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DUNCAN HOOK 
EVIDENCE MATRIX 

CIPD Membership No: 
 
5665008X 

Qualification: CIPD Level 5 Diploma in Applied Human Resources Unique Learner No. (ULN): 
 
1920325 

Unit 
code 

Unit Title Assessment 
Criteria no. 

Evidence description Evidence 
reference 
number 

Assessor 
initials 

I/V initials 
if sampled 

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.1 Example email from my manager 
requesting I complete an Exit 
Interview 

EV1   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.1 Distribution of the latest version 
of the standardised Exit 
Interview/Questionnaire from 
workforce planning – request for 
feedback 
 

EV2   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.1 Sample of the latest version of 
the standardised Exit 
Interview/Questionnaire 

EV3   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.1, 1.2 Email chain requesting 
permission to my line manager 
to edit Exit Interview questions 

EV4   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.1, 1.2 Email chain requesting 
permission from workforce 
planner to edit Exit Interview 
questions 
 

EV5   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.1,1.2 Proposed attitude survey 
questions sent to workforce 
planning for approval  
  

EV6   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.1,1.2 Email chain with workforce 
planning with proposed 
questions. After suggestions has 
agreed to accommodate 
questions into exit interview 

EV7   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.1, 1.2 Finalised attitude survey added 
to Exit Questionnaire 

EV8   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.2 Email chain gaining approval 
from HR Manager and 
Workforce Planner 

EV9   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.2 Meeting notes from discussion 
with manager on my plan and 
alternative data sources which 
would supplement exit 
interviews 

EV10   
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5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.3 Screenshot sample of total short 
term absence data for selected 7 
service areas (names redacted) 
in 2021 – 589 results 

EV11   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.4 Email chain submitting absence 
data and analysis to HR Manager 
leading to meeting and meeting 
notes 
 

EV12   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.3, 1.4 Absence Data curated to show 
measurement of occurrences 
against team size 

EV13   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.3, 1.4 Line graph showing absence 
month by month in 2021 
occurrences against team size 

EV14   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.3 Screenshot sample of leaver 
data (resignations and 
retirement) from selected  7 
service areas (names redacted) 
2019 - 2021 – 195 results 

EV15   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.3 Invite sent to HR Manager and 
Workforce planner to discuss 
findings from Exit and Leaver 
data 
 

EV16   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.3, 2.1, 2.2 Table of responses to 
Engagement questions from Exit 
Interviews sent in above 
meeting invite (EV16) 
 

EV17   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.3,1.4 Leaver Data 2019-21 curated to 
show measurement of 
percentage of leavers against 
team size sent in above meeting 
invite (EV16) 
 

EV18   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

1.4, 2.1, 2.2 Notes from meeting with HR 
manager and workforce planner 
presenting my collected data 
and discussing what the data 
means for engagement. 
 

EV19    

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1, 2.2 Interview with HR Manager on 
PCCs approach to Employee 
Engagement 

EV20   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1, 2.2 Interview with Learning and 
Development Manager on PCCs 
approach to Employee 
Engagement 
 

EV21   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1 Invite sent to all employees to 
the quarterly ‘Q&A Cuppa’ with 
the Chief Exec 
 

EV22   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1 Screenshots from the ‘Your 
Behaviour Standards 2019’ 
document designed to promote 
behaviours that brought 
organisational values to life 
 

EV23   
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5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1 Screenshot extract from 
Absence Procedure Policy 

EV24   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1 Screenshot extract from Flexible 
Working Policy 

EV25   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1 Screenshot extract from 
Performance and Wellbeing Plan 
2021 policy outlining vision for 
the plan 
 

EV26   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1 Screenshot extract from Social 
Services initiative – Professional 
Competency Payment 
framework 
 

EV27   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1, 2.2, 3.2 Example Microsoft Teams 
meeting invite sent to interview 
Managers in services about their 
engagement initiatives – 
including interview questions 
sent ahead of time 
 

EV28   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1, 2.2, 3.2 Interview Notes with Team 
Manager, Family Placement on 
their approach to Employee 
Engagement 
 

EV29   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1, 2.2, 3.2 Interview Notes with Service 
Manager, Family Support and 
Child Protection Service on their 
approach to Employee 
Engagement 
 

EV30   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1, 2.2, 3.2 Interview Notes with Registered 
Manager, Community Well-
Being & Independence on their 
approach to Employee 
Engagement 
 

EV31   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1, 2.2, 3.2 Interview Notes with Team 
Manager, Integrated 
Safeguarding on their approach 
to Employee Engagement 
 

EV32   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

2.1, 2.2 Screenshot extracts from PCC 
‘Supervision Guide Social 
Services’ policy 

EV33   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

3.2, 3.3 Meeting Invite sent to HR 
Manager to discuss potential 
solutions to barriers for 
Employee Engagement in Social 
Services 
 

EV34   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

3.2, 3.3 First proposal for initiatives to 
raise employee engagement in 
Social Services – sent to HR 
Manager 

EV35   
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5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

3.1, 3.2, 3.3 Meeting Notes from discussion 
with HR Manager on proposed 
solutions to engagement in 
social services 
 

EV36   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

3.3 Email chain from HR Manager 
arranging for me to present 
findings and proposal to Head of 
Children’s Services 
 

EV37   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

3.3 Powerpoint presentation for 
Head of Children’s Services 

EV38   

5AEEG – 
I1K1004 

Contributing to Employee 
Engagement in the 
Workplace 

3.3 Follow up email from Head of 
Children’s services confirming 
trial of Performance and 
Wellbeing plan in Child 
Protection service area 
 

EV39   

Candidate declaration: 

 I confirm that the work/evidence presented for assessment is my own unaided work.  

