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CIPD Candidate evidence matrix 

Candidate name: Victoria Lauren Evans  CIPD Membership/registration No.: 

48734057 

 

Qualification title: CIPD Diploma in Applied Human Resources  Unique Learner No. (ULN): 1707444 

 

Unit 

code 

Unit title Assessment 

criteria no. 

Evidence description Evidence 

reference 

number 

Assessor 

initials 

I/V initials if 

sampled 

 Contributing to Employee 

Engagement  

1.1 Staff Engagement Survey (2020) Summary of 

Responses 

EV1   

  

 

1.1 Gallup Q12 Survey Questions  EV2   

  

 

1.2 Agreement of 2/4/6 survey being piloted   EV3   

  

 

1.3 2/4/6 Orientation Survey Questions    EV4   

  

 

1.4 Discussion with L&D Manager / HR Assistant  EV5   

  

 

2.1 Strategic Priorities  EV6   

  

 

2.1 Discussion with HR Manager and Director of P&E 

regarding employee engagement and strategic 

priorities  

EV7   

  

 

2.2 Communication Strategy   EV8   

  

 

2.2 Discussion about communication strategy with HR 

Manager   

EV9   

  3.3. Wellbeing email and tips  EV10   
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  3.2 Engagement Strategy Plan  EV11   

  3.2 Strategy review shared on organisational key 

messages (communicated by CEO)  

EV12   

Candidate declaration: 

• I confirm that the work/evidence presented for assessment is my own unaided work.  
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• I agree to this work being subjected to scrutiny by textual analysis software if required. 

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

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

• I understand that until such time as the assessment grade has been ratified through internal and external quality assurance processes it is not final. 
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LO1  

Within my organisation, most employee engagement activities have historically been led by the 

Learning and Development (L&D) Team, including employee engagement surveys. Recently, HR have 

become more involved within the activities related to engagement, with new initiatives around 

wellbeing and employee engagement being more of a focus for both teams particularly considering 

the COVID-19 pandemic.  

Every year an employee engagement survey is carried out, with all employees encouraged to 

participate. However, response rates are low, with just 431 employees taking part in 2020 out of a 

workforce of 1100 (EV1). Via feedback from the surveys and ‘have your say’ groups, employees feel 

that their responses may be perceived negatively if they take part or feel as though they could be 

identified by their responses. We use survey monkey, ensuring all answers are confidential, however 

it does seem to be a common misconception that the responses are going to be used in a negative 

way rather than to make positive changes. This is disappointing and concerning, as this could relate 

to negative experiences from employees who have taken part in the survey previously in terms of 

how they were treated due to their opinions. Research shows that just 22% of organisations get a 

positive response rate for employee engagement surveys, which demonstrates that issues with 

response rates are not unique to the organisation, and there could be adjustments to the way 

businesses measure or identify how engaged their employees are. (Murphy, 2018) 

To identify if we can improve employee engagement, and more specifically how we collect employee 

feedback, I suggested that we extend our onboarding programme to try to improve engagement 

with employees and collate feedback. The survey will also be designed to try to minimise turnover, 

by identifying any issues early on and dealing with these appropriately. I felt that our engagement 

survey showed that there was a disconnect between management and staff, which could be 

remedied through better support at early stages of employment. The initiative involves meeting with 

every new starter during their six-month probation period; at regular intervals (after 2 months, after 

4 months and after 6 months). Even though managers have regular 1:1 meetings through 

supervisions and have team meetings with their staff, these sessions would be HR led and a HR 

representative would meet with the employee bi-monthly carry out the survey. As this activity 

would be done with every member of staff whilst they are in their initial probationary period, it 

would mean our responses would be cross sectional as the employees would be from different 

regions and departments. The Gallup Q12 survey (EV2) was a tool I researched to help build the right 

type of questions, and it included questions that would glean responses around how supported 

employees felt in their roles. I had also successfully set up this initiative in a previous organisation, so 

knew the surveys worked well and had some ideas around how the questions should look from 

previous experience.  

It was crucial that this initiative was used as a tool to ensure employees are supported during their 

probationary period, as this can improve retention and reduce turnover, as many new recruits leave 

their job in the first few weeks and months because they have not settled in well to the team or role. 

