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On the job training (7 hours): Employee Engagement

1. Either –
a. Meet with your line manager or other relevant person to thoroughly understand your organisation’s approach to employee engagement. If possible, attend an internal employee communications briefing/ employee representative meeting.
OR
b. If you are already familiar with its approach, evaluate whether or not your organisation’s approach needs a review, based on your reading of current trends. 

Record your findings on Turnitin by 7th February 2022 (total word count: 750 words approximately).  Use academic references to support your points. 


During the last two years I have done both of the above. When I joined the company and spoke to the newly appointed HR Manager at great length about employee engagement and there was no formalised employee engagement approach. The only evident areas of anything tangible were the benefits of a free milk allowance. There was no HR function in existence. There were some safety committee meetings taking place at some point but they had diminished. There was not even a basic staff notice board. This meeting with my manager was circa 2/3 hours in duration. I have additionally had further meetings that cover this topic as the two of us over the last two years have set up the whole function. I have also attended employee communication meetings at our cold store depots at Cardiff and Swansea. 

The situation now is very different approach in that the function is very much implemented, developed and maintained and that it includes many employee engagement activities. I am familiar with its approach as I assisted in developing it.
However, employee engagement does need a review. In light of recent studies that show a UK and global decrease in engagement we could do with revitalising this area and also making it a strategic priority. I refer here to recent studies carried out by Gallup, the CIPD and organisations such as WorkBuzz. There is also supporting data from the ONS. We have explored the option of creating a gap analysis against what we could ideally have in place against what we have in place and how we could close the gap to include more and improve. We use gap analysis a lot within the organisation. 
We also need to carry out a base level survey to establish where perceptions lie and to ascertain data. The evaluation of this can then enable us to prioritise where engagement should start. It may not be where we think. I have been setting up a survey as part of my other apprenticeship requirement on employee engagement. I intend to use the Gallup 12 question survey that is often recommended. 
I am aware for example that we do not have any health led incentives for engagement and I do feel that team work is an area that needs reviewing. We need to align staff to the company values more and them promote a culture of shared belief within our differing functions that Khan refers to in research papers. There is some work to be carried out on trust building between employee and employer. We also need to set up employee consultation groups ensuring that representatives from all functions are invited and are encouraged to attend. The CIPD refer to this importance of communications in their fact sheets on Employee Engagement. The CIPD professional map refers to the need for Employee Voice tools. 
We already have employment barriers due to our location out of town, a cold working environment and many roles being repetitive which a large degree of manual handling. These have never resulted to date in not being able to operate but in the buoyant employment market that currently exists we need to focus on staff retention. 
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2. Examine the employee handbook and any internal staff bulletins within your organisation and make some notes as to whether you think the content engages employees on topics that matter to them.
Record your findings on Turnitin by7th February 2022 (total word count 500 words).  Use academic references to support your views.


I have examined the employee handbook and bulletins and benchmarked them against Bailey’s et al 2015 predictors of work engagement as additionally referred to in the CIPDs Employee Engagement Report, “Employee Engagement: definitions, measures and outcomes. 

The individual’s psychological state: We do have a robust recruitment policy and we do provide a good induction package. We refer in the handbook to the employee’s journey with us and cover all information that they may need to know from their first day to when they exit for whatever reason. We do strive to recruit confident self-starters with a “see it sort it” approach. We test on this through targeted interview questions. We also have an open-door policy with the HR function where employees are able to raise concerns and worries. We have recently put our key team leaders on ILM courses so that they play a pivotal role in making sure the work environment is healthy. 
Job Design: All roles have well thought out job descriptions that match with expected skills and competencies. We ensure that all employees have strong reporting lines and access to one to one appraisals where they can feedback. This is detailed in our employee handbook and guaranteed to employees. 
People Management: We give detail on the culture of the organisation, starting with the history of it. We draw on goals and visions but we could feature these more. We could update these and make them more visible and a greater focus. 
Perceptions of organisational and team factors: We could include more on how we want to care for our employees. We could give examples of how we do or could. We do not give any detail on our different teams or functions. 
Organisational interventions: We cover a lot of detail on training opportunities and what needs to be captured during onboarding. 
Social support: We are ok on content here. We detail means of support, access to the HR function, communications, advice, coaching and mentoring. 
Empowerment: We have no mention of this in the handbook or other communications nor anything on innovation which may come from empowerment. This is an area that could be brought in.
Job characteristics: We have good content here and we promote job security in content writing. 
Organisational justice: The handbook frequently mentions our desire to treat employees with fairness and equality. Throughout the handbook ACAS is promoted and referred to what we align ourselves to. We also signpost at the end to other organisations that promote justice such the CAB. 
Recognition and Rewards: Within the handbook we discuss reward and recognition. We also detail employee benefits such as uniform, free milk allowance and reduced price dairy products. 
Leadership: We could mention more about our views on leadership and also provide an infographic on our structure. 
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3. Discuss your development needs with your line manager as a result of the above activities, using the CIPD Profession Map as a basis for your discussion. Consider whether or not your skills in this area require improvement (for example delivering training on the topic/coaching line managers). Record your discussion (300 words approximately). 


I referred to the CIPD Professional Map and went to the Specialist Knowledge area that captures the “Employee Experience” which features employee engagement. I discussed that I feel that I am working wholly in this area at Foundation Level. We discussed the fact that I personally have done a large degree of work on employee onboarding for the organisation I work for. I have also brought in numerous employee engagement activities. However, we did discuss that I do need to develop this area to include activities that promote healthier lifestyles and well-being. I will need support on this through coaching and mentoring from my line manager. For example, we do have a large number of smokers within the workforce and unhealthy eating is evident. There have also been higher levels of stress from the impact of the pandemic. 

I also discussed that I feel that I am working at Associate Level with exception to needing to explore the pros and cons of some additional employee voice tools. I also discussed the need to research further on the use of a Trust Model. We discussed that we do have company values that mirror some of the aims of the atypical five-dimensional trust model but that I would like to develop this area of knowledge more so I can bring the aspects into any further engagement activities that I promote. I also discussed that I would like to be in a position to deliver training to supervisors on employee engagement. Lastly, we discussed the fact that I have spent the last two years ensuring that the HR function has robust policies. I do not however have any means of measuring their impact, assuring they add value. I would like to develop my skills to be able to measure this effectively. 
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