 I have read the assessment regulations and understand that if I am found to have ‘copied’ from published work without 
acknowledgement, or from other candidate’s work, this may be regarded as plagiarism which is an offence against the 
assessment regulations and leads to failure in the relevant unit and formal disciplinary action. 

 I agree to this work being subjected to scrutiny by textual analysis software if required. 

 I understand that my work may be used for future academic/quality assurance purposes in accordance with the provisions of 
the Data Protection Act 1998. 

 I understand that the work/evidence submitted for assessment may not be returned to me and that I have retained a copy for 
my records. 

 I understand that until such time as the assessment grade has been ratified through internal and external quality assurance 
processes it is not final. 

Signature: 

 

Date: 07/03/2022 
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LO1: Be able to assess levels of employee engagement within an organisation 

In my role as an Employee Relations Adviser, I work closely supporting the Social Services and 

Housing directorate of Pembrokeshire County Council (PCC). In this capacity, I have become aware of 

various engagement challenges across the services with retention of employees who are burnt out 

(Baska, 2019), difficulty with attracting new talent from a damaged employee brand (Johns & Ellis, 

2016, p. 85) and increased reports of absenteeism from low commitment staff (Huttunen, 2018) 

becoming more of a problem over time. My aims were to identify the service areas worst affected by 

these issues and to learn what our employees were identifying as the causes of low engagement.  

I am already frequently asked to conduct exit interviews for the Children’s Services, Housing and 

Corporate Social Care, which is often a good source of feedback from employees (EV1). A potential 

downside to this data source is the likelihood of negativity from employees who are currently 

motivated to leave the organisation, although this is balanced by the higher likelihood of 

unrestrained feedback on a variety of areas, which I may not get from employees more committed 

to the organisation (Johns & Ellis, 2016, pp. 88-89) This is also a highly accessible option for me in my 

role to gain some helpful qualitative, contextual data on engagement factors (Mohdzaini, 2021). The 

initial challenge with using exit interviews was the limited sample size and so I consulted my 

colleagues to expand my reach and interview departing employees from the Provider and Adult 

Services areas. 

I had decided that to enhance the data received from these exit interviews I would create a series of 

questions from the Gallup Q12 (Gallup, 2021), which would help identify the factors that were 

potentially lowering engagement. At PCC, our exit interviews follow a structure laid out by the 

workforce planning team (EV2, EV3) with the preference for an in-person interview and an 

alternative questionnaire that the individual can complete and submit. I was advised by my manager 

to seek approval from the department before any changes were made to the format (EV4). After 

gaining permission to make these changes (EV5), I created a set of questions from the Gallup Q12 

(ref Gallup Q12) presented as an attitude survey with the option for additional feedback (EV6, EV7, 

EV8). I have found attitude surveys an effective method to gain qualitative, opinion-based data, 

which also can be presented and measured as quantitative data (Anderson, 2009, p. 136). 

Having gained approval for this approach (EV9), I reviewed the sample including the size and the 

breadth of services it covered. I met with my manager to refine my approach to this research and I 

decided to focus solely on the seven services directly providing care or intervention to service users 

(EV10). Through the desire to expand the quantitative data, I decided to look into other sources that 

I could easily access in the capacity of my role. Ultimately, I gained approval to create reports from 

our internal system for leaver data for the past three years (EV15), to compliment the data I was 

already getting from exit interviews, and absence data for the last year, which would be helpful for 

this research and in my day job (EV11). 

After gathering my data, I proposed to meet with my HR Manager and Workforce Planner to discuss 

the results (EV16). Before this, I prepared the data to present in manageable formats to be more 

easily analysed (EV13, EV14, EV17, EV18). The seven service areas sampled varied greatly in 

headcount with the smallest at 21 employees and largest at 379 on 1st of January 2020. To enable 

better comparison of these service areas, I used the headcount to calculate a percentage figure for 

both absence and leaver data but was sure to communicate to my stakeholders that this was not a 

percentage of staff absent or leaving but was used to enable an analogue across the services (EV12, 

EV19). I also decided to exclude any absence related to COVID-19 from the results as absence for this 

reason was mandated in many instances and could not be reasonably attributed to low engagement.  
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Upon analysing the data, I found that there were clear correlations between the rate of attrition 

over the past year (EV18) and the service areas with higher absence rates (EV13) with those made 

from front line roles in child protection and manual handling being the areas of particular concern. 

Absence rates have been high and attrition has risen over the last three years; with Provider Services 

seeing a 100% increase in leavers (EV18). Both of these factors are signs of lower commitment and 

disengagement with their job (Johns & Ellis, 2016, pp. 85-86). The state of the COVID-19 pandemic 

has put pressure on both services with an increase in child protection cases (Syal, 2022) and the 

concern around protecting vulnerable adults in care from the virus with reduced staff (Fox & Cawley, 

2022). However, I was concerned that while the pandemic has been impactful, there were likely to 

be factors that the organisation were accountable for that had affected engagement. The exit 

interview data gave much greater context to explain the low engagement in the affected services 

and again correlated with the results I had previously seen (EV17). Although there were strengths, 

some serious shortfalls in recognition for individuals, manager involvement in development and 

utilisation of employee voice were identified which are all key enablers of engagement for 

organisations (MacLeod & Clarke, 2009, p. 33). These interviews also provided some useful 

commentary for the challenges in these areas which I would plan to discuss when meeting with 

further stakeholders.  

