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During a recent meeting with Hayley Thorne Head of Operations we discussed where Employee engagement is at present and how we can move it forward. Employee engagement was a key focus in 2018 due to the attrition levels being at a record high of 200%. In 2018 we adapted the Franklin Covey 4DX approach to try and retain our employees. By holding focus groups with all work levels, we found that a lot of employees felt disengaged from the organisation as there was very little option for them to have an input into anything that was going on day to day within the organisation.
Back in 2018 when we initiated the 4DX we held weekly meetings with all relevant stakeholders to see how they was inputting into 4DX to improve attrition and what they key focus on engagement was. 
After the drop-in sessions myself and Hayley met to discuss the outputs and to see how we could move engagement forward. 
Some of the key points were and these are our thoughts on how we can move them forward: -
· Knowing the team – celebrate their birthdays
· Keeping them updated with the business – improve on current communication
· Opportunity for development – launch of the Lead programme
· Recognise them for something other than BAU statistics
· Team build days – based on top performing team
· Fun at work – different activities for them to get involved in
Having completed a simple run report on cascade we then went onto give each Operations manager the birthdays of the individuals in their teams, with no structure except the expectation that they celebrate each team member birthday allowing them to feel as though their manager knows them a little bit better.
We then discussed launching a monthly newsletter to keep all employees up to date with anything that has changed of any pending changes coming that month. This could be new team members or a change to the bonus structure.
When working alongside our onsite management development consultant we have launch something called the Lead programme, this is a process for individuals who want to develop within a business the opportunity to spend time with different areas of the business such as HR, Recruitment, Compliance, training and planning. An article published by Forbes states that employees want to develop their skills and continue to grow (Forbes.com, n.d.).
Recognition is very hit and miss so we discussed launching something called the monthly awards; this is where we would recognise our teams on a monthly basis for anything on top of BAU routines for the previous month. This is also something we allow the agents to get involved with such as nominating their team for team of the month to win a team lunch. 
With lots of pressures from working in a busy outsourcing environment we felt it would be good to create a little competition within the teams and launched a team of the month competition. This meant the team with the highest stats for the previous monthly would win a £150 voucher for a team build activity.
Finally, we want to put some focus back into the fun at workdays, free tea and coffee and Breakfast on us are 2 of the BAU routines which happen every month. We have looked into how we can make this bigger and better. As an organisation we get £1000 a month to spend on recognition and fun at work so we want to make sure going forward we are using this wisely. We have recently out a 360 form out asking all work levels what they would like to see us do differently with our budget and this will then give us a structure and ideas going forward. An article by People HR state that we spent 33% of our lives in work Fun is an important part of life, and work makes up around half of our waking life. If your employees are having the fun sucked out of them at work, then you shouldn’t be surprised if they don’t give you their best, this is something we really wanted to enhance to encourage people to enjoy coming to work (Crowley, 2018).
Something that we have on site that we don’t communicate enough is eventful this is a scheme run by our ambassadors which means that employees give £2 a month and webhelp matches their contribution so on fun at work days such as Pride, Easter and ambassador days then don’t have to pay for any of the extra activities that some onto site, we have currently recruited a new team to run eventful in the hope that they will use this money effectively and communicate to employees which would align to our thoughts are employee engagement hopefully moving things forward. 
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Employee handbook

As a senior member within our organisation reading the handbook for probably the hundredth time did nothing but make me think why I am reading this if I don’t need to know about a policy.
The handbook covers off everything from sick pay to career breaks but with the except of a mere goldfish in the bottom of each corner (I don’t know why there is a goldfish) there is nothing that even remotely excites me about it. However, it is very informative and gives you all the information you should need regarding any policy it all located in one place and is easily accessible for any colleagues within our organisation. Xpert HR state that a handbook should be a written collection and summary of an employer's policies, procedures and practices Xperthr.co.uk. (n.d.). However, as someone who does get quite excited by policy our handbook is nothing but a factual read which I wouldn’t pull out unless needed.
However, when looking around at our notice boards each A3 clip frame is filled with some information whether it is about previous events that have happened, and we are celebrating success such as an employee who has done a Sky dive for Charity or pending site visits this is normally the local Gym or masseuses which visit the site regularly as part of our Webhealth initiative. Information about who’s who within the business or promoting a new service or client we may have. Each poster is full of colour it has pictures and is bright and engaging making you want to stop and look to see what it says. It is stated that these bulletins should be shorty, meaty updates keeping you up to date with any changes within the organisation Care Corporate.com.au. (n.d.)
The only bulletins which are not advertised the same as the others is the Health and Safety Bulletins such as the company's Liability insurance, and first aiders and fire wardens. This is however legal information which needs to be advertised to ensure all employees know who can support them if needed Hse.gov.uk. (n.d.).
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Development needs
After competing both of these exercises I met with Luana to discuss what I could do differently or how I can move these subjects forward. Employee engagement is obviously a key focus (CIPD, 2013) and this aligns to my day to day role. I think it would be great to facilitate more of these focus group sessions and ensure we hold the operation to account. We are asking agents to complete these sessions and if they are giving good honest feedback and nothing is done off the back of it, they are going to be frustrated and disengaged.    
We both agreed that if I was to facilitate theses session it would also help to build my own personal brand and people would see me as a good role model(CIPD, 2013), someone who is reactive to these situations instead of proactive if something goes wrong. In the role of HR you are often seen as a go to person and this is definitely something which can align to the organisations objectives and support employee engagement through being a good role model hopefully would be seen as a positive. 
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