(Huberman, 2016) Prior to any activities being undertaken, I agreed the trial of the surveys with my 

line manager, the CEO and L&D Manager (EV3) who approved the decision to pilot the initiative with 

new employees. I formatted into my own questionnaires (EV4) for each stage of the orientation 

process, ensuring the questions focussed on the support being offered to the employee and how 

they personally felt about their experience ‘so far’. I subsequently met with the L&D Manager to 

discuss the draft questions, with my direct report. (EV5) Unfortunately, further to these discussions, 

I decided to leave the organisation, however, I believe the process is going to be continued as an 

initiative to improve engagement with employees within the organisation. In summary, further to 
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investigating employee engagement practices within the organisation, I feel more work can be done 

around how employee engagement is measured via surveys (including the employee engagement 

survey and initiatives such as the 2/4/6 orientation), focus groups and other initiatives such as works 

council groups. The organisation has a culture where historically feedback has not been handled well 

or has not been used for any improvement. The current management team are attempting to ‘fix’ 

the culture, and part of this is to improve employee engagement. Very little has been done 

previously, so it is a case of starting in some areas from the beginning in terms of implementing 

initiatives.  
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EV2 

 

EV3  
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EV4  

2/4/6 Orientation - Month 2 1:1 Questions  
 
 

Name: 
 
 

Service & Region:  

Start Date: 
 
 

Meeting Date: 

What do you like about the job and Walsingham Support so far? 
 
 
 
 
 
 
 
 
 
 

What has been going well? 
 
 
 
 
 
 
 
 
 
 

Have your expectations been met since joining us? 
 
 
 
 
 
 
 
 
 
 

 

What would you like to know more about your job or about Walsingham Support 
now that you have had 2 months to settle into your role.  
 
 
 
 



9 
 

 
 

 
 
 
 
 
 

Reflecting on past experiences, can you suggest any improvements to 
Walsingham Support’s recruitment and induction process?  
 
 
 
 
 
 
 
 
 
 

Any additional comments: 
 
 
 
 
 
 
 
 
 
 

Signed and dated by Employee: 
 
 
 
Signed and dated by HR: 
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2/4/6 Orientation - Month 4 1:1 Questions  
 
 

Name: 
 
 

Service & Region:  

Start Date: 
 
 

Meeting Date: 

Do you have enough, too much or too little time to do your work? Likewise, do you 
feel you have the right resources and tools to do your work? 
 
 
 
 
 
 
 
 
 
 

How do you see your role contributing to the wider organisation and our values? 
 
 
 
 
 
 
 
 

Is there any support that you need to improve in your role? 
 
 
 
 
 
 
 
 
 

 

Do you know what you need to do to successfully complete your initial review? 
Have your goals been discussed with and supported by your manager? 
 
Additional Q: How does the discussion/interaction go when your manager offers 
constructive criticism or corrects your work? 
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Compare Walsingham Support to what we explained it would be like when you 
interviewed with us. Has your experience been what you expected?  
 
 
 
 
 
 
 
 
 
 

Have you found your colleagues supportive during your induction?  
 
 
 
 
 
 
 
 
 
 

On a scale of 1 to 10 (with 1 being positive and 10 being extremely negative), how 
would you rate your experience with Walsingham Support over the last 4 months?  
 
 
 
 
 
 
 
 
 
 

Signed and dated by Employee: 
 
 
 
Signed and dated by HR: 
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2/4/6 Orientation - Month 6 1:1 Questions  
 
 

Name: 
 
 

Service & Region:  

Start Date: 
 
 

Meeting Date: 

Which co-workers have been particularly helpful since you arrived?  
 
 
 
 
 
 
 
 
 
 

Do you feel you have been trained sufficiently in all aspects of your job to perform 
to the best of your ability? (The goal in asking this question is to pinpoint which 
employees can be influential in retaining new hires 
 
 
 

 
 
 
 
 
 
 
 

Would you recommend anyone to become a mentor/buddy to new employees? 
 
Who do you talk to when you have questions about your work?  
Has anyone gone out of their way to make you feel welcome or included? 
 
 
 
 
 
 
 
 
 
 



13 
 

 
 

Have there been any uncomfortable situations or conflicts with anyone you work 
with? Do you know who to go to and how to raise concerns?  
 