 

LO2: Be able to evaluate current organisational approaches to employee engagement 

Due to the size and scope of Pembrokeshire County Council (PCC), the approach to employee 

engagement differs across services. The focus on my research has been on social services although, 

before I began this research, I conducted interviews to understand the current approach by the 

whole organisation to promote and harness engagement (EV20, EV21). It was clear from these 

responses that the COVID-19 pandemic had been a major hindrance for the launch of various 

initiatives that were designed to improve performance and development processes and in turn 

engage the workforce. In particular, the launch of coaching training for managers and the rollout of a 

new performance management process were delayed into 2022, which was a setback when our 

employees would have benefited from it when working remotely (Brown, 2021). It also seems that 

there has been a cultural challenge with launching these initiatives across the wide range of services 

the council encompass with certain groups failing to see the operational benefit of the time 

investment into development and wellbeing (Briner, 2014). This cultural barrier looks set to be lifted 

after the arrival of the new Chief Executive, hired in late 2021. He is not only an advocate of 

coaching but is also a driving force in better informing of PCC employees to ensure they feel 

connection with his vision through a quarterly livestream which all employees are invited to (EV22) 

(Sanders, 2012). While a new organisational mission statement and expected behaviours were 

created in 2019 (EV23), with this new Chief Executive in place as a driver for this initiative we should 

see the vision come to life.  

The pandemic has changed everyone’s approach to work (CIPD, 2021), and so the plans made pre-

2020 have evolved to reflect this. While regular, year round development and performance form a 

large part of the ‘Performance & Wellbeing Plan’, mental health and work/life balance are also key 

(EV26). HR have been focussed on supporting managers to learn about their teams and to promote 

flexible working options whenever possible (EV20, EV25). This initiative is in line with MacLeod’s 

(2015) ‘enabler of engagement’ for managers to get to know their employee’s needs and build trust 

to help them succeed and be happy. The ‘Performance & Wellbeing Plan’ is also significant when 

seen alongside the findings of my research into Social Services. The plan is heavily influenced by the 

‘Supervision’ structure that the Social Services teams rely on for consistent contact with their 
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manager (EV33). It could in turn be assumed that supervision is also a driver for engagement, 

although the research from exit interviews has shown that this is not necessarily the case (EV17). 

While supervision does provide support and ensure that staff understand the requirements of their 

role, the exit interviews had identified a lack of recognition, clear development and employee voice 

as lacking (EV19) which supervision is intended to provide (EV33).  

To understand more about these three areas within social services, I met with leaders from the 

social services teams that had scored highest and lowest through my research into employee leaver 

numbers and absence (EV29, EV30, EV31, EV32). With Supervision being foundational across the 

whole social services directorate, most of these leaders felt that it provided a good framework for 

support but also fell short in offering everything employees need. They confirmed that when 

delivered regularly and thoroughly, Supervision does indeed provide an effective method for 

managers to build good relationships with their teams, which opens the path for development, 

wellbeing support and the opportunity for open feedback from both sides. Unfortunately, too often 

the focus of these monthly supervision meetings is shifted wholly to discussing caseload and the 

day-to-day responsibilities of the role. This is challenging in a service that puts service users first over 

development but it is clearly a concern for those leaving the organisation. With the capacity to 

deliver on all three concerns raised in exit interviews, supervision could be a driver for engagement 

but is currently falling short.  

 

Managers also touched upon some other drivers for engagement. There is a sense of duty that 

comes from these roles, not only because they are providing a public service. Managers talked about 

the need that employees in social care have to be there for service users that comes from the 

human desire to care. In this way, these employees are tapping into a personal motivation that spurs 

them on to put in the additional effort needed. This is a similar personal connection that Kahn (1990) 

described as an enabler for discretional effort. This personal motivation, however, also has a limit. 

Jobs in social care are famously not easy (Fox & Cawley, 2022). Social Workers are under huge 

pressure (Palmer, 2019) and the work can be unpleasant at times; both which could lead to them 

becoming detractors for the profession. The results for absence (EV13) and leavers (EV18) align with 

these observations; with higher absence in the front line, court work or domiciliary care having 

worse performance in these areas than jobs in adoption or fostering, which are seen as generally 

more “positive” work (EV29). 

Finally, one senior leader also explained some alternative strategies they had already taken to 

mitigate the pressure of these roles (EV30). For social workers, two financial incentives have been 

introduced. One is more basic as a one off retention payment to address the attrition of social 

workers of £2000 with the condition of staying with the Authority for 18 months or refunding the 

payment. The second financial incentive also supports development with an additional bonus of 

£3000 a year for social workers who can demonstrate their competency through a portfolio of work 

(EV27). This is ongoing work, so encourages engagement while also benefitting the service as a 

result. A larger scale technique to reduce the strain has been a restructure of social work teams in 

Children’s Services. Rather than have separate teams tackling court work, child protection and 

children in care services, these have merged to enable social workers more variety and reduced 

pressure while also ensuring a more consistent journey for children and families.  
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LO3: Be able to recommend and plan strategies to raise levels of employee engagement within an 

organisation 

In order to start forming potential strategies to raise engagement within PCC Social Services teams, I 

looked at case studies involving other care providers approach. The benefit of studying these cases 

was that they often shared similar barriers to engagement that I had already identified and had 

worked out how to address them. For example, “excessive workload” is cited as a major barrier for 

workers in the NHS (West, 2019), which parallels with the immense pressure that workers have been 

under within PCC social services (EV30) and yet they have found that when engaged, workers are 

still highly likely to exhibit empathy, care and compassion despite these pressures (Collins, 2015). 

Much of the pressure on the NHS comes from them being understaffed and although this is being 

addressed (Holt, 2022); plans to reduce pressure through cultural change were already in place in 

2019 with the ‘Interim NHS People Plan’ (NHS, 2019). The first points in this plan focus on engaging 

through creating a positive environment for staff “Making the NHS the best place to work” and 

creating engaging, inspiring leaders by “Improving the leadership culture” (NHS, 2019). Through 

their research, a leadership focus on development and support for staff has led to better standards 

of care and business efficiency in turn (NHS, 2019, p. 4). They also recognise that while having 

employees who care about their patients is required, it cannot be taken for granted or expected 

without work from leadership on supporting and improving employee experience (NHS, 2019, p. 3). 

