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Introduction - A Business change 
For the last few years AGC has recognised that it wanted to take steps to evolve from the family run business it once was and transition into the corporate world. AGC needed to recognise that they should to use their employees differently from the way they have used them in the past. Kurter (2018) cites that flattening the hierarchy and removing micromanagement will support with increased involvement and productivity, something that employees at AGC have been asking for on various occasions since the evolution of the business into the corporate world in 2018 (AGC, 2022).
This AGC research paper is going to explore how Employee engagement and communication can positively impact employee satisfaction within the workplace. It will focus on primary and secondary data to understand what employees at AGC want and need and what AGC will need to consider with regards to local competition. Tompkins (2021) confirms that knowing where your competitors are helps you to see where they have been successful and where they are falling short, which allows you to fill the gaps within your organisation. 
By completing this activity AGC hopes to retain more employees, have more channels of communication and for employees to feel engaged with the business at a strategic level with Maylett (2021) indicating that employee input is often the missing link in executing a strategy. 
The objectives of this report are : 

As an organisation that is relatively new to the corporate world, AGC needs to make changes in order to remain competitive, retain its best employees and ensure that the employees that are working for the business are productive, happy, feel empowered and are engaged to ensure everyone is working towards the overall business strategy – We build better people (AGC, 2022). 





















Literature Review 
Employees are a key part of any organisation so why has understanding Employee satisfaction through employee engagement been a challenge for businesses for so many years? CIPD (2021) states that employee engagement is a broad umbrella relating to the people strategy of a business which is measured predominantly through questioned based methods. 
Literature from Bailey (2022) indicates that published research in peer reviewed journals has little impact on the practice of employee engagement and that a more practical approach within the workplace such as reward and recognition, empowerment and opportunities has better links to employee engagement. However as AGC are not used to collecting and reviewing data, a question based survey could be a good starting point, as currently employee engagement is at a low.
Gallup’s latest report (2023) shows that just 13% of the workforce in Europe are engaged and thriving at work with literature suggesting that engagement is now just as important as, stress at work. Employees are looking for a voice and want to be represented. AGC recognise that there needs to be a change and these statistics back up the need for AGC to take action to ensure they are not becoming a casualty to engagement at work.
Findings from Liang et al (2021) demonstrate that employees are only productive for approximately 3 hours per day with social media being blamed as the issue for the downfall in productivity. However through the widespread social media platforms that have been founded, internal communications such as Yammer have improved communication for businesses which AGC could consider to improve communication effectiveness. Nawakitphaitoon, & Zhang, W. (2021) describes employee voice as an avenue where employees can communicate ideas, suggestions, concerns or opinions about work-related concerns with the objective to improve the overall business strategy. AGC need to consider not just how they can improve employee communication but how the business could evolve its internal process with communication through technology due to having an aging workforce.  
A report written by de la Torre-Ruiz et al (2019) illudes to the fact that employees attitudes and behaviours are not just linked to their salary but to the benefits they receive alongside it playing a fundamental part in why employees leave an organisation. As AGC is not currently consistent with its pay and benefits, this report could be used to understand what AGC could do differently to understand what they can do to retain employees through alignment of benefits. 
Whilst there are many possibilities that could be considered, AGC needs to plan what is a priority right now. With attrition currently sitting at 7.8%, change to improve employee satisfaction cannot come soon enough.
















Methodology 
Primary Research
Saunders et al (2019) specify that in order for research to be successful it should be done in a systematic way and with purpose. For AGC to collate this data and see how effective employee satisfaction could be, there will be primary research that will take place in the form of a survey, this will allow an opportunity to ask open questions and gain factual feedback from employees and a focus group to gain more in depth details from an employee perspective (BBC, 2023). These avenues of primary research have been chosen to gain different perspectives on the research from different employees in the business.
Focus Groups are known for being small meetings with people who are genuinely interested in making a difference to the wider business. The use of a focus group, was to gain more concise information allowing the business to get to the root of the issue quicker, meaning a clearer understanding of the improvements needed (Indeed, 2020).
Focus groups can be used at all stages of a change to gain feedback and make sure it has been implemented successfully (GOV, 2020).
Tall (2009) stipulates that whist questionnaires are useful for gaining information quickly, what they fail to do is read body language, so by completing both questionnaires and focus groups AGC will get a better understanding of how employees really feel. 
Secondary Research 
Secondary research will be completed to ensure that AGC is aware of what competitors are doing with regards to employee satisfaction, benefits and processes, as this could make them more attractive as an employer. The Guardian (2021) confirmed that the advantages of competitive research keeps your business one step ahead.
Secondary research is highly accessible and easy to compare (Indeed,2023) making it credible data when reviewing information about challenges having a direct impact on your work environment. This research will be valuable for AGC to see what gaps there are between AGC and local construction companies in the attraction and retention of its employees and the potential link to employee satisfaction within the work place. 
Whilst there are elements of quantitative and qualitative data used in this research there is still the potential for gaps within this report. AGC is very new at collecting and reviewing data and implementing change off the back of the data collection. This is a starting point in how the business can transition and introduce more qualitative data (BBC,2023) by speaking to the whole workforce instead of a proportion, to continue moving the business forward, improving employee satisfaction and the overall business strategy of ‘we build better people’ (AGC,2023).
Change Models
As with all new initiatives that AGC have been implementing since the Tarmac transition, changes bring emotions. The DREC change model shows the change curve, this implies that employees may go through certain stages when dealing with change. Denial, resistance, exploration and commitment are the 4 steps to this model showing that not everyone deals with change in the same way. This model is very similar to the Kubler Ross Grief Cycle, this model has 5 stages, Denial, Anger, Bargaining, Depression and Acceptance, these stages are often referred to as coping mechanisms when dealing with change (BBC, 2020). 
It is important when considering a change within an organisation that a model can be used as a starting point to outline a process. Having a change plan is consider best practice to ensure that everyone is aware of what actions must be taken and by when. A change plan can create accountability and support with communication of the change across the business, however, no change is the same (Herrity, 2022). If AGC decide to implement a change as a result of this research paper, this needs to be factored heavily in the planning stage to ensure its success.

