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Part 1 --- Brief 

Meet with your line manager or other relevant person to thoroughly understand your organisation’s approach to employee engagement. If possible, attend an internal employee communications briefing/ employee representative meeting.



Meeting – I met with my Manager Christine on a Teams Call, as due to the Pandemic we are still unable to conduct face-to-face meetings at present. There have also been no organisational training courses or webinar’s held at this time so I have been unable to attend a training course on this topic.  I hope to be able to attend one when they are placed on the schedule.

Christine went over Swansea Council’s employee engagement view and also over the current employee engagement survey’s that have been done within my area of “The Service Centre”.


Response

Swansea Council clearly states on its website engagement page that when you come and work for us you can enjoy the following benefits:- 

Flexible working arrangements.
Competitive holidays
Excellent pension scheme
Staff discounts
Flexi time
Wellbeing and Innovation activities.

Many of these are par for the course for council workers, we do get good holidays, an excellent pension scheme, and flexible working is by application but readily available to all. Many operate on the flexi time policy. Wellbeing and Innovation is of high importance and something that is always considered within our performance management appraisal process in particular the 1-1 that we get monthly with our line manager’s. Some of the question’s asked within this time are directly aimed at looking after individual’s well-being. Our own 1-1 has been amended during the pandemic to include more of a focus on well-being and also giving an opportunity to raise any issues around home working.
Questions range from How are you feeling (scored 1-10 and giving reasons for your score), is anything bothering you? How is home-working going for you? 
Another consideration in this time is target setting / meeting. It’s important to understand if a person is struggling with targets and the reasons why. As my manager Christine doesn’t set targets per say as she feels that we can only do what work comes into us. She will only question stats if she feels there is a dip in figures and then it would be to discover if there is something preventing us from working or worrying us. 
Manager of the Service Centre recently completed a survey of the team to highlight any needs on the employee engagement front that have arisen from the Pandemic. This led to the amendment of the questions within the 1-1 and the change of focus onto employee’s well-being. 

Some of the building blocks of engagement talked about by Purcell (2010) are clear ideal’s for setting up employee 1-1 questions:-
1. Employee trust in management
2. Satisfaction with work
3. Satisfaction with decision making in work
4. Quality relationships between managers and employees
5. Satisfaction with pay
6. Job challenges
7. Satisfaction with sense of achievement at work.

Since the pandemic, we have moved to 2 team meetings per week – previously we would have just the 1. These are so that we can be informed of any changes that are up and coming or things that we need to be aware of and in addition to these we have also been engaging in a weekly team time which is completely un-work related. We have held, session such as quiz hrs and bingo and also just a simple coffee and catch up session. This has been put in place to support the team, some have been struggling with isolation as they live alone and for others who are managing family whilst working it has just become a good time just to have fun!

Christine and the other members of our management team offer an “open door” policy. Meaning that any-time you need to talk you can drop them an email, team’s call or just book a slot on the diary for a catch up. The same applies to the Head of the Service Centre who has also set up a drop in session to talk about any concerns.  The results of this are that the majority most of the team are engaged with the organisation and its goal. Our main goal is Customer satisfaction. So, if we have happy customers, which we usually do then that means that out employees are usually fairly engaged in their roles. 

Swansea council has a focus on Innovation – which simply put is about “doing something new”. We now employee as part of Learning and Development Team an Innovation Officer. In order to Innovate, we need a “can do” attitude and to be empowered by your manager’s or senior leaders to do something new. This idea suggests that we can all make a difference and that we van all put forward ideas and get involved in change. The innovation community (which anyone can join) has focused on 4 main areas in the past few years including: - staff engagement, bullying and harassment, employee behaviour and staff suggestion schemes.
All have had a positive effect on employee engagement. 

On the whole Swansea Council is committed to employee engagement. Staff Net has a constant flow of updates for employee well-being and links to occupational health, stress management and counselling and mental health are things that they seem to care about. 

The performance management policy also has a focus on engagement. In that it highlight’s the Learning and development opportunities that are available to each individual and that these can be discussed as part of the 1-1 appraisal process. It also highlights the succession planning and career management that is also available in these 1-1 appraisal times. It is through this avenue that I personally have landed up on this course. Firstly, for professional development and also that many managers in my area are looking towards retiring in the next 5-10 years so they are looking to get people trained and experienced to fill those roles in the future.
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Part 2  - Brief 

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. 500 words.

