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LO1

There are various ways in which employee engagement can be measured within organisations. According to Vance (2006) the majority of organisations evaluate their staff engagement levels through surveys and the CIPD (2021a) agree with this, stating that surveys are the best way to understand employee interests, worries and also ambitions. However, surveys shouldn’t be the only considered method. There are other suitable diagnostic tools such as staff focus groups, which allow organisations to gain a deeper understanding of what makes employees happy or sad.

Towards the end of last year, my organisation pushed out a staff survey, which can be identified at DOC1.1 and everyone was encouraged to complete it. There were a lot of communications and warning messages sent regarding this, presented at DOC1.2. This should be an appropriate and simple way of measuring employee engagement. However, it seems this was not the case. Due to the number of reminders sent to staff, even prompts from line managers shown at DOC1.3, it is clear that not many staff were responding, or they needed more responses in order for the staff survey to be successful. Some would agree that if employees are reluctant to complete staff surveys or get involved then perhaps, they are not engaged. In agreement with Macleod and Clarke (2009) staff surveys aren’t always the best way to gage employee engagement levels, it all depends on the organisation, the size and what the organisation wants to gain from measuring engagement. For example, Gallup (2022) created an employee engagement survey consisting of twelve questions displayed at DOC1.4, however these questions could be classed as quite generic and may not be applicable to everyone. This is where a focus group or open forum would be more beneficial to an organisation. The results of the staff survey within my organisation were shared with everyone through an email communication presented at DOC1.5. There were a lot of mixed reviews regarding the results and all line managers were advised to hold meetings with their teams to discuss further as shown at DOC1.6. This meeting involved line managers, lead recruiters and recruiters which can be seen at DOC1.7 and this shows the different relevant stakeholders involved. The feedback shared from this meeting could be classed as a focus group as identified at DOC1.8. This also shows my organisation has used a mixture of diagnostic tools in order to evaluate employee engagement levels, to which the CIPD (2021a) advise is the soundest way to assess because there are different benefits to the various methods that can be used to measure engagement. 

If not everyone in the organisation completes the staff survey, then are the results still considered valid. According to Armstrong (2018) staff surveys are missing something. A staff survey is where an employee must answer a range of questions regarding their involvement within the organisation, but what if they are having a bad day and will this impact the results of the survey. Apparently pulse surveys are becoming more popular in comparison to traditional staff surveys. To which, Welbourne (2016) proclaims pulse surveys are a new way of communicating. 

In order to successful analyse employee engagement levels within my organisations I have decided to create another staff survey, but this will be shared specifically to my sector which consists of seven people. I believe by concentrating on my sector, the results will be more accurate and honest. DOC1.9 shows a snippet of my survey which I created through Google Forms. The full survey results can be found at Appendix 1. For the purpose of this assignment, there are a few uncontrollable restrictions to consider such as time, response rates and resources. If more time was given, it would have been interesting to collect data from two different sectors and compare them. 

The results of my survey not what was expected. Firstly, not everyone in the sector responded to the survey, and this may be due to the time restraints which is unfortunate. The main Capita staff survey displayed at DOC1.1 suggested the majority of employees are unable with their salary as only 38% believe their pay is fair. However, with the evidence provided from own sector survey, 60% agree their salary is reasonable. This is quite interesting and has made me wonder whether Capita staff in general are unhappy with salary due to the rising cost of living and possibly employees working in busy cities such as London need more money. Just under three quarters of the workforce believe they have received the correct training in order to do their job properly. This data shocked me as from experience there is heaps of training available to staff. Vance (2006) suggests training and development enhances engagement levels as employees feel as though an organisation is investing in them. In comparison to Capita as a whole, everyone in my sector has received the appropriate training, which is excellent news. The question is, is this down to the support and guidance of our line manager, ensuring the team are engaged because the CIPD (2021a) points out leadership is essential here. Everyone in my sector agrees that they understand what is expected of them, what the organisations objectives are and how their role contributes to the organisations success. These results are different to Capita’s staff survey. Therefore, I believe employee engagement levels are higher within my sector, than in the wider organisation and not every sector is as engaged as mine. This is down to how we are managed and the CIPD (2012) implies managers have an important role to play when it comes to employee engagement, and I couldn’t agree more.
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LO2

There are various drivers for employee engagement within my organisation. In agreement with Macleod and Clarke (2009) a rising influence on employee engagement is pay, which links to the concept of job satisfaction. A positive for my organisation which drives both employee engagement and performance levels is the financial incentives. There are paid bonuses every quarter and every year if we (employees and organisation) hit target as identified in DOC2.1. Some would agree that staff work harder in order to achieve these targets and earn more money, which the CIPD (2021a) implies is an employee engagement strategy steering motivation. 

Another example of a driver for employee engagement the mutual understanding of the organisation’s objectives and staff understanding what is expected of them. Macleod and Clarke (2009) state there must be collaboration between an organisation and its employees in order for engagement to thrive and the results of employee engagement are beneficial to both employees and the business. The results from the Capita staff survey and my sector survey shown at DOC2.2 confirm that the workforce understands the organisation’s objectives and employees know what is expected of them.  This is also echoed and is available to staff as a reminder in the staff handbook also displayed at DOC2.2. There are quarterly meetings hosted on Microsoft Teams with senior management open to all staff to discuss the organisation’s issues and plans as presented on DOC2.3 and there are also townhall meetings DOC2.4, which gives employees the opportunity to have their voice heard, which Kasanoff (2016) advises gives staff a sense of belonging, empowerment and also initiates trust. Especially when these calls are often followed up by actions taken from points raised on the calls, which is assuring as shown on DOC2.5. 

Another driver for employee engagement was how the organisation adapted as a result of the Coronavirus pandemic. In agreement with Brown and Serle (2020), this happened almost instantly, and Capita ensured the safety of staff was a priority as identified in DOC2.6. Fortunately, working from home was an option for the majority of staff. Once the organisation realised performance levels persisted while working remotely, flexible contracts were finalised and now many are permanent homeworkers or have the option as shown in DOC2.7. Almost two years on, this is still a priority DOC2.8 and staff are aware of this as 88% feel safe at work as identified from the staff survey.

Sadly, I am unable to collect and analyse any further data on staff retention levels, employee absences and poor performances appraisals for this assignment due to restrictions in my role within the organisation. The only relevant evidence related to this that I have access to is a snapshot of how all offices and sectors are performing across the region shown at DOC2.9 which clearly indicates that some offices are doing better than others. However, to anyone outside of the organisation this is obvious but to the workforce, we understand the size of the offices, the location, number of applications and other important factors that determine these figures.

There are various aspects within my organisation which may hinder employee engagement levels. The first barrier to mention is salary, all staff are aware of their salary and pay is a topic clarified in the staff handbook as demonstrated at DOC2.10. It is also apparently reviewed annually but this is questionable. However, staff have been unhappy with pay for some time and evidence shown at DOC2.11 confirms this. According to Macleod and Clarke (2009) this is where engagement can go wrong and where employees become disengaged as numerous staff surveys have shown organisational leaders where adjustments need to be made and nothing is done about it. False promises result in lack of trust and motivation to which the CIPD (2021c) suggests people are key to organisational success therefore their having their voice heard and at least acknowledged is crucial. DOC2.12 shows statical data from both surveys to confirm employees are still unhappy about pay and DOC2.13 displays a snippet of a Skype conversation between colleagues to discuss this.

The topic of salary and the lack of action taken may result in the workforce losing trust in the organisation and feeling unappreciated. Capita’s values can be found at DOC2.14 and they suggest the organisation is honest, efficient and flourishing but some employees may disagree. DOC2.15 shows not everyone agrees with Capita’s processes and DOC2.16 shows notes taken from an interview with a colleague to discuss this further. From this, it is clear that Capita talk a lot about their values, but do they fully practice them? 