To me, this highlighted a key barrier for our social services teams, where the focus had shifted so far 

into looking at providing the best care and expectations around how to manage caseloads, that the 

core development provision of the monthly supervision had stopped being effective (EV17). Those 

providing care need to be cared for themselves. 

 

The NHS have identified that during the pandemic, the need to respond to crisis has taken away the 

ability for workers to feel a sense of autonomy or any say in how things are managed (West, et al., 

2020). The need for control within our own teams often focussed on the opportunity to have a hand 

in their own development (EV17). Public service care provider, ‘Dimension UK’, turned around their 

issues with engagement and retention with an innovative, employee led development programme 

(Burt, 2018). A survey found that 64% of employees felt that there were no future career prospects 

for them with ‘Dimension UK’ and without a competitive salary were increasingly leaving the 

organisation. The HR department developed the ‘Aspire’ programme, a one year course which 

introduced coaching to the staff and helped guide them down the career path they actually wanted 

through skills workshops and shadowing (Burt, 2018). The benefit they found with the coaching style 

was that it allowed them time to focus on development but gave employees the power to have a 

hand in their development. The other forward thinking approach was that even in 2018, ‘Aspire’ was 

designed to be accessed from anywhere with remote workers in all types of care role (Burt, 2018). 

This is another area in which supervision currently falls short as it currently only functions as 

conversation between manager and employee despite the intentions of the policy in providing 

ongoing development opportunities (EV33).         

 

Taking this research, along with my own findings I devised three proposed initiatives (EV35) to raise 

engagement within the social services teams and met with my manager to discuss them (EV34, 

EV36). I planned each with realistic timeframes and costing although part of my brief was to find 

solutions that were low cost to implement. The first proposal takes the approach of ‘Dimension UK’ 
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(Burt, 2018) in providing an interactive, employee led development initiative but builds this into the 

existing mechanism of monthly supervision.  This is also cost efficient, as the proposal is to use the 

online goal-setting framework from the ‘Performance & Wellbeing Plan’ that is already launching for 

other directorates within the Authority. As with the ‘Aspire’ programme (Burt, 2018), using this 

coaching style approach will allow for employees to part manage their own development while 

allowing managers to stay close to their aspirations and wellbeing. This can also be accessed 

remotely allowing for those working from home or in the office to stay connected with their 

manager. The second proposed initiative was to address the lack of employee voice within the teams 

and promote ownership for the success of the service (MacLeod, 2015). This was also inspired by the 

idea of “collective leadership” aspired for the NHS (West, 2019) which would allow people to have a 

shared responsibility in making a difference. My proposal was for a formal approach with a survey 

and deliverable results as I felt this would have the most visibility for staff and help raise 

engagement. From discussing with my manager I conceded that a formal approach may be 

logistically more complicated to rollout and an informal approach with team meetings may be more 

readily received by the team as the CIPD have found (Hope-Hailey, et al., 2012). The third proposal 

uses the ‘Q&A Cuppa’ model already used by the Chief Executive for the director of Social Services & 

Housing to livestream to the whole directorate every month to share success, recognition and offer 

some transparency around the vision of the services. This is also a good opportunity for employees 

to ask questions or make suggestions for where the service is going. Again, this uses the NHS vision 

for engagement, ensuring employee’s feel valued and part of the organisation (Collins, 2015) but is 

also important in building trust between senior leadership and employees (Sanders, 2012). 

After discussion (EV36), my manager felt all proposals had potential but the first could be more 

easily implemented as Learning and Development were already in the process of training employees. 

It was also agreed that we would focus on Children’s Services initially as one of the challenged areas 

that I already work closely with. She arranged for me to present my findings and this proposal to the 

Head of Children’s services (EV37, EV38). At this stage, it has been agreed to trial the Performance & 

Wellbeing plan as a supplement to supervision for the ‘Family Support & Child Protection’ service, 

which I will continue to monitor with managers to gauge success. Over time, I believe the findings 

and other proposals would be beneficial to pursue, particularly as, like the NHS, recruitment and 

budgetary pressure is still a problem (NHS, 2019). These represent low cost solutions, which will 

provide support and opportunity for our staff to develop and in turn maintain commitment to their 

service (Collins, 2015).  
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EV1 

 

 

EV2 
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EV3 
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EV4 
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EV5 
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EV6 

 

You and your role Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 
There were clear expectations given for my 

role 
☐ ☐ ☐ ☐ ☐ 

I was provided with the right equipment to do 

my job 
☐ ☐ ☐ ☐ ☐ 

I felt like I was set up for success in my job ☐ ☐ ☐ ☐ ☐ 

I was recognised regularly for my work ☐ ☐ ☐ ☐ ☐ 

Comments 

You and your development Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

I felt that my manager/supervisor knew me at 

a personal level 
☐ ☐ ☐ ☐ ☐ 

My manager/supervisor supported my 

development 
☐ ☐ ☐ ☐ ☐ 

I have been given opportunities and 

experiences to develop and learn 
☐ ☐ ☐ ☐ ☐ 
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My manager/supervisor held regular 

supervisions to discuss my progress 
☐ ☐ ☐ ☐ ☐ 

Comments 

You and your department Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

My opinion was heard and valued ☐ ☐ ☐ ☐ ☐ 

The work I did had an impact on the 

department 
☐ ☐ ☐ ☐ ☐ 

My colleagues were committed to their work ☐ ☐ ☐ ☐ ☐ 

I have made friends in the team 

 
☐ ☐ ☐ ☐ ☐ 

Comments 
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You and your role Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

1. There were clear expectations given for my role ☐ ☐ ☐ ☐ ☐ 

2. I was provided with the right equipment to do my job ☐ ☐ ☐ ☐ ☐ 

3. I felt like I was set up for success in my job ☐ ☐ ☐ ☐ ☐ 

4. I was recognised regularly for my work ☐ ☐ ☐ ☐ ☐ 

Anything to add? 
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You and your development Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

5. I felt that my manager/supervisor knew me at a 
personal level 

☐ ☐ ☐ ☐ ☐ 

6. My manager/supervisor supported my development ☐ ☐ ☐ ☐ ☐ 

7. I have been given opportunities and experiences to 
develop and learn 

☐ ☐ ☐ ☐ ☐ 

8. My manager/supervisor held regular supervisions to 
discuss my progress 

☐ ☐ ☐ ☐ ☐ 

Anything to add? 