 
 
 
 
 
 
 
 
 

 

How would you rate communication on a scale of 1-10 (with 1 being extremely 
positive and 10 being extremely negative): 

a) On a local level  
b) On a wider (organisational) level? 

 
 
 
 
 
 
 
 
 
 
 

Do you believe your ideas and suggestions are valued? If you have suggested 
anything, can you give me an example of some type of change or idea you have 
suggested that has been implemented? 
 
 
 
 
 
 
 
 
 
 

On a scale of 1 to 10 (with 1 being positive and 10 being extremely negative), how 
would you rate your experience with Walsingham Support over the last 6 months?  
 
 
If score is low/high what has been good? i.e.induction process and extended 
onboarding, for example, the Corporate induction and this process, the 2/4/6 
Orientation?  
Do you have any suggestions on where we could improve? 
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Signed and dated by Employee: 
 
 
 
Signed and dated by HR: 
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LO2  

Poor employee engagement costs organisations both financially and in terms of their reputation. A 
2018 Gallup survey found that just 33% of workers are engaged by their jobs (Gallup, 2018) and it 
has been proven that when employees are actively engaged, they share a strong desire to be an 

intrinsic part of the organisational values and contribute to its success. (Duncan, 2020) It should 
therefore be a key priority for organisations to have a focus on employee engagement, if they don’t 
already do so, to ensure employees are as satisfied and as productive as possible. This not only 
supports the organisation but gives employees a sense of purpose and will encourage retention. 
 
As above, there is clearly a low level of engagement within my organisation, and from my 
investigations, this area has not been a focus for the organisation in previous years. This means 
engagement, as well as communication, is not managed very well, as it has never been addressed at 
a strategic level. There has been a culture of mistrust previously in some areas, and that employees 
do not want to voice their opinions. The strategic priorities of the organisation (2020-2023) has a 
section relating to engagement, for example implementation of a communication strategy and 
building on external engagement, but specific plans around employee engagement are very limited 
(EV6). Engagement within the strategic priorities relates more to external engagement rather than 
internal engagement, which I feel overlooks the need to develop and improve employee 
engagement within the business which is lacking. It also tells me that this area may not be a concern 
for the senior management, who may not see where engagement is lacking from a first-hand 
perspective. I spoke to the HR Manager and Director of People and Engagement regarding the lack 
of engagement being incorporated into the organisational strategic priorities and my concerns 
regarding this (EV7). From this I concluded that both the HR Manager and director of People and 
engagement feel that more can be done in relation to strategic activities regarding employee 
engagement within the organisation, and that there are plans to improve this both in the short and 
long term. As engagement is lacking, it was mentioned that building the strategy from ‘the ground 
up’ was something that needed to be completed, as most engagement is focussed away from the 
organisation rather than within at present.   
 
Aspects of organisational behaviours that hinder employee engagement are mainly seen around a 

lack of commitment to organisational goals or values, poor communication and limited room for 

autonomy or progression within an organisation. (Gleeson, 2017) Employees not being in the right 

role, or being promoted into the wrong role for instance can also cause disengagement. A lack of 

organisational planning around talent development and succession plans can cause disruption to 

teams and dissatisfaction if skills aren’t being utilised appropriately. Succession plans and planning 

on how to upskill or train employees to fill skills gaps can support the organisation’s talent and 

resource planning, particularly where skills are niche or if there is an ageing workforce.  The 

management and culture of an organisation is also a key factor in how engaged employees are or 

will be within a business, and It has often been cited that people leave managers and not an 

organisation. However, employees are likely to also leave for other factors including not enjoying 

their job, they couldn’t develop or their skills were not utilised in their role or not valued within the 

organisation. (Goler et Al., 2018) A 2018 Dale Carnegie survey found that factors associated with 

trust in leadership ranked the lowest, which evidences that managers are a crucial element in 

engagement of employees. Line managers can also have a lot of influence in how their employees 

integrate into the organisational values, and a good relationship with employees will result in better 

results. (Dale Carnegie, 2018)  