Another detriment to the organisation may be the turnover of staff. I do not have access to the exact figures of how many members of employees have left the organisation, but I have noticed a number of internal job vacancies DOC2.17 which supports this. I am not aware of the exact reasons as to why employees are leaving the organisation but clearly engagement levels company wide as not as high as they are shown to be at DOC2.18. Some would agree that this may also be linked back to the topic of salary. I sent an email to senior management to try and find out why employees are leaving as shown in DOC2.19 purely because I wanted to confirm the reasons and if they are linked to what I have predicted on the basis of pay and low engagement levels. 

I believe it is important to clarify that these are only a few of barriers to employee engagement within my organisation. If I had more time and a higher word count, I would love to carry out more research into topics such as learning and development, coaching and mentoring and change management. I have previously studied these areas and for example, I am aware that coaching and mentoring is not pursued appropriately within my organisation. These are significant areas within any organisation, and I think there is a lack of understanding in these areas specifically within my organisation. This may possibly be impacting engagement levels. 
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LO3

Having previously observed the apparent number of roles available within the business, it would seem that there is an increased staff turnover. As already presented at DOC2.19, I have contacted a member of senior management to help me understand why there are a few jobs going within the business and if this has anything to do with the results of the recent staff survey. Regrettably, I have not received a response to my email. In agreement with Johns and Ellis (in Taylor & Woodhams 2016) employees who are not committed, don’t go that extra mile and disagree with the organisation’s objectives are clearly disengaged. The result of disengaged employees could be poor performance, which means targets are not reached and bonuses are not paid. To which could lead to a high turnover of staff and there is evidence of this shown at DOC2.17. Vance (2006) proclaims the variances of turnover are influenced by employee engagement. 

On the topic of staff turnover, I have decided to take a closer look into recruitment and retention to see how this impacts levels of engagement within my organisation and how it compares to other organisations. Kendrew (2020) suggests the world is changing constantly and people these days demand more. Organisations need to get on board with innovative ideas and think outside the box. Some would suggest attracting the best employees requires offering the best package to enable job satisfaction almost immediately. I have decided to take a closer look at the vacancies available within my organisation right as displayed at DOC3.1. This appears as standard for most job advertisements and there is nothing special which could entice people apart from the mention of a bonus scheme. I believe this could be having an impact as the results of both the staff survey and my own survey agree shown at DOC3.2. Capita need to do more here and possibly seek guidance from other organisations for inspiration. You could say that Capita appear quite conservative and behind the times in comparison to the likes of Google or Netflix. DOC3.3 shows a snippet a job advertisement for Netflix. The difference in both job advertisements is unbelievable and makes you question yourself, where would you rather work? Robie (2020) discusses the hype around Netflix as an employer. They are inclusive and personal which demonstrates best practice. I believe Capita needs to work on their job advertisements in order to raise engagement levels, this is something I intend to propose later.

There could be many potential barriers to the acceptance of an employee engagement strategy within my organisation and these are similar to factors that hinder employee engagement in the first place, to which the CIPD (2021a) implies involves disengaged staff. Potential barriers could be lack of trust, motivation and managers making false promises. I believe the coronavirus has been a barrier in itself regarding employee engagement as it has had a massive effect on how organisations operate in general. Another barrier could be Capita is reluctant to change. This was investigated through another assignment on the topic of managing change. In agreement with Kendrew (2020) maybe it’s time Capita broke the mold and tried something new. DOC3.4 shows an email I have sent to a few key stakeholders within my organisation including a co-worker, my line manager and another senior manager to discuss these potential barriers and how to overcome them. DOC3.5 shows a response from my colleague via a Skype Message and DOC3.6 displays meeting notes with my line manager. By discussing Capita’s denial to change their approach to employee engagement with different members of the business, it has given me the opportunity to analyse various views and how these views affect everyone differently. It has also made me question whether staff surveys are actually beneficial on their own as the CIPD (2021a) state this is not the only method to measure engagement. 

This barrier could be minimised if Capita takes into consider how employee engagement affects us all differently and what are they doing in order to raise levels themselves. Johns and Ellis (in Taylor & Woodhams 2016) state that many organisations push out staff surveys and share their results, as already demonstrated at DOC1.5 but are unwilling to explain the results. They also propose actions to be taken following the results as shown in DOC3.7 but are these actually executed. Davies (2018) explains staff who are encouraged to come up with new ideas are more likely to have greater job satisfaction than others. However, managers may be given this freedom but perhaps not everyone else. This also link back to Capita’s values of being open and honest but surely these values should be practiced and not just preached. 

I have reflected a lot during this assignment and employee engagement is such an interesting growing topic. Although, according to reports from Gallup (2017) and (2020) employee engagement levels have fallen generally worldwide. 

I propose that my organisation reviews how they measure employee engagement in order to raise levels of employee engagement. In agreement with Johns and Ellis (in Taylor & Woodhams 2016) tick-box surveys are not the be all end all and they are not giving Capita what they want. According to Kasanoff (2016) employers should empower staff by listening to what they want and by earning their trust. This proposal has been inspired by how Netflix operates and influenced by the results of the staff survey. I suggest Capita reworks their staff survey as it is not fit for purpose, it is generic and, in some respects, irrelevant. DOC3.8 shows my proposed plan to modify the staff survey and introduce focus groups in order to listen to what people really want, from various parts of the business. I have observed that empathy is everything when it comes to employees and this needs to be made apparent. This tailored approach would be more meaningful, and Robison (2019) suggests that purpose is everything. My plan has been inspired by an engagement plan created by Turas (2022) empathising communication and the development of engagement. DOC3.9 shows a snippet of what their plan looks like. DOC3.10 presents a snippet of a presentation that I would present to my line manager in the first instance. Appendix 2 displays the full presentation.

Due to limitations in my role and the business, I have not sent this proposal to my line manager because I do not have the authority to do so. I have completed this assignment with the intention of doing so in order to successfully finish the task.
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Appendix 1

Own Employee Engagement Survey Results
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Appendix 2

Powerpoint Presentation for Engagement Proposal
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You Said, We Did!

Turning your feedback into action

Dear RG Colleagues,

Each year, thanks to the feedback that you kindly provide via
our People Survey, we gain insight into where to set
objectives and focus our efforts, so that we can make tangible
improvements to your experience with us, for both our Capita
and our Military colleagues.

Next week the 2021 Capita People Survey and the 2021 RG
Military People Survey both go live, so it's a good

opportunity to share how the feedback you gave last year has
been turned into action. The survey should take no more than 15 minutes to complete.

’
2
=

Take a look below for a selection of successes and achievements from this year. I'm sure that you
and your team could add to this list. Why not have a "You Said, We Did' discussion in your team
meeting next week and bring this to life! #TeamRG #FutureReady

What happens next?

Capita RPP colleagues

On Monday 11th October, our Capita colleagues will be invited to participate in the 2021 Capita
People Survey. Please note the link to the Capita People Survey cannot be accessed on a
MODnet device. It can be accessed by using a personal device (e.g. a smartphone or laptop) or via
a Capita Samsung tablet, a Capita Chromebook or a Capita laptop. Please type the URL embedded

in the survey email to one of the devices and follow the authentication process.
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We share documents internally broadly and systematically. Nearly every document is fully open for anyone to read and comment on, and
everything is cross-linked. Memos on each title’s performance, on every strategy decision, on every competitor, and on every product feature test
are open for all employees to read. There are some leaks, but the value of highly-informed employees is well worth it.

There are virtually no spending controls and few contract signing controls. Each employee is expected to seek advice and perspective as
appropriate. “Use good judgment” is our core precept.

Our policy for travel, entertainment, gifts, and other expenses is 5 words long: “act in Netflix's best interest.”

Our vacation policy is “take vacation.” We don’t have any rules or forms around how many weeks per year. Frankly, we intermix work and personal
time quite a bit, doing email at odd hours, taking off a weekday afternoon, etc. Our leaders make sure they set good examples by taking vacations,
often coming back with fresh ideas, and encourage the rest of the team to do the same.

Our parental leave policy is: “take care of your baby and yourself.” New parents generally take 4-8 months.

