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b.	Evaluate whether or not your organisation’s approach to employee engagement needs a review, based on your reading of current trends.  (Approx 700 words)

Whilst the Company strive to ‘do the right’ thing by their employees in line with the Company values this is quite often an adhoc approach directed at individuals rather than an investment in time and resources on a Company wide scale.   This in effect causes a ‘say-do’ gap which in itself works against creating engagement as employees will often distrust managers and the Company which could result in people leaving or not promoting Puffin as an employer of choice.  (Maclead, 2015).  As engagement is a two-way relationship Puffin need to strive to develop and nurture a culture of engagement so that our employees will then decide the extent of their engagement.  (Robinson, et al., 2004).  Historic attempts at tools to increase engagement have been apathetic ie Suggestions boxes leading to staff not utilising that method of communication.   The Company do have an employee representative committee which aims to  encourage involvement of the wider workforce although upon reviewing this it was evident that it was more of a tick box exercise with insufficient importance placed on the positive benefits such as increased engagement,  job satisfaction and performance (CIPD, 2019a).  Interactions between senior managers and staff at the meetings tended to be at a more passive level, relaying information (Podro, et al., 2008) rather than employees influencing decisions and having true voice.    According to Macleod one of the key enablers to engagement is employee voice (Engage for Success, 2019) so this passive approach is unlikely to increase levels of engagement within the organisation.
Whilst such forums are key to assisting with levels of engagement it is important to remember that our approach to employee engagement should not be purely mechanistic and put in place to ‘extract discretionary effort’ from employees; (Engage for Success, 2019)   The Company need to created a culture which is aligned with a more unitary approach to relationships whereby both the Company and employees aim to develop rational ways of working together to achieve common goals. (Boddy, 2011)
Puffin has quite a hierarchical structure so frequently communication is not filtered down to the wider workforce.  Whilst there are daily briefings for Line Managers there are no regular team briefings to communicate to the employees which often causes frustration, as the CIPD outline communication is one of the key enablers to engagement and it is something that we are not always achieving.  (CIPD, 2019b)    However, the Company do operate a rather open door policy which is a positive for engagement however as interactions are often unplanned there is a risk that full attention is not given to employees or actions not carried out.  Many of our Line Managers are relatively young and inexperience and some perhaps lack the talent required to build strong, positive relationships and to understand what motivates and engages individuals.  MacLeod identifies that Line Managers play a key role in motivating staff (MacLeod and Clarke, 2009) with Gallup supporting this stating that poor line managers can cause disengagement which then increases turnover (Gallup, 2017)
If Puffin is compared to some of the leaders on engagement such as Google and Netflix there is evidence of some of the differences.   Google work in line with some of the findings from Gallups Q12 survey that people are more likely to be engaged if they are doing a job which is aligned with their skills and natural abilities.  At Google all employees are allowed to spend 20% of their work time on their own projects which has increased creativity which benefits not only the organisation but also the individual.   At Puffin we endeavour to recruit people to roles that fit their skills and natural ability however due us being a very task focused manufacturing business it is difficult to allow all employees to work on their own projects within work time due to time and order pressures.  Reinforcing this Gallup identified that this was common amongst many manufacturing and production based businesses.  (Gallup,2017)  Netflix have lead the way in engagement understanding the need for continuous feedback and communication and have ditched the annual appraisal and replaced it with a more organic integrated approach.  This is something that Puffin have considered as the current annual appraisal is not fit for purpose, is rarely carried out and appears more of a tick box exercise.
Overall I think that there would be benefit in reviewing further the levels of engagement within the Company to provide us with a starting point to develop both practical steps to increase engagement beyond the current pay increases, hygiene factors which do not deliver long term commitment ,(Macleod &Clarke, 2009)  in order to adopt a culture of trust, inclusion and increased engagement.
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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. (Approx 500 words)

On reviewing the company handbook it is evident that it probably doesn’t engage employees of topics that matter to them.   The first hurdle to engagement is the Handbook is only available in paper format located in the main staff canteen.  It is apparent from viewing the paper copy that it has only been referred to on a handful of occasions if that.  Whilst face to face communication is most effective this is not always possible particularly when sharing vast amounts of sometime complex information however although 47% of Companies still use the handbook as a means of communication there is a question as to how effective this is in todays hi-tech world.  (Personnel Today, 2017)  
Leadership and a clear understanding of organisational goals, expectations of employees and the importance of their contribution in achieving the overarching goals is key.  (MacLead, 2015)  Viewing the Handbook in line with this there is a clear absence of any information pertaining to the organisational goals of the company and how important the employee contribution is.   Equally whilst the first page of the handbook does contain as sentence stating that the Company welcomes ‘constructive comments and suggestions’  the general feel of the Handbook is very much one of command and control outlining rules and expectations thus not conducive to high levels of trust and collaboration giving the impression that employees will be listened to and that their opinions count’’ (MacLeod & Clarke, 2009).   
The Handbook does not currently contain any information about the Company Values and behaviours and CSR activities which are in place to create a better working and community culture.  As this is an area that is important to millennials (Peretz, 2017) with many using it as a gauge as to whether to work or stay working for a company this should be included.  
Overall I don’t think that the Handbook or internal staff communications viewed extend to the more emotional elements of engagement, (Johns & Ellis, 2016) often focusing on transactional communication of rules, requirements and fundamental hygiene factors such as pay.  Whilst this does need to be communicated it does not create high levels of engagement (Johns & Ellis, 2016)  and perhaps are not the topics that really matter to our staff.
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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 (for example delivering training on the topic/coaching line managers). Record your discussion (300 words approximately).

Having discussed the concept of engagement with my line manager and reviewed the ‘Culture and Behaviour’ section of the new profession map he agreed that whilst as an individual I had a good understanding of the theories of motivation and factors effecting and enabling engagement as a company we have not fully embraced this area and as such where potentially not seeing some of the benefits.    We agreed that many of the managers did not understand the concept of employee engagement and as such I would give a toolbox talk presentation as an introduction, which would also assist me in building my confidence in the area.  
In order to actively become more involved in levels of engagement we agreed that I would set up and create a closed Puffin Facebook page.  As yet the company had not invested in any online tools to increase levels of engagement within the company and it was felt that a Facebook page would be a simple and free tool to enable easy two-way communication and hopefully increase engagement.  In addition from a personal perspective it would and allow me to understand what areas mattered to employees by studying the post engagement rates and comments in order to propose further engagement strategies. 

 