You and your team Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

9. My opinion was listened to and valued ☐ ☐ ☐ ☐ ☐ 

10. The could see my work had an impact on the 
department 

☐ ☐ ☐ ☐ ☐ 

11. My colleagues were committed to their work ☐ ☐ ☐ ☐ ☐ 

12. I have developed friendships in the team 
 

☐ ☐ ☐ ☐ ☐ 

Anything to add? 
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Meeting Notes: Measuring Engagement 

Jo Pugh Davies and Duncan Hook 

25/01/2022 

 

On surveying Social Care Leavers through Exit Interviews: 

 JPD - There is a need to make Exit Interviews more consistent and valuable – data currently 

collected is a box ticking exercise 

 DH - Good opportunity to get an insight into different teams and understand demographic 

data 

 DH – If possible I would like to see how this trial period goes and the quality of data collected 

with an aim to make engagement a measure going forward 

 DH – there are limitations. The period of time we are currently measuring is too short to fully 

understand engagement in these teams 

 JPD – considering alternative measures of engagement related to employee relations role – 

Absence levels, performance, retention etc. 

 DH – exit interview approach helpful in providing qualitative evidence but not large data 

measurement  

 

On measuring Engagement through Absence: 

 DH – increase in short term absence over the last year, look at which teams have had the 

largest increase in short term absence instances 

 DH – look at possible correlations with qualitative interview data 

 JPD – worth considering the impact that home working had on absence – home workers more 

likely to work through a cold whereas they may have not wanted to come into the office 

 DH – consider the sample size – all social care roles?  

 JPD - Possibly excluding housing, commissioning, business support and building 

maintenance as type of work very different to social workers, care providers etc. 

 DH – Easily accessible data for me to capture 
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On measuring Engagement through Performance: 

 JPD – good to track reported decline in output over time 

 DH – how to get hold of this information – not easily quantifiable output from social care 

teams 

 JPD – perhaps more anecdotal evidence from line manager interviews 

 DH – the only performance issues we hear about are employees falling behind on 

administrative tasks which is understandable due to increase in work and smaller teams 

 DH – perhaps easy for data to be misinterpreted – although this is true of all the measures 

looked at 

 

On measuring Engagement through retention/ leavers: 

 DH – large issue in social services with lots of leaver data available 

 JPD – again supplementary data potential, we have a bigger recruitment issue which is where 

the pinch comes from not large numbers leaving – although many have left as the pandemic 

restrictions lifted although so few left in the first year that it balances out  

 JPD – would need to look at pre-pandemic levels if possible 

 DH – again easy data to access and confirm if leaver numbers are comparable to 2019 

 DH – could be helpful as a comparison to qualitative data from exit interviews.  

Next steps: 

 Carry out Exit Interviews as already committed to it – good for statements 

 Pull absence data – measuring short term absence – areas where this is highest 

 Pull leaver data – comparing 2019 to 2021 
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Meeting Notes: Measuring Engagement – Social Services Leaver Data 

Jo Pugh Davies, Gill Henton, Duncan Hook 

10/02/2022 

 

DH Findings  

Leaver Data - Sample studied: 

 Data includes resignation and retirement data and not transfers or dismissal 

 Time range is Jan 2019 to Dec 2021 

 Services included are Children in Care, Community Care Management, Family Support & 

Child Protection, Integrated Safeguarding & Quality Assurance, Intermediate Care Services, 

Learning Disabilities & Mental Health, Provider Services 

 Leaver numbers were compared against team size to calculate a percentage figure from one 

consistent date of Jan 1st 2020 

Leaver Data - Observations: 

 Attrition highest in Provider Services and Family Support & Child Protection 
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 These numbers have increased over the years with Provider services seeing more than 

double the number of leavers in 2021 compared with 2019 

 Both services are hit hard by the pandemic – stories in the press about the pressure of care 

staff with the covid restrictions and on a rise in child abuse cases through lockdown and the 

additional expectations on social workers 

----------------------------------------------------------------------------------------------------------------------------- ---------- 

Exit Interviews - Sample Studied: 

 DH although only working with Children’s Services normally has worked with colleagues in 

HR Social Care to pick up their exit interviews to make the sample larger 

 In the end 15 participants from most service areas as previous leaver data only without 

Learning Disabilities & Mental Health included 

 Response from all 15 participants – only 8 able to meet for interview with the rest completing 

surveys and submitting back 

 More detailed/valuable commentary from those who were interviewed with only one survey 

submitted with comments alongside scores  

Exit Interview - Observations: 

 Overall highest scores came from Children in Care Service and Safeguarding Service 

 Overall lowest scores came from Community Care Management and Provider Services 

 Common strengths were in: 

o Employees being given clear job/role expectations 

o Opinion of fellow colleagues work 

o Friendships within the teams 

 Common weaknesses were in: 

o Employees feeling recognised for their work 

o Regular conversations about development (in supervision) 

o Employee voice – feeling like their opinion was heard 

 An issue with measuring engagement through Exit Interviews is potential heightened 

negativity. There could be more open feedback though as staff have nothing to lose 

---------------------------------------------------------------------------------------------------------------------------------------  