Each employee chooses each year how much of their compensation they want in salary versus stock options. You can choose all cash, all options,
or whatever combination suits you“. You choose how much risk and upside you want. These 10-year stock options are fully-vested and you keep
them even if you leave Netflix.

There are no compensation handcuffs (vesting) requiring you to stay in order to get your money. People are free to leave at any time, without loss
of money, and yet they overwhelmingly choose to stay. We want managers to create conditions where people love being here, for the great work

and great pay.
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Like all great companies, we strive to hire the best and we value integrity, excellence, respect, inclusion, and collaboration. What is special about Netflix,

though, is how much we:

1. encourage independent decision-making by employees
2. share information openly, broadly, and deliberately

3. are extraordinarily candid with each other

4. keep only our highly effective people

5. avoid rules

Our core philosophy is people over process. More specifically, we have great people working together as a dream team. With this approach, we are a

more flexible, fun, stimulating, creative, collaborative and successful organization.
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Good afternoon,
| hope you don’t mind me contacting you in regards to employee engagement within our organisation.

Following the survey results we have recently received and the survey | have sent you myself | was
wondering what your thoughts were on the following:

e s the Capita staff survey fit for purpose? Could it be improved at all?

e Would you be open to a staff forum or focus group instead of a survey in order to give/receive
feedback?

o Do you feel the results of the staff survey are acknowledged by Capita and changes are made
before of this?

e Our organisation seems quite set in its ways.. what do you think?

Your input here is greatly appreciated.
Many thanks,

Rebekah

Rebekah Reid
Lead Recruiter
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Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 11:59:

Is it ok to chat through here instead regarding your points?
Hicken, Thomas Mr (RG-ACC Agile LeadRec1) 11:59:

Sure
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 12:01:

Ok great
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 12:01:

So what do you think? This is only for my uni assignment
Hicken, Thomas Mr (RG-ACC Agile LeadRec1) 12:03:

| would be open to a focus group, | could elaborate in a group and explain my points. The survey is too general
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 12:04:

| agree
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 12:04:

What about the organisation and its traditions?
Hicken, Thomas Mr (RG-ACC Agile LeadRec1) 12:05:

Definitely
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 12:06:

How could they change this?
Hicken, Thomas Mr (RG-ACC Agile LeadRec1) 12:08:

Look at how other companies operate maybe?
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 12:09:

| think they could rework the design of the organisation. Organisation design it's called in HR
Hicken, Thomas Mr (RG-ACC Agile LeadRec1) 12:10:

Yeah and they could bring in external influences to help with this
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 13:23:

Of course, hypothetically of course.. Thanks Tom
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Capita very traditional. Not so easy to change. We only work in one division of the company — it is
massive. Need to take that into consideration.

There is a reason why they do the survey, it is the best way to collate results regardless of the results.
We have done a focus group — the sector hosted one! | have passed your feedback on. Will let you
know when | hear more.

| like your enthusiasm of changing the survey to a focus group but | don’t think it will happen

Capita do acknowledge peoples thoughts and listen — you said we do

You need to remember how big the organisation is
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Next steps

e

* During January you’ll be invited to a team
meeting to discuss the survey results

* The new Survey platform (Qualtrics) is far
superior to any Capita has used before.

* Review the Ideas Board, suggest new ideas,
vote on what would make a difference

¢ Get involved and discover what you can
influence

* At the end of January, we'll review all the
action plans submitted and agree the pan-RG
priorities

* Throughout the year, we will encourage you
and your managers to revisit the action plans




image98.png
Pandemic life affects our physical and mental
health. Consequently, it was crucial that our
colleagues' mental health and wellbeing
remained at the forefront of our endeavours in
2021.

To ensure colleagues felt supported, we
reflected on voiced concerns in the 2020 People
Survey and increased our efforts through a

series of events, training and engagement
activities:

e We are training up to 35 RPP colleagues to be Capita Mental Health Allies, designed to
provide signposted support to colleagues who may be experiencing personal difficulties

e We have also briefed our Line Managers so that they have a greater understanding of Mental
Health and how to manage it. We also briefed our Line Managers on Stress Awareness and
how to create a Wellbeing Action Plan with a team member

e We ran The RG Great Winter Challenge and The RG Great Summer Challenge with the
primary purpose of boosting morale and building teams

e We celebrated and shared all the volunteering and fundraising efforts that RG colleagues
have undertaken

e We incorporated Wellbeing into our RG Townhalls and signposted how to access support and
resources

* We launched RU OK? e-learning module and held open online sessions to support wellbeing

e We arranged Remote Team Virtual Engagement over the course of the pandemic, which
provided tools to enable closer collaboration.

e We created virtual events for teams across RG, such as team quizzes/games.
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You Said, We Did!

Turning your feedback into action
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Engagement Strategy

Stakeholders Key stakeholders are Capita employees, line managers, senior managers, the HR department, Learning and Development team,
communications team
Important to consider candidates and clients — to ensure they are not affected by this plan
Purpose To improve employee engagement

Update annual staff survey and tailor it to department/division within the organisation
Implement more official focus groups in order to receive relevant feedback
Communicate updates on feedback and what is being done about it

Key messages

The organisation is empathetic. Line managers and managers to receive training.
Employee voice is heard
“You said we did’ to actually be a thing and proof of it
Focus groups or updated survey to be communicated in advance

Schedule

Ideally, this plan would be put forward the sooner the better
Enough time to be reviewed and modified. Accepted by HR and senior management
Ready for the next survey?

Communication

This needs to be communicated properly — through communication team and HR to update relevant policies/procedures
Line managers to be notified to tell their teams
Learning and Development team to ensure management has training if required

Responsibility

Everyone.
Employees want change then they need to co-operate and speak to their teams/managers — employee voice
Management for implementing the new survey
HR/Learning and development to support where necessary
Communication team must make sure the changes are introduced appropriately
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Creating Conditions Developing Aims Implement
Build will and Develop aim Implement and
conditions for change and change theory sustain where tested

Understanding Systems Testing Changes
Understand current system and Identify specific change ideas, Share leaming and
opportunities for improvement test and refine using PDSA spread where relevant

Leadership and Teams Project Management Measurement

and Communication
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Team,

The annual employee survey is out. This has to be completed by 24 Oct. So far
out of 60 Capita staff in Regions 2&3, 16 people have completed it. Please
encourage your staff to have their say.

Many thanks

Leanda
Leanda Pitt
Head of Regional Recruitment Operations Region 2 and Region 3
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Stakeholders
by name if
known.

(In the
department,
organisation,
partner
organisations,
wider
community,
service
users?)

Purpose of
communication
(Engage,
Sustain
interest,
Celebrate and
share? What
do you want
them to do?)

Key
messages to
be
communicated
(To do this,
what do they
need to know?
Which
questions
should be
answered?)

Timing of
communication
(Stages of
project,
specific times,
frequency)

How are you
going to
communicate?
(eg routine
report, flyer,
newsletter,
poster, case
study, social
media, video,
blog)

Who is
responsible?
(Who will do the
communicating?
What do they
need to know?)
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The Proposal

| propose we review the staff survey and modify it so it is more relevant and current. By altering the
staff survey to various departments and divisions within the organisation, the results will be a lot more
accurate and beneficial.

Implementing staff focus groups on the back of or instead of staff surveys in order to receive
meaningful and accurate feedback from staff is the way forward. A generic survey is not listening a
what an employee has to say.