Response


The main focus of the employee handbook is what benefits you will receive if you work for Swansea Council. The main benefits being excellent pension, flexible working, good holidays which increase with length of service, Flexi time in most areas, Staff discounts, well-being and innovation activities.

Swansea Council has 3 main values: 
1. People Focus – seek to improve the lives of people who live and work in Swansea. To respect, value and support our employees and demonstrate a high standard of integrity.
2. Working together – promote partnership working. Working across services to maximise resource, knowledge and join forces with others outside the council. 
3. Innovation – promote and support a culture of innovation. Aim to think and work differently to improve our ability to deliver and meet financial, demographic and societal challenges we face. We will share learning across the council as part of the Innovation Programme.

There is also some further information on the Council’s website in regards to the Gender Pay gap reporting. This is freely available for anyone who does want to look into the differences.

I think this part of the Council’s website could be a little more engaging as it doesn’t have a vast amount of information.

The Innovation programme itself has a great deal more information available. Here you can access the Innovation Community, workshops and events. Get involved with current projects, access the purple room (a room specifically dedicated to innovation), find out about the anti-bullying campaign, access the employee behaviours data and also there is a page for praise to be shared.

Access to the Innovation Community is open to all employees and I know they are currently looking to find champion’s in all areas of the council to get on board with promoting the good work and good relationships which are being made.  

The council has a dedicated wellbeing team within occupational health. This is easy to access and of course referrals can be made into this by your manager on your behalf. This could be for an occupational health issue or for counselling. They also offer some well-being initiatives, recently setting up a menopause café for support for ladies. Staff net also provides links to mental health and well-being organisations that can offer support.  The Council also runs regular Health and Well-being events at which you can get a mini health check, advice on stress management and access to counselling. These are usually drop in style clinics.     
Whilst all the above are readily available and there is a lot of information about engagement on our staff net pages this may not be enough for engagement with these. I have spoken to a number of colleagues and many are not aware that they exist. Whilst it is clearly available, I sometimes think that if these things are not promoted at management / supervisor level then they don’t really have a huge uptake with person’s engaging. This is why I believe that the idea of a champion in each area is an excellent idea and also that our 1-1 times and appraisal times are a key to raising the awareness of how we can engage further with our organisation. I also feel that we need to promote events via email on a regular basis. 

What the future holds for these engagement events now that we are all working from home, remains to be seen, but on the whole I feel that Swansea Council does not do a bad job of engaging with its employees. 
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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). 300 words


I met with my Manager Christine again on a Teams Call. As due to the Pandemic we are unable to conduct face-to-face meetings at present. We discussed what we have been doing in this Employee Engagement module.


Response

Currently, as I do not manage any staff my knowledge of the practical side of this module is probably weak. As an employee I am involved in regular 1-1’s which do have a focus on how I engage with my manager, team, organisation and work place.
The Service Centre has also recently conducted an employee engagement survey around the effects of Covid-19 and the impact of homeworking on well-being etc.
 
We discussed the CIPD profession map and how I could progress to the next level of employee engagement as I currently only have minimal experience. It was suggested that I could perhaps be involved in any future surveys or focus groups which would arise in the Service Centre and also to be involved maybe in the creation of the survey and the analysis of the data on its return. 

It has also been suggested that I contact our Innovation Officer – Rhys –to see if there anything that I can get involved with in that area as he is trying to build a community of innovator’s throughout the council. There are a number of Innovation events that usually happen through the year and attending these would help to understand employee engagement from all perspectives.  I have already engaged with Rhys to join the mentoring programme, this was just before Covid-19 began and realistically has been on hold during the virus as the idea is that I attend meetings and training. These have been put to one side during this time as the training team have been working to train Track and Tracer etc over recent months. 

We discussed how the pandemic had impacted a number of key things such as being able to attend meetings with my mentor. We have met on teams but unfortunately any planned training and observation meetings I had planned again were put on hold. The primary things for me to get back into which will help with engagement are:-
1. Connecting again with my mentor to see what the way ahead will look like.
2. Connecting with the innovation officer to see what future event’s I can get involved with.
3. Involvement with the creation and analysis of a future survey to employees on engagement.
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