General Discussion 

o DH – Worth mentioning that recent Absence data has aligned with the data shown here. The 

areas with highest absence are also most likely to leave or have a negative response in 

interview 

 

o JPD – was aware that there were challenges in these areas with retention but helpful to see 

where potential weaknesses are and the alignment with other engagement data 

o JPD – feedback an issue across the authority, employees not used to being direct and 

receiving direct feedback 

o DH – equally people don’t take the opportunity to share positive feedback often which is 

something I’ve noticed since starting 

o DH – possible opportunity to involve L&D with this 

 

o GH – surprised to see supervisions not effective 

o JPD – the upcoming performance and wellbeing plans are based around the supervision 

model so would be good to understand what isn’t working 

o DH – I think the issue was with the fact that supervisions tend to be much more about 

discussing current caseload so there is little time to discuss the individual and their 

development 
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o JPD – we do consult staff on change but perhaps concerns around employee voice were 

more day to day 

o DH – yes this is more often about their opportunity to have an influence on how the service is 

run. Provider services in particular feel like they are fcussed on the work and there is little 

time for reflection or input from them 

o JPD – important to learn what the barrier is in provider services 

 

o GH – we currently only sample Social Workers, OTs and other higher grade staff – I can see 

that there are opportuntites with other teams and so there is value in surveying them too 

o GH – would be interested to continue format of exit interview as engagement questions bring 

up some useful points about missed opportunities 

o JPD – it would be helpful to speak with leaders in high performing areas and weaker areas to 

see how they are tackling the challenges 

o DH – applying MacLeods enablers of engagement to these service areas 

o DH – agree to keep JPD in the loop about results of these interviews 
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Interview Notes: Julia Allen, HR Manager 

PCC Approach to Employee Engagement 

13/01/2022 

Q1. What does Employee Engagement at PCC mean to you? 

 As HR we know the value of engagement on productivity but it has been a struggle to bring 

the rest of the organisation along as many see it as woolly – some departments better than 

others but there is always some cynicism. 

 Best is to speak with Learning and Development as they have been working on various 

initiatives over the last few years – Julie Atkins was involved in the Health and Wellbeing 

plan in 2018 which was about improving relations and in turn engagement 

 Over time there have also been incentives offered for staff for retention. We see it currently 

with retention payments and competency payments for social workers – these have helped 

to retain staff for the good of service users but don’t necessarily improve the engagement of 

staff with their work 

Q2. What engagement initiatives are you aware of that we are currently engaging in? 

 Professional Competency Framework for Social Workers 

 Work/Life balance is a focus – we know that staff have benefitted from this as a result of 

hybrid working 

 More emphasis on supporting flexible working requests and ensuring correct process for this 

 PCC are routinely surveying employees for hybrid working post pandemic – effort made to 

ensure staff are consulted and have a say in how they work in the future 

Q3. How do you see our HR service contributing to improving Employee Engagement? 

 Supportive policies: absence, flexible working etc.  

 As we work with so many services we have eyes on the whole organisations so can foresee 

issues arising and advise leaders 
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 Our work supports employee engagement: 

o Employee Relations through monitoring absence or supporting grievance  

o Talent planning – working on retention initiatives and conducting exit interviews 

o Performance monitoring – support to leaders and seeing correlations with 

absence/retention 

 Ensuring managers are equipped properly to deal with issues in team – wellbeing, 

performance and development 

Q4. Do you feel that Employee Engagement is significant to our organisational culture? 

 It has huge impact on our services but has historically not been seen as important 

 New Chief Exec seems to be addressing the balance but will be challenging until we settle 

into new way of working 

 Over the course of 2020 we saw increased number of long term absence cases attributed to 

burnout from staff who worked too hard under weight of expectation 

 We’ve seen the danger of high engagement, staff see it too and I think people have changed 

over the last few years to realise that their wellbeing is valuable 

Q5. Which of our policies or procedures do you feel contribute to improving Employee Engagement? 

 Worth looking at the new retention initiatives 

 Absence procedures 

 Flexible working policies 

 Performance and wellbeing plan - again best to speak to L&D 
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Interview Notes: Ruth Goymer, Learning & Development Programme Manager 

PCC Approach to Employee Engagement 

17/01/2022 

Q1. What does Employee Engagement at PCC mean to you? 

 Essential for the smooth running of our business – our people need to want to be here and 

doing their best work 

 Since starting here I have been learning about PCCs history of micro-management. It feels 

like we’re getting away from that 

 Engaging Employees will negate the need for managers to micro-manage 

 For us as a small L&D team we do struggle to reach everyone – PCC is a huge organisation 

where the culture varies per service and department so hard to find a solution that works 

for all 

Q2. What initiative are you aware of that we are currently engaging in? 

 Coaching launched just before the pandemic began in 2020 – 10 trainee coaches with the 

plan to roll these behaviours out across the authority – studies have shown a coaching style 

highly effective for autonomy and then engagement 
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 Performance and wellbeing plan – this soft launched last year. Launching April 2022 fully. 

Aim is to replicate the social services approach of monthly supervision – the hope is that this 

is focussed on development and doesn’t just become a catch up about the current work 

Q3. How do you see our HR service contributing to improving Employee Engagement? 

 Rollout of services/structure/policies/processes through wider HR 

 Training is obviously where we come in – managers have shown they want to engage their 

teams but aren’t always confident and so we hope to prepare them. Time is a challenging 

factor but we offer a variety of options for managers to receive training in a way that suits 

them. 

 We worked closely with IT to design the portal for the Performance and Wellbeing plan – 

designing tools is important to ensure projects land 

 Julie looks after the induction process for us – this has a big influence on employees 

experience of the organisation – first impressions count 

Q4. Do you feel that Employee Engagement is significant to our organisational culture? 

 It’s getting there! The behaviour standards were made around the end of 2019 but never 

reached full potential before the pandemic.  