Feedback and results from this new way of measuring employee engagement should be shared
company wide and plans to improve certain processes or do more should be actually actioned.
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From: Reid, Rebekah Ms (RG-ACC Swansea LeadRec)
Sent: 07 February 2022 09:05

To: Arundel, Thomas Contractor (RG-ACC RecOpsMgr 2e) <Thomas. Arundel917@mod.gov.uk>; Newman, Lisa Ms (RG-ACC Gloucester LeadRec1) <Lisa.Newman108@rmod.gov.uk>; Kavanagh, Sinead
Contractor (RG-ACC Cardiff Rec3) <Sinead.Kavanagh105@mod.gov.uk>; Aitchison, Carla Contractor (RG-ACC Worcester LeadRec1) <Carla.Aitchison101@mod.gov.uk>; Taitt, Josh Mr (RG-ACC
Gloucester Rect) <Josh.Taitt100@mod.gov.uk>; Donovan, Michael Contractor (RG-ACC Swansea Rec1) <Michael.Donovan106@mod.gov.uk>

Subject: Rebekah's Employee Engagement Survey

Morning team,
I hope you had a fabulous weekend &

1 was really hoping you could all spare two minutes and complete the survey below.

My current assignment in uni is on ‘contributing to employee engagement' and part of this requires me to create a survey, send to colleagues and analyse the results.
Your answers are anonymous and will be used for my assignment only.

If you could complete this ASAP that would be amazing.

Thank you so much.

I've invited you to fill in a form:
Rebekah's Employee Engagement Survey
Based on Capita's staff survey - focusing on engagement levels within our sector

Create your own Google Form
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My line manager is open and honest with me.
5 responses

@ Disagree
@ Neither agree or disagree
© Agree
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How aware are you of how your role contributes to the success of the organisation?
5 responses

® | am aware
@ | am not aware
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| feel empowered in my role.
5 responses

@ Agree
@ Disagree
@ Neither agree or disagree
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| am provided with the tools and resources | need to do my job.
5 responses

@ Disagree
@ Neutral
© Agree
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Learning and development opportunities are encouraged within my organisation.
5 responses

@ Disagree
@ Neither agree or disagree
© Agree
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My job provides me with a sense of achievement.
5 responses

@ Agree
@ Disagree
@ Neither agree or disagree
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Health, well-being and work-life balance is promoted within my organisation.
5 responses

@ Disagree
@ Neither agree or disagree
© Agree
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Dear RG Colleagues,

The Capita People Survey closes this evening at midnight. The response rate is
currently at 73%. We encourage all colleagues to have their say and not to miss
out on providing important feedback. It's completely anonymous and SLT are
committed to acting on the feedback to make positive changes for our employee
experience in 2022.

Click here to complete the Capita People survey or scan the QR Code below.
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| understand what is expected of me. | am clear on the goals of my organisation.
5 responses

@ Agree
@ Disagree
@ Neither agree or disagree
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| have received the required training | need to provide the best possible service to candidates.
5 responses

@ Disagree
@ Neutral
© Agree
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| believe | am paid fairly for the work | do.
5 responses

@ Disagree
@ Neutral
© Agree
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Employee Engagement Proposal
Rebekah Reid

Employee Engagement Proposal

* Introduction

+ Proposal Overview

+ Key Stakeholders involved
« Timeframe

« Purpose

* Outcome

* Q&ASession

TR
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Review of previous staff survey results

Thoughts on the results, are they what we.
expected?

Is the staff survey fit for purpose? Is it relevant to all
departments within the organisation?

Introduction
Thoughts on changing this

Pursing focus groups in order to get better results

“You said we did’ — accurate?

el ) T E ) E





image117.png
The Proposal

« | propose we review the staff survey and modify it so it is more relevant and current. By altering the
staff survey to various departments and divisions within the organisation, the resits will be a lot more
accurate and beneficial.

« Implementing staff focus groups on the back of or instead of staff surveys in order to receive
meaningful and accurate feedback from staff is the way forward. A generic survey is not listening a
what an employee has to say.

« Feedback and results from this new way of measuring employee engagement should be shared
company wide and plans to improve certain processes or do more should be actually actioned.

L CETmETmT

Key Stakeholders

Everyone is
responsible!

Employees. Staff. The entire
‘workforce.
Management. Senior managers
and line management,

Who's involved within
this proposal? Who
needs to be
considered? Who will

this effect?

Leamning & Development
The HR department department

Gandidates, clents
and cuslomers - this must
_—— not effect them.
Business should continue as
usual

—

Communications team

S TR O
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Timeframe

“*Estimated idea of timeframe**

MarchMay 2022
Line manager to
share proposal with
other managers
and head of region

‘September 2022
Relevant adjustments
‘made to survey

>
February 2022
July 2022 November/December 2022
Proposal Proposal put Rollout
submitied to forward to
line manager director for final
say

Purpose

« The purpose of this employee engagement strategy is to improve employee engagement levels within
the organisation. To increase levels of engagement which will boost performance levels and enable

us as an organisation to achieve targets.

+ To ensure all employees are aware of the organisation's objectives and how their role plays an

important part in achieving this
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QOutcome

‘The desired outcome of this proposal is improved
‘employee engagement. Hopefully we wil achieve higher
levels of employee engagement in comparison to past
surveys.

Better performance lovels resulting in targets hit - targets.
hit means bonuses for all ££€.

Healthier recruitment and retention levels

‘Success — share with staff the success!
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Thank you for listening.

11
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Hi both,

It’s that time of year again when | nudge and prompt regarding the People
Survey. (see attached) Regions is currently at 59% which is ok but we’d love to
see it go up.

It’s only open for one more week (till 3rd Nov). I'd appreciate any nudging you
can do.
Here is the link: www.capita.com/peoplesurvey

Kind regards,

Emma Harrison
Communications & Engagement Manager
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Please complete the survey.. | have
John Arundel

Recruiting Operations Manager
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The Gallup Q12 Index

Gallup's employee engagement work is based on more than 30 years of in-depth behavioral economic
research involving more than |7 million employees. Through rigorous research, Gallup has identified 12
core elements -- the Q12 -- that link powerfully to key business outcomes.These 12 statements
emerged as those that best predict employee and workgroup performance.

The Twelve Questions are:

Do you know what is expected of you at work?

Do you have the materials and equipment to do your work right?

At work, do you have the opportunity to do what you do best every day?

In the last seven days, have you received recognition or praise for doing good
work?

Does your supervisor, or someone at work, seem to care about you as a person?
Is there someone at work who encourages your development?

At work, do your opinions seem to count?

Does the mission/purpose of your company make you feel your job is important?
. Are your associates (fellow employees) committed to doing quality work?

I0 Do you have a best friend at work?

I1.1n the last six months, has someone at work talked to you about your progress?
12.1n the last year, have you had opportunities to learn and grow?

bl adl 2

©® N

From www.gallup.com
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Dear all,

I have attached the headlines from the peoples survey, have a read of the results for both Capita and Mil
staff. LR’s over the next few days please sit down with your teams and discuss the results. The LR call on
Friday will focus around the survey results, | will lead the discussions. Each office is requested to produce

feed back using the headings below. | will require the feed back NLT than Wednesday 26 of January.

Area of focus / concern / action Reason What survey
(What is the topic or area needing action/improvement) (Why should this be reviewed? How does the team feel | question(s)
about this topic?) would this
influence?

If you have any Qs please get back to me, Giriff, Jimmy and Mark please attend the LR meeting on Friday,

invite in the post
Regards

John

John Arundel
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| bapita Our People Survey Results 2021

7 December 2021

Dear colleagues,

r\ As I'm sure many of you will know, we carry out a survey every year to
B o help us understand how engaged our colleagues are with Capita and
‘ RN its plans, how you're feeling, and what you think about working for the
WS business.

D -

| want to start by thanking all of you who took the time to take part in
this year’s survey; your voice matters. | personally spend considerable
time reviewing the results and working with colleagues to build on
strengths and address areas of concern.

It's obviously been a challenging year for many different reasons. We started — and end — 2021 in the midst
of the ongoing pandemic. As a business, after continuing to embed our hybrid ways of working, we've
moved from six divisions to three. This is all part of our ongoing strategy to simplify and we have
restructured the divisions to make us more client-centric, while continuing to keep our cost base under
review. These changes mean we are now a simpler and stronger organisation, operating more effectively,
and confident our targeted financial improvements are not far away. Feedback from external stakeholders
on our new structure has been overwhelmingly positive.

