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Employee Engagement within Mid and West Wales Fire and Rescue Service (MAWWFRS)

This assignment sets out to evaluate whether elements of MAWWFRS approach to Employee Engagement require a review based on the research I have undertaken: -

Employment Relationship Style

MAWWFRS is a Pluralist organisation in that it recognises the differing interests in the employment relationships and supports the guiding and establishing of these via Trade Unions, Collective Bargaining and Procedural Agreements (Gennard & Judge, 2010). 

From a pluralist perspective, the outcomes for people are considered alongside the outcomes for the organisation, such forms of voice can be beneficial for workers as a coping mechanism (Why voice as relationship building matters for organisational practice, 2017).

MAWWFRS will consult with the appropriate Trade Union on any changes to contracts, policies and procedures. This effectively promotes employee voice as the employer is seeking the view of the employee and their ‘voice’ will be taken into consideration prior to any changes being implemented. 

Employee voice was also identified as one of the four key enablers which contributed to high levels of employee engagement.  

Communication

Alfes et al., (2010) found that organisations with greater Employee Engagement had a good employee voice process. Even though MAWWFRS consults with Trade Unions, and this is a form of employee voice as they are representing the employee, I do believe that this is an area MAWWFRS could improve on. 

MAWWFRS covers 12,000 square kilometers, almost two thirds of Wales, and it can make certain areas of the workforce feel like they are working in isolation. Therefore, I feel that the introduction of virtual meetings, via Microsoft Teams on a quarterly basis, would be of great benefit to the organisation. It would be an opportunity for senior management to get to know their employees and provide the employees with an opportunity to engage and make them feel more part of the Service.  

MAWWFRS could also look at implementing focus groups within departments, social media polls or surveys to gauge the levels of engagement throughout the organisation. These simple steps are effective yet can help keep employees in the loop. BetterWroks’ Employee Sentiment survey found that a staggering 92% of workers said they would work harder if they knew what their company’s goals were (Why keeping employees in the loop is good for business, 2017).




Wellbeing

Throughout the research it was made evident that employee well-being is good for people and the organisation and contribute to engagement; it can prevent stress, create positive working environments and can be a core enabler of employee engagement and organisational performance (Well-being at work, Factsheets, CIPD, 2020).

MAWWFRS are continually promoting employee wellbeing and this has been increasingly heightened during the global pandemic. “Wellbeing Clinics” were arranged throughout various locations in the area, “Wellbeing Webinars” have been introduced for all staff with heads of departments encouraging staff attendance,  and a designated page has been set up on the intranet which provides employees with a wealth of information along with services provided to employees during this difficult time. 

Recognition 

MAWWFRS holds an annual ‘Celebrating Success’ ceremony whereby employees are nominated by personnel throughout the Service and recognised for their outstanding efforts, achievement and contribution to the community. The individuals are invited to attend the ceremony event whereby they are presented with an award and thanked personally on such an achievement.  

The Service also recognises the commitment of fire service personnel who have dedicated a certain number of years of their lives to the service in order to keep the communities safe by means of receiving a medal. 

As Gallup identified within his analysis of engagement, workplace recognition has been proven to motivate, provide a sense of accomplishment and make employees feel valued for their work. All these factors of which boost individual employee engagement (Gallup, 2016).

MAWWFRS Purpose and Vision

MAWWFRS is split into different departments, each of which will have their own strategy to achieve the organisations Strategic Aims and Improvement and Well-being Objectives. Each department will allocate tasks to individuals within the team and providing a clear perspective of what is required to achieve this. Clearly defining an organisations goals drives awareness and engagement from individuals (Aligning benefits and business - Employee Benefits, 2020).

Conclusion

Employee engagement within MAWWFRS seems to coincide with the research that I have undertaken.

The only element of engagement that I would consider reviewing would be to look at improving engagement with the wider workforce more regularly, as this seems to be a “forgotten” area within the Service. Perhaps the introduction of surveys on a regularly basis would provide the opportunity for employees to ‘have their say’ and shape the future of MAWWFRS for the better. 
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Does MAWWFRS Employee Handbook Engage Employees?