 The aim of behaviour standards was to ensure the culture reflected our values – didn’t want 

them to just be on paper but lived 

 Will (new Chief Exec) arriving has been helpful for this. He is an advocate of coaching and 

informing the organisation 

 His Q&A cuppa a good way for staff to see him fairly regularly and learn what is going on 

across the authority – help them to feel part of the organisation 

Q5. Which of our policies or procedures do you feel contribute to improving Employee Engagement? 

 Look at Performance and wellbeing if you haven’t 

 New behaviour standards also worth looking into – may be refreshed in the near future 

 Corporate welcome pack - this is how employees are first introduced to us, learn about their 

place in the organisation 
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Interview Notes: Service Approach to Employee Engagement 

Heledd Williams, Team Manager, Family Placement, (Children in Care Service) 

17/02/2022 

1.  How valuable do you feel engagement is to the function of your team? 

 We need the team to be on board with everything we do and to trust that what we are 

doing is the right course of action 

 Service users, families and children are relying on the service and the team know that 

 You have to care about the job to go the extra mile 

 

2. How do you ensure you share successes with your team and individuals? 

 We have a team meeting every week. This was online during start of pandemic but as soon 

as we could we moved this to be face to face. Good time for the team and me to connect 

 I do praise the team in these meetings but I could do more 

 More specific feedback to individuals when they do something great 
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3. How involved are you with your team member’s development? 

 Supervision is meant to be an opportunity to talk through cases and work on development 

 As we’re so busy it does become difficult to make time for development – tends to get 

overshadowed talking about caseload 

 Social workers don’t always encourage conversation about their development as they want 

to avoid discussing anything negative about their work – they also see it as use of time that 

need to get on with work 

 

4. How do you ensure members of your team feel their opinion is valued? 

 In the team meetings I do like to hear their input 

 I’m not the longest standing member of this team so I do appreciate their advice and ideas 

for bettering the service 

 It can be challenging to action suggestions from the team. Sometimes it feels like we have a 

tall management structure but I do feel Darren has tried to pre-empt this by being accessible 

to staff 

 

5. Do you have any best practices that you implement with your team to improve engagement? 

 It’s been tough to keep morale high – we did some team building last summer by meeting 

outside where we could 

 I spend a lot of my time in supervision – I’ll see staff who aren’t my direct reports if it helps 

them feel like they are supported 

 I’ve put more work into supporting with stress and mental health over the last two years. 

Where possible I’ve aimed to meet staff when they show first signs of it being too much for 

them – also ensuring the team know they can tell me when they’re struggling 

 I wouldn’t say the work we do in FPT is easy at all, there’s a lot to do, but the team do enjoy 

the work. For social workers this is the nice side of social work as it is more positive on the 

whole. I have a full team and they all seem engaged in their work 
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Interview Notes: Service Approach to Employee Engagement 

Tony Mezzetta, Service Manager, Family Support and Child Protection Service 

17/02/2022 

1.  How valuable do you feel engagement is to the function of your team/service? 

 A disengaged social worker is a bad social worker so we need to focus on this 

 Engagement is crucial in both their standard of work but also in keeping them in the team  - 

retention is a big issue 

 

2. How do you ensure you share successes with your service and individuals? 

 I meet with Team Managers regularly and feed back to them – I expect them to filter 

feedback down through their teams 

 In the past we’ve also had team comms which I’d like to see return after the restructure 

 Social workers are not thanked enough, we hear when things go wrong but need to hear 

when we’re getting it right too 
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3. How involved are you with your team member’s development? 

 I don’t supervise social workers directly (unless under rare exceptions) 

 I mentor the managers in the service and will be there to support them with challenging 

situations whenever it’s needed 

 The supervisions are our bread and butter. In the past they’ve been too much about cases, 

where the team are focussed on having support at every turn/with every decision. I think it’s 

still a challenge within this service as there is so much risk and we are high profile – 

reflection is important though and I have been working to get our managers to build that 

reflection time back into supervision 

 The restructure should help with by spreading the load a little 

 

4. How do you ensure members of your service members feel their opinion is valued? 

 We consult on big decisions. We met with all staff for the competency payment rollout and 

restructure so they could voice their opinion on the changes 

 Social workers don’t always feel like we understand what they are facing but every manager 

in this service was a social worker at some point in their journey – we know the job but we 

also see the pressures on the service from the other side 

 We need to get better at communicating the challenges we have with budget and caseloads. 

Again, the restructure was meant to be a reboot of the service – changing expectations of 

what they should be doing which is what I think they needed 

 

5. Do you have any best practices that you implement within your service to improve engagement? 

 Recently there have been financial incentives – competency payments and a further £2k 

retention payment 

 The competency payment scheme is important as it encourages good social work – by 

improving their work we aim to get them to reconnect with the role 
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Interview Notes: Service Approach to Employee Engagement 

Amy Carey, Registered Manager - Community Well-Being & Independence, (Provider Services) 

18/02/2022 

1. How valuable do you feel engagement is to the function of your team? 

 It’s essential. Care staff need to care about people or it’s really hard to keep motivated 

 It’s a tough job with unsociable hours and the work isn’t everyone’s cup of tea. The team we 

have who are committed to this job find it rewarding and that’s what we want from the 

teams.  

 

2. How do you ensure you share successes with your team and individuals? 

 This is difficult. Some of the homes have team meetings but when it’s a round the clock job 

it’s hard to catch everyone 

 This is probably something we’ve fallen short on – especially as the teams are stretched 

 The aim is for every residence to be a happy, supportive environment and I know the 

managers I work with aim to keep up the positive reinforcement of good work 
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3. How involved are you with your team member’s development? 

 With my direct reports we regularly talk about how they’re getting on and any challenges 

they have. I haven’t been directly involved in developing their skills but I would support any 

team member who is looking to progress. 

 I try to mix teams up and play to peoples strengths 

 All people from the senior leadership team have worked in this service before so there are 

good examples of people developing their career. 