But such challenges and changes also mean it's never been more important that we continue to listen to
what our colleagues are thinking and feeling. So, | wanted to share with you some of the key highlights of
your annual survey feedback.
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Subject: People Survey Mil and Capita Teams
Dear all,

I have attached the headlines from the peoples survey, have a read of the results for both Capita and Mil
staff. LR’s over the next few days please sit down with your teams and discuss the results. The LR call on
Friday will focus around the survey results, | will lead the discussions. Each office is requested to produce

feed back using the headings below. | will require the feed back NLT than Wednesday 26 of January.

Area of focus / concern / action Reason What survey
(What is the topic or area needing action/improvement) (Why should this be reviewed? How does the team feel | question(s)
about this topic?) would this
influence?

If you have any Qs please get back to me, Giriff, Jimmy and Mark please attend the LR meeting on Friday,
invite in the post

Regards

John
John Arundel

Recruting Operations Manager
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Time 21 January 2022 11:00-11:30

Location Skype Meeting

Response /" Accepted Change Response

Capita Survey results discussion and thoughts

Trouble Joining? Try Skype Web App

Join by phone
+44 (0) 30 0151 0000,,11448950# (United Kingdom)

Find a local number

Conference ID: 11448950
Eorgot your dial-in PIN? |Help

English (United Kingdom)
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From: Arundel, Thomas Contractor (RG-ACC RecOpsMgr 2e) %

Sent: 17 January 2022 17:04

To: Aitchison, Carla Contractor (RG-ACC Worcester LeadRec1) mGunismbitsisissntid@massgamuion Taitt,
Josh Mr (RG-ACC Gloucester Rec1) «wesininititft@masganmin>; Newman, Lisa Ms (RG-ACC Gloucester
LeadRec1) snsmbissssentosmesssemeies; Kavanagh, Sinead Contractor (RG-ACC Cardiff Rec3)

<shinsaditarenashifn@masheamiler; Derrick, Griffiths CSgt (RG-ACC Cardiff CA1)
<Deowisintviliiettt@messsemmisspPcacock, James Sgt (RG-ACC Swansea CA1)
mismessiessssistfd@mesremeion Reid, Rebekah Ms (RG-ACC Swansea LeadRec)
e

Subject: People Survey Mil and Capita Teams
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Area of focus / concern / action
(What s the topic or area needing action/mprovement)

Reason
(Why should this be reviewed? How does the team feel
about this topic?)

What survey
question(s) would
this influence?

Recommendations
(Were any recommendations or best practice
ideas discussed?)

‘Career progression

‘Something that affects both military and Capita. The
team feel this is restricted while working in RG. ACC’s
cannot let staff go for a few months to complete
promotion course. Similar for Capita, promotion is
restricted and limited as there’s no roles available.

Overall, | feel that
my career goals can
be met at Capita/my
business

"Allow military staff to attend promotion
courses where applicable?

Ensure staff are given appropriate training to
step up if an opportunity arises.

Ideas, new ways of working, projects to improve
processes

The team have discussed this and feel as though Capita
staff are encouraged to do this and to contribute. Get
involved with projects, etc. — This isn't supported with
the military though, they feel their opinions and
thoughts aren’t accepted o their ideas aren't
considered.

Tam encouraged to
‘come up with better
ways of doing
things

&

el | am able to
Voice my ideas and
opinions, even if
they are different

Invite military personnel where applicable to
join projects and teams such as the JOIN
project. When NWOW is introduced, ask for
military feedback and input. Everyone should
be encouraged to have a voice and an input.

command

perspective | fselsupportad by my manager and
d cont . He helps me d in my
Tolo and 1 ool 25 though i | have any wall-being
concerns | can express these. | have also received a
number of phone calls/checks to ensure | am ok. Thi
the behaviour that is consistent with Capita’s values.

manager / chain of
command helps me
succeed in my role.
&

The behaviour of
my colleagues is

from others
‘Safoty at work This is something we all agree on. Safety is 50 important | | feel safe while | /e and demonstrated excellent
— especially due to COVID, We agree that we feel safe at | am at work team work, could share this best practice
work and trust each other so if we do not need feel safe across the business?
we can speak up and raise any concerns.
Well-being and support from line management/chain of "An interesting and important discuss. From a Capita My immediate ‘More needs to be done to support all military

staff. Not just contacting someone beca
they need something.

on ongoing debate since | joined in 2017.

The military feel they do not have this in RG. Feel consistent with
though higher ranks do not care. Army’s values and Army & Capita
standards - selfless commitment? values

Pay issues - an ongoing debate within Capita. There are no pay issues with the military staff - easy Tam paid fairly for | Pay reviews.
money. In comparison, the pay for Capita staff has been the work | do

Many thanks,

Rebekah





image15.png
Thank you,

Exactly what | needed. This is evidence of your office’s opinions and feedback on the survey. | will wait just in case you want to add
anything from this morning call

John
John Arundel

Recruting Operations Manager
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My job provides me with a sense of achievement.

5 responses

@ Agree
@ Disagree
@ Neither agree or disagree
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My line manager is open and honest with me.

5 responses

@ Disagree
@ Neither agree or disagree
© Agree
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Please find attached a letter detailing your Individual Compensation Plan for the
RRIP scheme in 2021/22.

On behalf of the HR team, we would like to apologise for the delay in getting this
to you.

Your ICP has been updated to include the breakdown in monetary terms of your
On Target Commission (OTC) based on the percentage of commission earnable
under each metric. Whilst we appreciate that following the changes to the
Regional structure, your specific targets contain within may be adjusted, the
percentage of OTC you could earn in £'s for each metric will remain the same.

It is planned that targets following the restructure will be adjusted from the start
of the next recruiting quarter (January 2022), and your Line Manager will confirm
to you what these are as soon as they have been finalised.

We have also updated the Terms and Conditions of the RRIP Scheme (see
attached), with incorporates some feedback from colleagues and also reflects
the changes to the structure of the scheme, following the introduction of some
new metrics relating to our Female & BAME National targets. All the changes to
the T&Cs are identified in yellow.

Should you have any questions, | encourage you to contact your Line Manager
in the first instance.
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Good morning all,

I have attached the RRIP power point and how its broken down. You have been
briefed on this already but if you have any questions please call me .

Regards

John

John Arundel
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BT starts
Part A = 50%
® 60% Sector (ROM group)

® 40% Regional
*paid quarterly

Part B = 50% A /

® 50% = Average of total Part A

® 50% = Yearly National BT starts = Part A Sector = Part A Regional

*paid yearly Part B Avg = Part B Nat BT starts
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| understand what is expected of me. | am clear on the goals of my organisation.

5 responses

©® Agree
@ Disagree
® Neither agree or disagree
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14%

| can see a clear link
between my work and
Capita's/my business's
purpose
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86%

| have a clear
understanding of
what is expected
of me
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Who we are
Capita plays a part i the lives of an estimated 35 million people - but most will be unaware of this! When paying your TV Licence fee or your

council tax, your payment may well have been handled by us. When you buy your pet insurance, or enquire about your lfe insurance policy
you might talk to a Capita employee.

We are one of the largest and fastest growing providers of integrated professional support services in the UK.
Our goalis simple ~ to help our huge range of public and private sector clients improve service to their customers.

The services we provide are essential to the smooth running of our clients’ operations, which is why more and more organisations are turning
to Capita.

Our capabilities include customer and administration services, employee support and development, infrastructure (including software products
and support, IT services and property consultancy), financial services and strategic support.
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Dear All,

The SLT Coffee and Chat session will take place at 1400 on Friday 10t Dec this
week. The link to join the call is below.

Microsoft Teams meeting

Join on your computer or mobile app

Click here to join the meeting

Or call in (audio only)

+44 20 3794 0272,,703207403# United Kingdom, London
Phone Conference ID: 703 207 403#

Find a local number | Reset PIN
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New link below for this call

Microsoft Teams meeting

Join on your computer or mobile app

Click here to join the meeting

Or call in (audio only)

+44 20 3794 0272,,703207403# United Kingdom, London
Phone Conference ID: 703 207 403#

Find a local number | Reset PIN

*hk

Sent on behalf of the SLT by:
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Dear Colleagues,
I hope this email finds you well?