Findings and Analysis 
In March 2023, AGC decided it was going to introduce a HR and Payroll system due to the business being so manual. For this System (Itrent) to be implemented successfully, the business needed to complete a data cleanse to ensure the data held for its employees was accurate. During this process to gain employee data the business sent out a form to employees asking how they would like to be communicated to. 
Forbes (2022) indicate that for a business to be successful they should master communication. BBC (2023) implies that communication has its advantages such as better understanding across the business, motivated workforce and improved employee engagement at work but if not done correctly could have an impact on morale and reduced efficiencies. 
This data became a starting point as AGC instantly had data from its employees guiding them on how they would like to be communicated to, the first form of any data collated by the business with the input of employees (AGC, 2023).
Out of the forms that were sent out by the wider business, the findings were as below:
	82% of employees said they were happy to be contacted by email either a works email or a personal email (of which both has been provided).

	12% of employees said they were happy to be contacted by telephone (including a phone call or text message).

	4% of employees asked for direct face to face communication from their line managers 

	2% of employees are yet to respond.


From these results alone AGC must take action as the only form of communication comes from a weekly newsletter which is emailed out, however not all employees have an email address so AGC is missing employees in the organisation. HSE(2023) recommend having varying forms of communication such as briefings, intranets, emails, leaflets and many more, something AGC should consider to reach all levels of the workforce.
56 replied from the 90 surveys sent out, meaning that only 62% of the employees that were sent the survey replied. Wilkie, (2018) cites that this could be due to employees being too busy to fill out the survey, a concern of anonymity and how this data will be used or that the employee is already discontent within the business. Vianna (2021) confirmed that just 33% is an average response rate however if we had communicated the why behind this survey this may have increased the response rates for the survey. 
Miller (2020) states that by only sending the survey to a small proportion there could be concerns with the results of the survey leading to untrue results and it could take more time to analyse the data resulting in higher costs to the wider business. Due to the fact that the business decided to only send the survey to a small proportion of its employees instead of all, the concern of anonymity could be the reason why some have not replied as there could be an underlying concern of repercussions. 
AGC – Surveys and Focus Group Themes

The findings showed that employees were feeling there is a lack of autonomy. Employees feel as though there have been two changes in leadership (at a MD Level) and that there is questions around their autonomy to make changes without challenge.  Reisigner and Fetterer (2021) state that employers should forget flexibility as employees now want autonomy, implying that employees are now looking for more, allowing their independence to be demonstrated through flexibility and decision making, thus resulting in the potential for higher performing teams. 
Alongside this, employees are feeling as though their voice is not being heard within the wider business. ‘Employees want their voices heard at a strategic level’, (Sharp, 2018). There has been various platforms tried in the past for employees to have an opportunity to bring ideas to the SLT and have an opinion within the business however nothing has materialized. Could it be the process or the lack of action off the back of the processes or from the secondary findings could it be that AGC employees don’t feel as though managers are living by the values therefore causing a lack of trust in new initiatives?
In 2018 (Lauren Brown) declared that employee voice is everywhere but businesses aren’t listening. For AGC this needs to become a priority with retention figures currently sitting at -7.8% year to date, the business cannot afford to not give employees a voice. Out of the 56 employees who replied to the survey only 28% stated that they felt AGC was good at communication. The HSE (2023) state that for communication to be successful businesses should not use one method to communicate to its employees but use multiple channels ensuring the content is rich, doing this would really help AGC reach out to the wider workforce. 
The last big focus was the alignment of employee benefits, AGC still has different benefits for weekly and monthly paid employees. From a previous survey AGC understand that employees have a feeling that this inequality within the workplace is not acceptable, AGC is currently promoting inclusion and diversity yet, is not even offering employees the same rate of sick pay. Indeed (2018) conclude that inclusive organisations have happier employees, attract top talent, increase productivity and reduced retention. If AGC could demonstrate that they were considering equalizing employee benefits, this act of inclusion would be the first big alignment of processes for the business and would show employees that AGC is serious about making changes for employees and in turn this could allow employees trust with the business to grow.  
Since the Tarmac acquisition the fear of change has been widespread across the business, during one of the focus group the word ‘Discontent’ was used. Having gone from a small family run business to the corporate world with processes and policies to adhere too, meant not all employees feel as though they want to remain at AGC in the long term, how the business engages employees could be crucial in employees decision making for their future employment.
Other  common themes were:
	Lack of Senior management out on site

