Customers to be encouraged to reverse into the shed.

Wood Sure Quality Management Scheme. This new scheme will affect all areas of chip procurement
and production. RL & ER are currently working on this with the aim to submit our application by the
end of February.

Chip/brash — Nothing back from FC yet, ER to chase Susie Morgan (again). Once this information is
received, we can share via social media, put on our ind direct to Tree Fellers who look to
supply us

RL& PR to source set of sieves for chip grading/sampling.

Chip samples — shed space has now been made for the samples.
Training requirements — None identified at present in PBE Fuels.
Office—

15 will update the website with the agreed price increases.
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'WELCOME To PBE FUELS LTD

Welcome to our team. We are extremely proud of our team and the service we
provide to our clients. Our staff are our most valuable asset and the key means by
‘which we can achieve our goals of promoting the business and ensuring its ongoing
success.

Our vision statement is ‘making Biomass work'

We are an equal opportunities employer. We do not discriminate against our staff or
clients, on the grounds of gender, sexual orientation, marital or Givil partner status,
gender reassignment, race, colour, nationality, ethnic or national origin, religion or
belief, disability or age. We will nof condone any discriminatory act or atttude by our
staff or by our dlients.