This is just a note to let you know that this week’s SLT Coffee & Chat will take
place on Friday at 11am. Your hosts will be Fiona Morden and Damian Scally.

Join on your computer or mobile app

Click here to join the meeting

Or call in (audio only)

+44 20 3794 0272,,703207403# United Kingdom, London
Phone Conference ID: 703 207 403#

Find a local number | Reset PIN

Kind regards,
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Dear RG Colleagues,

The RG Townhall sessions begin today (see attached for times and links).

We always welcome an open Q&A forum within the Townhall sessions, however we recognise that some
colleagues may want to ask something anonymously. If so Submit a question anonymously here, or use the QR

code below.

Kind regards,
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RG Townhall
Recording & QAs

December 2021/January 2022

Dear RG Colleagues,

Thank you to all the colleagues who joined one of the Townhall sessions held over recent weeks.
We're pleased to share a recording of one of the sessions along with a summary of the questions
and answers, including those submitted anonymously in advance. If you have any further questions,
please don't hesitate to get in touch via RPPcomms@capita.com. The slides from the session can
be found here.

To recap, the areas covered during the Townhall sessions were:

e Opening remarks from RG CEO, Damian Riley including a review of 2021, feedback from our
client the British Army, an update on AFRP and the priorities for SLT for 2022

e Major General Sharon Nesmith on Future Soldier and Army Culture

e Maria Mallet provided an Operational update

e Paul Hooper gave a brief update on the project to migrate DRS to the Cloud

e Emily Hickman gave headline 2021 People Survey Results, along with a summary of
improvements delivered throughout 2021 (based on 2020 feedback).
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ROBM top tip - E-learning
We have noticed that some online workday Capita courses don’t appear properly on the tablet i.e. the ‘next’ or
‘continue’ button isn’t on screen so you can't carry on — try rotating the screen this could do the trick! Helen has

checked with a lead recruiter and this does work. @)
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2. JE March RAP
Some of you may have spotted this has been added into DRS — DO NOT try to load to it, it is for info only
at this point.
We will advise you once it is open for loading.
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Pandemic life affects our physical and mental
health. Consequently, it was crucial that our
colleagues’ mental health and wellbeing
remained at the forefront of our endeavours in
2021.

To ensure colleagues felt supported, we
reflected on voiced concerns in the 2020 People
Survey and increased our efforts through a
series of events, training and engagement
activities:

e We are training up to 35 RPP colleagues to be Capita Mental Health Allies, designed to
provide signposted support to colleagues who may be experiencing personal difficulties

e We have also briefed our Line Managers so that they have a greater understanding of Mental
Health and how to manage it. We also briefed our Line Managers on Stress Awareness and
how to create a Wellbeing Action Plan with a team member

e We ran The RG Great Winter Challenge and The RG Great Summer Challenge with the
primary purpose of boosting morale and building teams

e We celebrated and shared all the volunteering and fundraising efforts that RG colleagues
have undertaken

e We incorporated Wellbeing into our RG Townhalls and signposted how to access support and
resources

e We launched RU OK? e-learning module and held open online sessions to support wellbeing

e We arranged Remote Team Virtual Engagement over the course of the pandemic, which
provided tools to enable closer collaboration.

e We created virtual events for teams across RG, such as team quizzes/games.
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Op Whitby
Some clarity;
e As all will be aware wi
the FOQ time to embe
e The doctors during PS
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You Said, We Did!

Turning your feedback into action
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Coronavirus Bulletin: Update 03.07.2020

Latest Covid-19 Policy from Capita
Capita has updated their colleague guidance. Click here Capka
to view the version dated 01.07.20.

The updated sections are:
« 1.1- Capita's approach - Failure to follow guidelines Uonagor 72020
may result in disciplinary action
o 1.4 - Symptoms of Covid-19 - Clearer wording
regarding self isolating.

Coptaonniocovo0

***Colleagues Please Be Advised*** (} NNNRA AN TRAAR A
If you have symptoms of COVID-19, however mild,
you should stay at home and do not leave your home — do not come to
work. Coming to work would be classed as a Health and Safety breach and a
failure to follow current COVID-19 policy. Should you fail to comply, you may
be subject to Capita's disciplinary procedure. Stay at home and get in touch
with your line manager and also organise a test (see guidance attached
above).

All Capita colleagues within Recruiting Group who work on MODnet systems and don’t
have access to a Capita device should have ‘auto forward' set up on their Capita email
account to their MOD email account. If you don't currently have it set up please send an
email requesting it to RPPcomms@capita.com. Please note it can take up to two to three
weeks to be processed.
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Coronavirus round-up

15 May 2020

We are now beginning to see lockdown measures eased across the world. At Capita, our approach
will remain careful and measured - the safety and wellbeing of our people remains our priority as
we emerge from this crisis. Our refreshed Covid-19 guidance for colleagues is now available on
our Business Continuity site — please read below to find out more.

What you need to know

Capita's guidance has been updated to reflect the latest scientific and government advice on the
steps we all must take to protect ourselves and help prevent further transmission of the virus. This

includes:

We can all help prevent the spread of the virus: remember that you can spread the
virus even if you don’t have symptoms. You must stay at home as much as possible,

limit contact with other people, keep your distance if you do go out and wash your
hands regularly.

Contact tracing: if a colleague has been in a Capita office within 48 hours of
becoming unwell, we will ask those who have come into close contact with them to
self-isolate as a precautionary measure. You will be notified by your line manager if
this applies to you.

Colleagues in increased risk groups: we must continue to protect colleagues who
are at increased risk from Covid-19 infection. It remains our position that no colleague
who is over 65, vulnerable or extremely vulnerable should be working from any
Capita office. Please speak to your manager if you fall into this group or need any
further support.

Please read our updated colleague guidance to find out more, including the latest information on
topics including Covid-19 symptoms, self-isolation and personal hygiene.
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Four main ways of working

Across Capita, we have identified four main ways of working and your contractual location
could change to one of the following:

Office: Role requires the individual to work at a Capita Office or a Client site for the
majority of their time on a permanent basis.

Multi (mix of home and office): Role requires the individual to work from home or
another location (where practicable) for the majority of their time. They will have an
assigned Capita office where they will have access to a hot desk as needed for their role.
Home: Role can be performed at any appropriate location (within guidelines) for the
maijority of their time on a permanent basis (with a requirement to attend a variety of
facilities as required) and individual chooses not to have access to a hot desk other than

when capacity allows. Colleagues who were home based pre-COVID or recruited on this
basis fall into this category.

Field: Role requires the individual to be mobile within the country in which employed for

the majority of their time. They may have an assigned Capita office where they will have
access to a hot desk as needed for their role.

Colleagues whose current contractual location is going to change will receive a letter
from me confirming the working arrangement that has been proposed.
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We have therefore created a ‘new ways of working’ model to reflect this. As a result, we need
your consent to change your contract of employment. We recognise that in the coming
months there will be changes to the Capita structure, but we remain committed to moving
towards our new model.




image41.png
Good morning ,
| hope you have received the comms below ? We will be receiving letters with the contract changes.

Please not | will have the flexibility to allow a mix of office and WFH rotation.... We can discuss this once we have
sight of the contract change

John
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'capita People Update (UK)

Voluntary flexible working options with benefits 21 May 2020

Voluntary flexible working options
Hello. We hope you're keeping well.

Earlier this month, we launched two new voluntary flexible working
options. We're really pleased to see over 450 of you have taken up
one of the schemes and have heard it's helping people juggle work
and home commitments.

We're opening the offer again with a choice of start date of 1 June or 1 July 2020 for you to either
voluntarily reduce your working hours, or take a sabbatical, for either three or six months. We know
that not everyone will be able to take advantage, but we want to make sure you know about the
options if it's something you might want to consider.