 

4. How do you ensure members of your teams feel their opinion is valued? 

 I will always listen to any criticism or feedback on the service.  

 There are some negative influences in some of the teams and I think managers get 

frustrated so criticism is not always useful 

 Perhaps we need another way to hear from staff on what they like and dislike 

 

5. Do you have any best practices that you implement with your team to improve engagement? 

 It’s been challenging over the last couple of years. I’ve encouraged staff to take time when 

they can to relax away from work. 

 Losing staff has put pressure on the teams who are committed 

 I’ve worked alongside the teams in the care homes in the past year just out of necessity but 

it was a good way of seeing what the teams are dealing with and I think they appreciated it 

 We know there’s high absence in these teams so we work consistently to address this – to 

both offer support when needed but also to deliver the message that high absence will be 

handled with a formal process 
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Interview Notes: Service Approach to Employee Engagement 

Karen Panter, Team Manager, Adult Integrated Safeguarding, (Integrated Safeguarding and 

Quality Assurance) 

22/02/2022 

1. How valuable do you feel engagement is to the function of your team? 

 In my understanding of what it is – very important in social work 

 It’s public money that’s all the motivation I need to work to the best of my ability 

 I expect the same from my team 

 

2. How do you ensure you share successes with your team and individuals? 

 I’m always talking – too much probably 

 Supervision is the foundation of social work – not hand holding, just ensuring that every 

social worker knows how they’re doing 

 Also informal chats – I’m lucky that during the pandemic the safeguarding team have 

continued to work in the office together most of the time, we all need that informality you 

don’t get with supervision 

 

3. How involved are you with your team member’s development? 
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 Very involved. 

 I’ll mentor any NQ Social workers and ensure they know what’s expected. There are values 

they need to learn as well as the ins and outs of the role 

 I don’t believe that engagement comes from giving staff an easy time – anyone in the team 

is given a challenge so they can keep learning 

 In my experience, once I stop learning I move on – it’s what motivates me to keep going 

 

4. How do you ensure members of your team feel their opinion is valued? 

 I keep it all very informal 

 People should be able to come to me and make suggestions – I’ve been doing this work for 

over 30 years but I know things need to change, evolve 

 I’ve made it clear to new social workers joining the team that they are fresh eyes so they 

should tell me what is and isn’t working 

 

5. Do you have any best practices that you implement with your team to improve engagement? 

 I want the team to feel united – we’re a team at the end of the day and we support each 

other 

 I also want people to feel like they’re still learning. Nothing worse than standing still. 
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Meeting Notes: Proposals to Improve Engagement 

Jo Pugh Davies, Duncan Hook 

25/02/2022 

 DH: Plan to discuss each proposal in detail and why they will be of benefit 

 DH: Am aware that some of my findings could be investigated further as they are based upon the 

limited data I have been able to collect 

 JPD: Worth looking at potential fixes as we know issues with absence and retention exist – senior 

managers are desperate for solutions – hence, money spent on retention payment for social workers 

Proposal 1 

 DH: Looking at other healthcare providers, development was the major factor in improving 

engagement within teams 

 DH: The plan utilises something that L&D have already worked on to match what supervision provides 

but surpasses it by providing interactive portal for development 

 JPD: Performance and Wellbeing Plan hasn’t launched yet so it remains to be seen if it will be 

successful. Otherwise, this would enhance supervision and makes sense to bring social services in line 

with other areas 

 JPD: How do you see this working with provider care services? 

 DH: Currently the plan for lower grade roles is handle this in a group setting and quarterly – we could 

follow one or both of those factors 

 JPD: A lot of the work already done on this so would make sense – staff would benefit from the 

wellbeing focus 

Proposal 2 

 DH: Similar to what we did in previous employer, surveying all staff to understand themes for 

improvement and delivering them 

 DH: NHS proposed similar thing to allow staff to shape their future 

 DH: This is the ideal scenario to have a platform or survey to gather feedback, could be held much 

more informally 

 DH: Large time investment may not be plausible for an already stretched service 

 JPD: Yes this would be difficult to implement in this form but would be valuable – employees need an 

opportunity to feedback and see impact of what they’ve raised 

 JPD: Perhaps easier to implement within individual service areas – so that feedback is always relevant. 

 DH: The main thing for me was an opportunity for staff to have a stake in their service – so they feel 

they made a difference 

Proposal 3 

 DH: Echoing what Will (Chief Exec) is doing at quarterly Q&A Cuppa – getting closer to staff so they 

understand him and what he’s trying to do 

 DH: All staff should know the vision and current strategy – same within social services 

 JPD: I can see Jon doing this. Rather than emails he has an opportunity to celebrate wins.  

 DH: Relatively low risk – staff have felt isolated during the pandemic so good opportunity to embrace 

as many staff as possible whether in the office or at home 

General Discussion 
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 JPD: I think it would be helpful to talk through all 3 proposals in time as they all make sense – meeting 

with Jon Griffiths next week so can suggest some options to him – think he will be interested in 

communication options and an evolved approach to surveying. 

 JPD: Perhaps worth trialling Performance and Wellbeing plan in Children’s Services first as you are 

close to this area and Darren is always keen to try different solutions  

 DH: I know this service needs support and I’m working with managers more regularly so easier to 

manage. Perhaps focus even closer on ‘Family Support & Child Protection’ as this area was flagged as 

low engagement.  

 JPD: I’m due to meet Darren next Friday so could present your proposal for ‘Performance and 

Wellbeing’ or invite you to talk through the work you’ve been doing 

 DH: Agree to attend meeting and present proposal 

 JPD: Talk through data sources for the conclusions you’ve drawn along with case studies 

 DH: Should we invite Tony as well as his area 

 JPD: We’ll seek approval from Darren first.  
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