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On the job Submission
Understanding Employee Engagement.
Question one.
Andrews Property Group engagement is a key focus. The organisation has spent a good part of quarter three and four in 2021 holding forum groups and meetings to decide the organisation purpose and values. Due to the business being a sales-based business a lot of the employees are only driven by pay and commissions, they do not value working for Andrews Property Group as a whole.
The business realised that to make profit and keep our customers they had to offer more than just selling and letting houses. Therefore, the business also offers other sources such as mortgages and insurances. The purpose and values are based on trust and doing the right thing.
The following was decided for our purpose and values:
Purpose
Trusted to take people to a better place.
Values
We treat every customer as our only customer, and as if they’re with us for life.
We value our people
We believe in giving back
(Andrews Property Group)
We looked at what we currently do and then looked at what we should do.

We treat every customer as our only customer, and as if they’re with us for life
	We will
	We won’t
	

	Invest time in understanding each customer’s current and future needs and motivations at every touchpoint
	Stereotype customers and just assume we already know what they need 
	

	Record each step of every customer’s journey with us so Andrews can build a long-term relationship with them
	Cut corners on admin in order to move on to the next job more quickly  
	

	tell the truth and explain our actions, keeping things as simple as possible
	Just tell customers what they want to hear, or hide behind complex explanations
	

	Be nice to people and try to build a real rapport
	Come across as aggressive or dismissive
	

	Be brave enough to ask for the business 
	Beat about the bush
	



We value all our people
	We will
	We won’t
	

	Behave as one united team, breaking down barriers between people and departments
	Indulge in internal politics, or pass the buck to other people and departments
	

	Be positive and solution-focused
	Just keep talking about the same old problems
	

	Invest time and energy into personal development plans, providing opportunities for people to develop their skills
	Stick HR processes on the back burner when the commercial pressure is on
	

	Treat everyone equally regardless of background or identity, genuinely valuing difference
	Accept unfair or inequitable treatment
	

	Recognise everyone’s contribution – being fair and consistent in celebrating and rewarding success
	Allow people to feel that their efforts are unappreciated or under-rewarded
	

	Prioritise good two-way communication that ensures everyone is heard
	Tolerate poor internal comms, or turn a deaf ear if we don’t like what we’re hearing
	

	Do what we say we’ll do
	Make empty promises to try to keep people happy
	



We believe in giving back 
	We will
	We won’t
	

	Work hard to achieve our commercial profits so that we can reliably provide ongoing help to those in need via financial support of ACT
	Stop supporting ACT when times get tough
	

	Provide practical help/pro bono services to those in need
	Forget to volunteer when we’re busy with other things
	

	Make a positive contribution to the communities we serve
	Forget our responsibilities to be good local citizens because we’re supporting ACT
	

	Consider the impact of our decisions on the environmental, social, and economic well-being of future generations
	Prioritise our bottom line over our social and environmental responsibilities

	



We are rolling this out to the whole business in the next quarter, by the Regional Managers. Firstly, we had to plan a training session with the Regional Managers and then they with the senior leader’s support will deliver to the business. We will be reviewing how we are doing as a business later in the year, by holding listening groups. This will support with the open and trusted communication and visibly taking in account what our people say.
As the four key drivers of employee engagement 2018, are leadership, ensuring line managers are engaged, giving the employee a voice, so that beliefs and opinions are listened too. Having engaged managers will result in trusted communication. If employees trust their manager, they are more likely to be engaged and maybe go that extra mile.
ACAS cited MacLeod and Clarke research paper, when four main enablers were explained.
Strategic Narrative- This is about the organisation gives employees the vision and business strategy. This gives clear message of what is expected.
Employee Voice- Employee speak with integrity and are given a plat form where they can be open and honest.
Integrity – The business will visibly live and breathe the purpose and values.
By investing in our employees, we can achieve results.
Andrews Property Group has never issued an employee engagement survey. We do not know exactly how our employees feel. I have a new HR system which will also lunch an engagement survey that will support surveys and pulse surveys to all our people.
I am looking to keep the surveys anonymous however, ask what area of the business they work in, this will allow the head of that area to work with their people to improve the engagement. By the manager working on this it will also support their engagement with their employees.
I will be working with all the stakeholders in Andrews Property Group to improve the organisations engagement and culture.
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On the job submission
Question 2
Andrews Property Group has never issued an employee engagement survey. We do not know exactly how our people feel. I have a new HR system which will also launch an engagement system that will support surveys and pulse surveys to all employees.
I am looking to keep the survey anonymous, however ask what area of the business they work for, this will allow the head of the area to work with their people to improve the engagement. By the manager working on this improvement will also support the management with their employees.
The drivers of employee engagement include job security and value, opportunity for growth, appreciation and reward and employee welfare. These are key to maximising the productivity of the workforce. When employees are content with their working conditions, their outputs complement other components by maximising impacts (Oluwatayo and Adetoro, 2020).
Our internal documents are on the intranet that we call SharePoint. This platform is new to Andrews Property Group, this means that not everybody is using this. I have spoken to all the head of departments to engage and guide the employees to SharePoint for all information on general communication, policies and procedures, internal vacancies and information on all departments within Andrews Property Group. SharePoint is also a key area for ongoing training and coaching, with short videos for a more interactive learning experience. We are also looking at reintroducing Yammer as a form of communication. This will allow departments to have communication groups and the business to communicate to all. We can also put fun things on this platform to engage our employees like recipes and quizzes.
I have set up employee engagement groups. This will be held quarterly, it is a group of ten employees and they provide questions prior to the meeting, so that we are able to answer as best as possible. Along with giving them information on the business and what will be happening going forward. The group are key communicators and they support with delivering to the business.
Exit interviews were not in place when I started in the business 12 months ago. However, exit interviews look to establish areas where things went wrong by focusing and asking questions of individuals. Some of our employees leave for personal reasons or some leave due to the business. We also ask what we can do to improve our business (Oluwayto and Adetoro, 2020). It is ideal that exit interviews are accompanied with a written survey as employees tend to be more open and honest (Shuck el as, 2017).
At Andrews Property Group there are many more things that I and the business can do to encourage and sustain employee engagement.
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On the job submission 
Question Three

As people team lead at Andrews Property Group I am involved in employee engagement at all levels. These include communication, engagement surveys, exit interviews, engagement forum groups and engraining with key stakeholder
[image: ]
My people team are involved at all stages of the engagement process. We support the business with our knowledge and business cases for the need of employee engagement.
I have had a conversation with my line manage, as CIPD states, it is about understanding the role that line mangers and trust plays in the employment relationship. Employee engagement enables people to have a voice. It also looks at other factors which impact the work experience, such as well-being, employer brand and the way communication channels are used.
I am currently working on delivering the new brand and values with the learning and development team. These will be delivered to the whole business and planned listening groups will be set up later in the year to drive culture and employee engagement.
I am working on employee engagement surveys. I will be coaching to the line mangers on how to improve their departments employee engagement.
I believe that I fully understand what is required, I now have to influence key stakeholders.
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