Having examined MAWWFRS Employee Handbook that is presented to new members of staff upon their first day of employment I believe the content does engage employees on topics that matter to them as illustrated below:

Establishes a Vision

The employee handbook provides a ‘Welcome to the Service’ brief from the Chief Fire Officer which immediately makes you feel welcomed into the Service and that you already have a sense of belonging to the organisation. 

The organisation’s vision, mission, values and priorities are also clearly outlined so employees have a clear view and understanding of the objectives of the service, and the work they will be undertaking to contribute to the success of the organisation.  Research shows that employees will be more effective if they can see how their individual goals fit into the big picture (How effective goal-setting motivates employees, 2017).

Transparency 

Expectations are clearly set from the start of employment within MAWWFRS as key policies and procedures such as sick pay, holiday entitlement and discipline are visibly, so the employee knows what is expected of them whilst working for the organisation. It can also act as a tool for the employee to refer to throughout their employment if they are unsure of something and need further clarity. 

From the offset, this demonstrates clear transparency, performance and communication which has been proven to contribute to long-term success; done well, transparency creates trust between employers and employees, helps improve moral while increasing employee engagement (Transparency in the Workplace: Why It Matters and How to Practice It - Glassdoor for Employers, 2019).

Learning and Development

There is a clear emphasis on the fact that the organisation is a culture of learning. The handbook recognises the fact that it can deliver nothing without the efforts of its employees. It reiterates that they will support and invest in their employees in order to achieve the expected standards of service delivery, which includes the delivery of learning opportunities for individuals. Research shows that providing employees with key learning and development opportunities is a key driver of engagement. In one study, the results showed that 80% of employees said that learning and development opportunities would help them feel more engaged at work (Root, 2019).

Well-being

Within the employee handbook there is a section dedicated to occupational health, well-being and fitness, work-life balance and stress in the workplace. All these issues are contributing factors to employee well-being and the service clearly sets out the support available to employees who may encounter these issues during the duration of their employment with the Service. For example, stress in the workplace, the service provides internal support as well as external such as confidential counselling, which is available 24 hours a day, 365 days a year.

This will engage employees instantly as research has already shown that investing in employee well-being can lead to reduced sickness absence, higher performance and productivity. Good health and well-being have also been identified as a core enabler of employee engagement and organisational performance (Well-being at work, Factsheets, CIPD, 2020).
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Employee Engagement – Development Requirements

Using the CIPD Profession Map as the basis for our discussion, I met with my Line Manager on Friday 16th October to discuss my development needs as a result of undertaking thorough research into Employee Engagement.

The main element we focused on was ‘Purpose and Values’ and the core elements within this category as I felt these were areas of weakness, and together, we identified the following two requirements:

Purpose and Values

Outcome Driven: The CIPD Map places an emphasis on being ‘Outcomes Driven’. To achieve this objective, the map provides an emphasis on the impact on work, impact on people and impact on professionalism. All of these I felt are core values to contribute to employee engagement within the workforce:

· Impact on Work: look at improving the collective well-being and the people within them (Outcomes-driven, CIPD Profession Map, 2020). Due to the nature of Service MAWWFRS provides to the public, the well-being of employees is imperative. Therefore, we discussed looking at alternative methods to improve engagement, such as the introduction of more well-being webinars, and going out into Commands to see what they feel they would benefit from. This will evidence to the workforce that MAWWFRS cares about their employees, and therefore, make them feel they are valued and appreciated which has already been a clear indication of engagement. 

· Impact on People: develop people for improved personal employability and improve skills in the wider workforce (Outcomes-driven, CIPD Profession Map, 2020). Undertake an exercise to identify areas employees would like further training on in order to enhance their knowledge and ensure skill sets are ‘up to date’. I feel there is so much going on within the organisation that developing employee’s skill set sometimes gets ‘left behind’. Therefore, I want to identifying training requirements within the workforce and re-establish refresher training sessions to provide employees with the opportunity of enhanced learning and this will contribute to engagement within the Service. 
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