To combat these issues, having a robust engagement strategy that is well structured is required to 

ensure the organisation can address its issues with employee engagement. However, as the strategic 

priorities point out, the organisation also needs to develop an effective communication strategy. It 
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would be prudent to ensure communication is effective and developing the engagement strategies 

and initiatives around it. To show how a communication plan could look, I developed my own plan 

and discussed with my manager. (EV8 & EV9) We discussed that communication has been an issue 

and would need to be addressed prior to strategic change; however, by communicating engagement 

initiatives and strategy, utilising good communication, we can utilise our strategy on both strategic 

priorities at once.   
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LO3  

Many studies have shown that raising employee engagement adds to the overall success and 

productivity of an organisation, which demonstrates why employee engagement is becoming a key 

initiative that organisations are focussing on and incorporating within strategic plans. With the UK 

having some of the lowest employee engagement in Europe, it is becoming critical for organisations 

to plan and develop how to engage employees effectively. A focus on how to engage millennial 

employees is particularly prudent with an increasingly ageing workforce. Thinking about wellbeing 

alongside engagement is also something to consider, with Engage for Success (E4S) finding that 

“where there is high engagement but low wellbeing, there is a risk of burnout over time, and where 

there is high wellbeing but low engagement, employees may be feeling generally satisfied and well 

but are unconnected to the organisational purpose”. (Cartwright, 2014) It is therefore an 

organisations responsibility to manage and balance wellbeing and engagement in the correct way.  

Within my organisation, as engagement and wellbeing strategies are in their infancy, it is a key time 

to adopt plans and strategy to raise employee engagement within the business. Surveys have found 

a low engagement across the workforce, which also raises questions around culture and how 

communication has been conducted previously. The organisation is also restructuring heavily, with a 

focus on getting the best fit for departments in terms of staff. A director of People and Engagement 

has also been recruited, which the organisation has included in the organisational structure to 

ensure a more strategic approach to engagement and the Human Resources department. The 

discussion heavily focussed on communication and defining a clear purpose, to ensure the strategy 

works and does not ‘fall flat’. Developing a strategy such as this also needs to look at the bigger 

picture and includes the objectives of the organisation.  Throughout the COVID-19 pandemic, 

employee wellbeing was a focus, with tips on how to manage wellbeing being sent to employees 

(EV10) However, some feedback via team meetings was that many employees didn’t see the 

updates as they do not access emails regularly. This links back to the importance of having a robust 

communication strategy that ensures communication is inclusive and is adapted to suit different 

stakeholders.  

There are of course, many implications to consider when developing an engagement strategy. 

Employee engagement can sometimes be seen as ‘just another initiative’ and is difficult to measure 

and define, so could sometimes be considered woolly if not implemented effectively and properly. 

Kahn (1990) developed the term employee engagement, which has increasingly developed over the 

years into a concept that has become integral to HR and organisations. MacLeod (2009) pushed 

engagement into the forefront with the Engage for Success report, and today, HR teams who have 

not considered employee engagement are in the minority. Barriers within my organisation have 

been outlined previously however, can be mainly linked back to a lack of communication, lack of 

formal process around engagement and not being considered as part of organisation objectives. 

With this is mind, it means that an employee engagement strategy would need to be developed 

from scratch with a careful implementation process that ensures the longevity of the strategy, with 

regular evaluation required to ensure its success. Connecting engagement to business performance 

is also prudent, as this can sustain the business case for such a strategy to be accepted from the ‘top’ 

down.  

Therefore, I developed a presentation to outline how implementation of an engagement strategy 

could be completed successfully, which I shared with the Director of People and Engagement and 

the HR Manager to propose how the strategy could be implemented and ensure this was effective 

https://www.ciphr.com/features/what-is-workplace-burnout/


22 
 

 
 

(EV11). I ensured that the implementation included evaluation and who should be involved within 

the implementation. This was shared with the senior team by them during an SLT/ELT meeting, and 

confirmed. (EV12) 

In summary, the organisation has a lot of work to do to enable an effective Employee Engagement 

strategy is accepted and implemented. Legacy issues, a lack of engagement from the workforce and 

very little strategic planning around engagement has led to the organisation facing the reality that 

any plans to develop a strategy around engagement is going to take a lot of work, to not only imbed, 

but to initiate. Good planning and effective communication are two key considerations before 

strategy or initiatives are implemented, which has been demonstrated throughout my investigations 

into employee engagement within the organisation. It is also important to remember that evaluation 

and ongoing conversations throughout implementation are key to ensuring an effective and robust 

strategy is developed for the long term.  
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