Our digital guide explains how the scheme works, the benefits to you, and questions and answers.
We're also hosting a Teams Live session next week to explain it in more detail. If you'd like to come
along, please paste the link below into your diary.

Voluntary flexible working with benefits: Wednesday 27 May 2020 at 4pm.

Thanks for reading.

Have a good Bank Holiday weekend when it arrives,

Your colleagues in the People function
Read our guide to the voluntary flexible working scheme

e Like | Comment
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Plan B update for all UK colleagues

31 January 2022

Dear colleagues,

The health and wellbeing of our colleagues has been the number one
priority for this business during the pandemic, and we have applied this
principle to our ways of working, guided by the counsel of our medical
inhouse experts.

As you may know, there has been a recent lessening of the COVID-19
restrictions guidance in the UK, which had been issued in an effort to
slow the spread of the pandemic. This includes lifting the guidance to
work from home where possible.
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Here you go Carla,
Note.... the wearing of face coverings whilst moving around and sat at your workstations !

Our Capita guidance differs from the military, we adhere to the Capita guidelines. Please familiarise yourself with
the updated direction.

John

John Arundel
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Thanks all,

Safety of our staff is my number one priority, Green machine thank you for the office cover. Please note until we
have further direction this rota will remain in place.

Thank you all

John




image46.png
COVID-19 Bulletin: Update 16.07.2021

Dear RG Colleagues,

Can | begin by thanking everyone for their continued support and their compliance with
the COVID direction that has been provided. We should be really proud that the numbers
of positive COVID cases has remained relatively low throughout the pandemic, this has
only been achieved through the strict application of our policies.

Now is NOT the time to be complacent and to drop our guard, whilst the Government are
entering Step 4 of their roadmap and lifting restrictions (a summary is here). We should
also all be aware that we appear to be heading into a 3rd wave of the pandemic.

Capita is now entering the ‘Return’ phase of the Pandemic Framework and as a result
has updated its’ guidance (here). As of 19th July 2021 the business will begin to gradually
re-open its offices in support of the hybrid ‘New Ways of Working'. This is NOT an end to
restrictions and we will continue to work from home, wherever possible, however it does
increase the level of flexibility for employees. You will be aware that in RPP we have not
stopped running our operation, so for us these changes will have a limited impact,
however it does allow us to start moving towards a new way of working.
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LTT View SECTORS Q4

2a

2b 2 2d 2e 2f Total

Target 81 99 143 136 143 102 704

sgion 2 LTT Target RY 2021 Actual 58 92 122 124 148 84 628
/2022

Difference 23 -7 21 12 5 -18 -76

% Complete 72% 93% 85% 91% | 103% | 82% 89%
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Regional targets - Quarter 4 RY -21/22

jan-22 |sanactual] san% | reb22 | F° | reb% | mar-22 | MM | March % | atr Target| atr actual] Q%
T2z T renzs | voaz Actual Actual Achieved
Region 2 - Central
2885 | 2120 | 1010 2885 | 1640 | 5/% | 2129 35 2% 1919 0% 6933 | 1675 24%
i Feb March %
Army Brief Jan-22 [tan Actual] san% | Feb-22 b Feb% | Mar-22 arch |\ harch % | atr Target] atr actual] O
oz T renzs | vz Actual Actual Achieved
Region 2 - Central
1081 | 1081 | tost 1081 | 577 53% | tlosi | as7 22% | 1081 20 2% 3243 | 1054 33%
i Feb March %
AC View Jan-22 [tan Actual] san% | Feb-22 © Feb% | Mar-22 arch |\ harch % | atr Target] atr actual] O
T2z T renzs | voaz Actual Actual Achieved
Region 2 - Central
297 297 297 297 209 4% | _as7 214 a3% | _as7 157 32% | 1491 | 580 35%
LTT View jan-22 |sanactual| san% | reb-22 | F° | kb | mar-22 | MM | March % | atr Target| atr actual] Q%
oz T renzs | vz Actual Actual Achieved
Region 2 - Central
212 212 280 212 137 5% | o1 175 83% | 280 316 | 113% | 704 628 39%
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Week ending 06.02.2122

Sector ACC Qtr Actual
2e CARDIFF 50
2c LINCOLN 37
2e SWANSEA 37
2d BIRMINGHAM 36
2c LEICESTER 34
2e WORCESTER & HFD 34
2b NORTHAMPTON 33
2d STOCKPORT 32
2c NOTTINGHAM 30
2d WOLVERHAMPTON 29
2f CHESTER 29
2d STOKE-ON-TRENT 27
2e GLOUCESTER 27
2a NORWICH 24
2f WREXHAM 22
2b MILTON KEYNES 21
2c DERBY 21
2b COVENTRY 19
2b OXFORD 19
2f BANGOR 19
2a IPSWICH 14
2f SHREWSBURY 14
2a PETERBOROUGH 13
2a CAMBRIDGE 7
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11Pay

At Capita, we believe in doing things in an uncomplicated, straightforward and consistent manner. Here we outline general information about
our pay system — specific details about your pay are given in your statement of terms and conditions. We understand the importance of pay and
benefits as part of the factors that motivate you to provide a service of the highest quality.

Payslips
Capita continuously seeks to improve and develop our administrative processes in order to benefit both our employees and our clients. As part
of this, we have moved away from paper-delivered payslips to electronic self service delivery so that you can view your payslip online on Capita

Desktop. If you don't have access to Capita Desktop we will electronically deliver your payslips to either your Capita email address or personal
email address.

Your salary review

Unless your statement of terms and conditions or any other agreement directs otherwise, e operate a performance-related pay mechanism,
linked to our performance management system. Every year we will hold a salary review with you, usually 12 months to the day from the start
of your employment or new role within Capita (unless specified otherwise). Our aim is to reward good performance and a good record in
achievement of objectives with an increase in salary.
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We can try, but | doubt we will even get a response until April.

Capita across the board are not awarding salary increases, whatever the business justification for them. It
might be a question for someone to ask Cath on the next coffee chat as she might have a bit more insight
as to what Jon Lewis and the Capita board might be considering?

| know Rebekah’s position and we have discussed many times, its just the timing has gone from bad to
worse with this pandemic.
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on 16t April it is my 3-year work anniversary, | have enjoyed the last 3 years and do appreciate all the
opportunities given to me.

But one thing that does need to be addressed is pay raises for staff. During my time at Capita | have only had one
pay rise of 1%. | am also one of the lowest paid Lead Recruiters in my region. There are at least 5 male Lead
recruiters who are on a much higher salary than me (around £4-£5k more). | am paid less than those with smaller
sized offices, those who started at a similar time to me and after me. Therefore, | feel there is a gender pay gap
and | am requesting a review. This is not a general request for a higher salary but a request for equality and
fairness.




image53.png
Any pay increases come via line managers and HRRO’s and then they are submitted to
the COOQO / CEO to review. We are going through the process at the moment.

| have not seen your name on the list so will forward this to Paul Robbins and Greg Tait.

| must emphasise even if a request is made by the line manager, HRRO nothing is
guaranteed.




image54.png
I hope you're well.

Please see attached for my appraisal and my letter for an pay increase as discussed last week. Once you add
your comments, | would to add my appraisal to the pay increase letter as further evidence.

Kind Regards,

Rebekah
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Sent: 03 January 2018 15:02
To: ARTD-RG-ACCSouthWalesRecOpsMgr (Arundel, Thomas Maj)
Subject: RE: Paul Hughes - ACC Bangor

1. DRS being not fully operational doesn’t even allow us to attempt to hit our targets (ICD, AC, LTT) which in

turn directly affects our bonus incentives. Will we be compensated for this? Surely a lack of suitable tools to

use would nullify any target related bonuses and become either an alternative target or mandatory bonus.

DRS not being fully operational will have a knock on affect for Q1 2018, will the targets reflect this?