	Concern about the business being profitable and what this means for the future


External Themes

In a stark contradiction, the findings from secondary research were vastly different to that from the primary findings drawn from the employee survey and the focus group held in July 2023 at AGC. 
Health and wellbeing has become a major focus in the workplace. The CIPD (2022) details the importance of health and wellbeing in the workplace, especially in the fall out of Covid-19, with the impacts of hybrid working and the cost of living crisis having an effect on employee wellbeing. Employee wellbeing has improved at AGC however there are still improvements that could be made by giving all employees a form of health care and alignment of benefits so all employees would get the same rate of sick pay. Health Shield (2023) offer health care for employees with benefits such as virtual doctors and prescriptions on the same day not just for employees but for family members. This benefit would make a huge difference especially due to the current strains on the NHS. Aikman (2023) cited that the latest NHS data shows a decrease from 71% to 56% of people who have had a positive experience with booking GP appointments. This is the only link from the secondary findings where AGC employees are asking for alignment of Benefits.  
Alignment to values, employees no long want employers to say the right thing they want them to act with integrity and respect. Baumgartner (2020) describes how employers who empower employees to build a culture of recognition and real time feedback creates an ethos of belonging within a business resulting in a content workforce which could link to the alignment of values and employees feeling valued. AGC could see huge improvements if they were to consider even a small change to improve employee satisfaction. 
Construction is an industry that has grown vastly, however attracting and retaining employees is a concern for the business. CITB (2022) indicate that there are skills shortages within the construction pipeline and the need to understand what makes this a competitive industry is now more prevalent than ever. However are our local competitors a threat to AGC?
Locally, Walters is one of AGC’s largest competitors, describing themselves as a practical, proud, dedicated and genuine company that offer shares and retirement saving schemes, generous hourly rates, flexible health benefits and a great culture, family orientated community involvement initiatives (2023). Balfour Beatty is an additional local competitor who describe themselves as the beating heart of society and local communities (2023). Some benefits that Balfour Beatty offer are holiday purchases, cycle to work scheme, private medical care and travel insurance. Compared to even the inequality of sick pay AGC simply can’t compare to the benefits of its local competitors which may explain why retention is at a 7.8% deficit compared to 2022, and leads to the question how long can AGC sustain losing employees before something has to change.






Conclusion 
From the research and literature reviewed that has been used to collate this report, findings suggests that there is evidence that advocates that the implementation of an employee voice and is often seen as a positive within organisations. As for AGC this has the potential to have a positive impact on employee satisfaction. There would be increased autonomy as employees would feel as though they were having a voice in the business leaving employees feeling empowered and recognised. 
Employee voice can come in many forms, from changing the way you communicate to employees, an introduction of employee voice representative or employee voice focus groups. However when considering this it is critical to remember that whilst collating the data is important what you do with the data and its purpose has to be the priority.
Employee voice could have a direct link to the people section of the AGC balance score card,  this change could see a decrease in absence and an increase in retention allowing the business to save money on new starters, training and recruitment which could be invested elsewhere such as employee benefits.
Alongside Employee voice there should be a consideration for alignment of benefits for all employees but also include the improvement of current employee benefits. As shown in the above research there are competitors offering much more lucrative employment packages for employees such as health care, salary sacrifice and share schemes (Walters, 2023) none of which are currently offered by AGC but are by a local competitor. 
If employee voice and employee benefits were introduced successfully this platform could be used to promote Griffiths as a great place to work to ensure they remain competitive within the industry. It would also show current employees that AGC is living by its values of proud, collaborative, driven and respectful (AGC,2023) alongside better site presence of senior management ensuring that the link to the wider business strategy of ‘we build better people’ (AGC,2023) promotion within the business and would no longer just be words on paper, aligning to values, engaging employees, improving communication could all relate with employee and move towards the overall goal of this report of improving employee satisfaction through employee engagement and communication at AGC.
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Conduct Primary research in order to critically evaluate the employee engagement practices at AGC and the impact on employee engagement.


Conduct Secondary research in order to assess the employee engagement practices outside of AGC and the effect this has on employee Satisfaction.


Analyse current employee communication across AGC through Internal data and feedback to understand how AGC currently communicate and how they could improve.


Analyse current employee Communication across other companies by reviewing data and literature, looking for themes to improve communication across AGC.



Autonomy


Voice/
Communication


Allignment of Benefits



Focus on health and wellbeing


Alignment to values


Equality
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