. Office structure — LR and R in Cardiff doing a lot more work than the LR and R in Shrewsbury for example.
On this year’s targets it works out at about 5x the amount of ICD’s, AC and LTD. | would like my salary to
reflect this.

w




image56.png
| believe | am paid fairly for the work | do.

5 responses

@ Disagree
@ Neutral
© Agree
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57%

| receive meaningful
recognition when | do
a good job
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38%

| am paid fairly for
the work | do
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Hello! Do you think they are really going to look at the salary since the majority are unhappy about it. | am new to the role so
unsure. There’s a meeting soon to review it isn’t there?
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 13:28:
Ummm good question. They have reviewed it before but this was down the company doing well so maybe covid has
influenced it. A lot of people are leaving aren't they..
Kavanagh, Sinead Contractor (RG-ACC Cardiff Rec3) 14:29:
OMG yes
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 14:30:
Exactly
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 14:30:
But saying that there is still time for it to be reviewed
Kavanagh, Sinead Contractor (RG-ACC Cardiff Rec3) 14:31:
How much do we get do you know?
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 14:31:
It's like a percentage 1% 2% etc
Kavanagh, Sinead Contractor (RG-ACC Cardiff Rec3) 14:34:
For everyone?
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 14:35:
No
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 14:35:
Sneaky you have to have been in the job since a certain time, completed all mandatory training etc but fingers crossed we
get something.
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CAPITA

Our values

Capita has four core Values; Open, Ingenious, Collaborative and Effective — remembered by the acronym VOICE. Read on to find out more
information about each Value, what it means to Capita and the associated behaviours that are brought to life across what we do in the business.

OPEN

We are
honest and

transparent
and always act
with integrity

We treat our
customers fairly

We are approachable

We embrace diversity
and respect our colleagues

We share challenges and
solve issues together

INGENIOUS

We think
smartly, are /
resourceful

and innovative

We have the courage
to think and do things
differently

We are not afraid
to ask questions

We look for new and
innovative solutions

COLLABORATIVE

We take ownership
but also draw

on the benefits

of teamwork

and partnering

We respect, support and
benefit from shared views
and ideas

We share challenges
working in partnership
to solve them

We combine the talent
and skills of our businesses
for the best result

EFFECTIVE

We deliver what
we promise
and believe
great service
can always
be better

We are energetic
and pragmatic

We strive to do
the best we can

We have a can-do
mentality and approach
to delivery

avine our vaLues A (DEOODEO
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52%

| can see how
Capita/my business
is changing for the
better




image63.png
48%

I have confidence in
senior leadership
(Capita's/my business's
Executive Committee) to
make the right decisions
for this company




image64.png
45%

| feel as if | belong
at Capita/my
business
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40%

Overall, | feel that my
career goals can be
met at Capita/my
business
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Engagement levels

Unfavorable: 16.2

52 Favorable: 51.77

Neutral: 32.03
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Capita result

Question

| believe that positive change
will happen as a result of this
survey

Responses Distribution

554

Capita
Overall

-12
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image69.png
RG Job Vacancies on Workday
Regions
e Recruitment Operations Manager, Aldershot/Swindon/Reading/Portsmouth — Closes for internal interest
today contact Tom Peters directly if interested whilst Link is down.
o Lead Recruiter Southampton — https://wd3.myworkday.com/capita/d/inst/15$158872/9925$73170.htmld
o Recruiter Norwich — https://wd3.myworkday.com/capita/d/inst/15$158872/9925%$74722.htmlId
o Recruiter Chester - https://wd3.myworkday.com/capita/d/inst/15$158872/9925$74722.htmld
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Hi All

Please see a great opportunity to lead a sector team any queries please contact me this add will be internal for a
week.

ROM - Reading, Aldershot, Swindon & Portsmouth.
View Job Posting Details - Workday (myworkday.com)

Thanks,

Tom
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Job Vacancies (This new section of weekly comms will be a permanent feature)
e NRC
Team Leader Loading - https://wd3.myworkday.com/capita/d/inst/15$392530/9925$74100.htmld
e ACCs
Lead Recruiter Southampton — https://wd3.myworkday.com/capita/d/inst/15$158872/9925$73170.htmld
Recruiter Norwich - https://wd3.myworkday.com/capita/d/inst/15$158872/9925$74722.htmld
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Engagement levels

Unfavorable: 16.2

Neutral: 32.03

52

Favorable: 51.77

Capita result

Capita
Question Responses  Distribution

werall
1 believe that positive change
will happen as a result of this 554 12
survey

Military result

26% of our Military colleagues believe positive change
would come as a result of this survey.
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39%

Capita/my business
motivates me to
contribute more than is
normally required to
complete my work
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57%

| receive meaningful
recognition when | do
a good job

52%

| can see how
Capita/my business
is changing for the
better

51%

| feel energised at work
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45%

| feel as if | belong
at Capita/my
business

40%

Overall, | feel that my
career goals can be
met at Capita/my
business
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35%

| understand how
Capita is taking
action to be a
socially
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44%

| can see how RG
is changing for the
better
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57%

| would recommend RG
to people | know as a
great place to work
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Good Morning Emily,
| hope you are well.
My current assignment in uni is on employee engagement and | have a few questions | hope you don’t mind me answering.

| am currently analysing the results of the staff survey and | couldn’t help but notice that there seems to be a lot of vacancies within the
business right now.

Is this a result of the staff survey? | would be interested to hear your thoughts as | am limited to what | can see/do in my role.
If | could access some exit interviews or surveys that would be greatly appreciated.

Thank you for your support.

Kind Regards,

Rebekah
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Time Type:
Full time

Contract Type:
Permanent
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What's in it for you?

o Offering a salary of £30,000

* Bonus/commission offered with the role, achieved through targets met

e 23 days’ holiday (rising to 27) with the opportunity to buy extra leave

e Company matched pension, life assurance, a cycle2work scheme, 15 weeks’ fully paid ma-
ternity, adoption and shared parental leave, paternity pay of two weeks...and plenty more

o Voluntary benefits designed to suit your lifestyle — from discounts on retail and socialising,
to health & wellbeing, travel and technology

o The opportunity to take a paid day out of the office, volunteering for our charity partners or
a cause of your choice

o Access to our Employee Network Groups, which represent every strand of diversity and al-
low colleagues to connect and learn from each other on an open, inclusive platform

o Offices are currently going through a refurbishment

e Joining an existing team environment
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All,

Please can we take 5 minutes to complete the People Survey Here is the link:
www.capita.com/peoplesurvey

Attached shows we are only at 59% and we can do better as per previous years.

Your help is greatly appreciated.
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What we're looking for:

e Previous recruitment experience is required

e Must have proven leadership experience

e Target focussed and process driven

e Strong stakeholder management

e Must have a full drivers licence due to travel required to events
e Good time management
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You will take responsibility for supervising a high performing, multi-disciplinary team and also delivering
attraction and recruiting activities in a defined area. You will provide exceptional customer focus and a
positive attitude to professionally overcoming challenges. In addition to requiring a high standard of ver-

bal and written communication skills the role involves motivating team members whose performance is
measured against a number of targets.




image84.png
| feel empowered in my role.

5 responses

@ Agree
@ Disagree
@ Neither agree or disagree
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40%

Overall, | feel that my
career goals can be
met at Capita/my
business
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39%

Capita/my business
motivates me to
contribute more than is
normally required to
complete my work
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51%

| feel energised at work
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57%

| receive meaningful
recognition when | do
a good job
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| am provided with the tools and resources | need to do my job.

5 responses

@ Disagree
@ Neutral
© Agree
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Learning and development opportunities are encouraged within my organisation.

5 responses

@ Disagree
@ Neither agree or disagree
© Agree
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Our goal is to inspire people more than manage them. We trust our teams to do what they think is best for Netflix — giving them lots of freedom, power,
and information in support of their decisions. In turn, this generates a sense of responsibility and self-discipline that drives us to do great work that

benefits the company.

We believe that people thrive on being trusted, on freedom, and on being able to make a difference. So we foster freedom and empowerment wherever

we can.




